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Promoting Workforce Diversity While Preventing Workplace Harassment

Diversity

Job environments are complex places: a mix of people (with diverse backgrounds, ethnicities, national-origins, education
levels, life experiences, not to mention opinions and attitudes) occupying various roles and positions working together in
close quarters. Ideally, employees will engage in productive yet respectful workplace behavior, enhancing skills and
experiencing professional growth while meeting company expectations, goals and
objectives. Unfortunately, achieving this ideal is easier said than done; situations may
arise in which employees come into disagreement and even enter into conflict with
one another. While employee differences do (and forever will) exist -- and in fact can
be a company strength (studies have shown that a diverse workforce can lead to a
more productive and profitable workplace) -- there is no excuse when such differences
lead to disruptive, threatening even discriminatory (legally risky) attitudes and
behavior. Companies should strive to implement and adhere to a workforce diversity
Aiversity and harassment-free workplace policy that fosters mutual respect and professionalism
among employees, and protects against abuses.

Harassment

Each employee, regardless of background, should have the right to be free from harassment because of age, race, gender,
color, religion, national origin, veteran status, disability status or any other class protected by law. A company cannot
stress enough that it does not tolerate any form of harassment, be it verbal or physical, by a supervisor, another coworker,
non-employees in the workplace, or of a supervisor by employees. Employees are protected from harassment by federal
law, as enforced by the U.S. Equal Employment Opportunity Commission (EEOC).

Open Door Policy

Employees should be encouraged to discuss problems (or potential problems) -- concerns,
complaints, grievances -- at any time with a supervisor or manager. All suggestions on how to
make the workplace function better and be more hospitable and responsive to employees
should be welcomed. In fact, many companies consider it a right and responsibility of each
employee to be proactive in their feedback so as to head help head off (mitigate) any
downstream problems. In other words, management’s door should always open.

Complaint Procedures and Protections

If an employee feels s/he has been a victim of harassment, the guidelines below detail the steps to take to address the
problem.

1. If you feel you have been the victim of harassment and you have not been able to solve the problem on
your own, you need to speak with your direct supervisor immediately. If your supervisor is the source of the
harassment, you need to speak with the department head and / or the Human Resources representative. You
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should be able to discuss comfortably the harassment with your supervisor without fear of retaliation; if you are
not, speak with the Human Resources representative.

2. The person you contact will investigate the matter. If the allegation is confirmed, corrective action will be
taken, and the offending employee may be disciplined up to and including termination.
If harassment continues or re-occurs, the responsible individual risks being terminated
immediately. If the harassment stems from a non-employee, that individual’s employer
may be notified so that the problem can be addressed, up to and including possible
harassment charges filed.

3. Should you feel the manager has not investigated the matter to your satisfaction,
or if you feel pressured in any way, you should contact the member of the Executive
Board responsible for managing your department.

4. If the harassment persists, or if other factors make it unreasonable to follow the
procedures as outlined above, please contact the Human Resources representative, or the
company President directly.

Harassment is defined by any behavior which results in creating a hostile or
uncomfortable work environment whether it is by intimidation or other means, such as:

Unwelcome physical contact

Threatening or obscene language or gestures

Unwanted or uninvited sexual advances

Photographs, stories, jokes, language, printed materials, etc., that creates an offensive environment
The situations cited above are not intended to be all-inclusive, but rather serve as illustrative examples only.

1.
2.
3.
4.

Watch Out for Disgruntled Ex-Emplovyees

In the aftermath of financial troubles nationwide, many people find themselves out of work and desperately seeking
income. Disgruntled ex-employees (thin skin, long memories) often can be the ones who will find any excuse possible to
sue their former employers as a means of getting some cash. In fact, in 2008, the U.S. EEOC reports that nearly 33,000
general harassment complaints were filed against employers (a 20% increase from the year prior), approximately 14,000
sexual harassment charges and over 10,000 national origin-based complaints. Needless to say, companies must be on
guard for angry former staff members in this time of frequent layoffs -- extra careful to abide rigorously by state and
federal employment law. Putting in place, proactively, policies and procedures can help protect against charges of
discrimination and harassment in the workplace.

Employee Acknowledgment

While an employee handbook helps set general expectations between an employers and
employees (a code of conduct), additional focus and attention may be required to address
certain combustible issues, such as harassment in the workplace. Many companies find it
useful to have employees review, and then sign off on, a stand-alone Harassment-Free
Workplace policy (that addresses the types of issues discussed in this piece) as an added level of protection. Sample
acknowledgment language is presented below.

By signing below, I indicate that I have reviewed this Workforce Diversity and Harassment-Free Workplace Policy and
understand the proper workplace behavior and conduct it entails, and further acknowledge I may be held accountable -- up to
and including termination -- if found in violation of it.

Signature Date
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