
 

  

Discrimination & Harassment Prevention Policy 
 
[COUNTY NAME] is committed to providing a respectful and inclusive work environment in 
which all individuals have the opportunity to contribute in a productive manner and to 
experience professional growth free from discrimination, harassment, or related retaliation 
based upon protected class status.  
 
It is critical to this commitment that all employees be familiar with this policy and its related 
reporting process, and take appropriate action to address any concerns that arise under the 
policy. Anyone who may have experienced or observed discrimination or harassment in 
violation of this policy, in the context of employment with [COUNTY NAME], is encouraged to 
report their concern to the [Human Resources Manager] or the [County Administrator / 
Coordinator]. This policy defines the County’s process for reporting, investigating, and 
addressing unlawful discriminatory, harassing, or retaliatory behavior.  
 
[COUNTY NAME] prohibits discrimination including harassment, disparate treatment, and 
disparate impact, based on any characteristic protected by law regarding the terms, conditions, 
privileges and prerequisites of employment. This policy which focuses on maintaining a 
workplace free from discrimination, harassment, and retaliation is intended to support and 
complement the County’s commitment in this area, as well as its commitment to providing a 
work environment in which all individuals are treated with respect and dignity.  
 
[COUNTY NAME] prohibits discrimination, harassment, disparate treatment, disparate impact, 
and retaliation on the basis of race, color, religion, sex, ethnicity/national origin, age, disability, 
marital status, sexual orientation, gender identity or expression, genetic information, veteran 
or military status, pregnancy, familial status, status with regard to public assistance, arrest or 
conviction records except in the instance of bona fide occupational qualifications as necessary 
to effectively perform the job, exercise of rights related to family and medical leave, or on the 
basis of any other characteristic protected by law. 
 
Introduction & Definitions:  
Employment discrimination may occur in the form of harassment, disparate treatment, 
disparate impact, or retaliation. [COUNTY NAME] prohibits illegal discrimination in any form.  
 
Important laws prohibiting employment discrimination include but are not limited to: Title VII 
of the Civil Rights Act of 1964, the Age Discrimination in Employment Act of 1967 (ADEA), the 
Americans with Disabilities Act of 1990 (ADA), the Equal Pay Act of 1963, the Pregnancy 
Discrimination Act of 1978, the Immigration Reform and Control Act of 1986, Executive Order 
11246 of 1965 pertaining to federal contractors, the Family and Medical Leave Act of 1993, the 
Uniformed Services Employment and Reemployment Rights Act of 1994 (USERRA) and the 
Consumer Credit Protection Act (CCPA).  
 
Harassment –  



 

  

Harassment is unwelcome conduct based on race, color, religion, sex, pregnancy, national 
origin, age (40 or older), disability, or genetic information, or related to other protected class 
status. Harassment is defined as unlawful when enduring the offensive conduct becomes a 
condition of continued employment; or where the conduct is severe or pervasive enough to 
create a work environment that a reasonable person would consider intimidating, hostile, 
offensive, or abusive, or where the conduct has the purpose or effect of unreasonably 
interfering with the individual’s work performance. Harassment is also prohibited in retaliation 
for filing a charge of discrimination, testifying, or participating in any way in an investigation, 
proceeding, or lawsuit under these laws, or for opposing employment practices reasonably 
believed to discriminate against individuals in violation of these laws.  
 

Sexual Harassment –  
Sexual harassment, as defined by the Equal Employment Opportunity Commission 
(EEOC) is unwelcome sexual advances, requests for sexual favors, and other verbal or 
physical conduct of a sexual nature when, for example: a) submission to such conduct is 
made either explicitly or implicitly a term or condition of an individual’s employment, b) 
such submission to or rejection of such conduct by an individual is used as the basis for 
employment decisions affecting such individual (quid pro quo harassment), or c) such 
conduct has the purpose or effect of unreasonably interfering with the individual’s work 
performance or creating an intimidating, hostile, or offensive work environment. 
Harassment is illegal when it is so frequent or severe that it creates a hostile or offensive 
work environment or when it results in an adverse employment decision.  
 
Similarly, sexual harassment as defined by Minnesota Statutes § 363A.03, Subdivision 43 
includes unwelcome sexual advances, requests for sexual favors, sexually motivated 
physical contact or other verbal or physical conduct or communication of a sexual 
nature when: a) submission to that conduct or communication is made a term or 
condition, either explicitly or implicitly, affecting an individual’s employment; or b) 
submission to or rejection of that conduct or communication by an individual is used as 
a factor in decisions affecting that individual’s employment; or c) that conduct or 
communication has the purpose or effect of substantially interfering with an individual’s 
employment, or creating an intimidating, hostile, or offensive employment 
environment.  
 

Disparate Treatment –  
Disparate treatment discrimination occurs when an employer intentionally takes an employee’s 
protected status into consideration when taking an adverse employment action.  
 
Disparate Impact –  
Disparate impact discrimination occurs when an employer adopts a policy or practice that while 
appearing neutral and nondiscriminatory on its surface, has a disproportionately negative effect 
on members of a protected class. Disparate impact discrimination is also known as adverse 
impact discrimination.  
 



 

  

Retaliation –  
Equal Employment Opportunity (EEO) laws prohibit punishing or taking adverse action against 
employees or applicants for asserting their rights to be free from employment discrimination 
including harassment. It is unlawful to retaliate against employees or applicants for reporting 
employment discrimination or harassment; for filing an EEO charge or being a witness in a 
charge, complaint, investigation or lawsuit; for participating in an employer investigation; for 
refusing to follow orders they reasonably believed would result in discrimination; for requesting 
pay information to uncover discriminatory pay practices; and for participating in a complaint 
process. Likewise, it is unlawful to retaliate against an employee for exercising their rights 
related to religious accommodation, disability accommodation, family and medical leave, or 
military leave, among other protected actions.  
 
Examples of Prohibited Conduct: 
Discriminatory or harassing behavior may include, but is not limited to, the following examples: 
• Slurs, epithets, negative stereotyping, denigrating jokes, nicknames for protected categories 
• Threats, intimidating or hostile acts 
• Conduct with the purpose or effect of unreasonably interfering with work performance  
• Written or graphic material that denigrates, shows hostility or aversion toward an individual 

or group, sexually suggestive objects or images 
• Unwanted sexual conduct, advances, or requests for sexual favors 
• Leering, whistling, touching, obscene comments or gestures 
• Technology and social media based communications, posts, and messaging of a harassing, 

discriminatory, or retaliatory nature 
 
Individuals Subject to this Policy and Application to the Work Environment: 
This policy applies to all employees, interns, volunteers, and elected officials. Violations of this 
policy by any employee may result in disciplinary action, up to and including termination of 
employment.  
 
Conduct prohibited by this policy is unacceptable in the workplace, as well as in any work-
related setting outside of the workplace such as during attendance at conferences, professional 
meetings, educational programs, or workplace-related social events. Off-duty conduct which 
bears a nexus with the employee’s job may also be subject to this policy.  
 
Certain employees, by the nature of their job, may be exposed to inappropriate or undesirable 
conduct during the course of interactions with members of the public. However, inappropriate 
conduct of individuals interacting within and influencing general County work settings – for 
example, vendors, contractors, applicants, customers, and clients - may also be reported so 
that [COUNTY NAME] may take necessary and reasonable action to maintain a working 
environment free of discrimination and harassment.  
 
 
 



 

  

Employee Responsibilities: 
[COUNTY NAME] encourages reporting of all perceived incidents of discrimination, harassment, 
or retaliation. Individuals who believe they may have been the victim of such conduct, or 
observed a violation of this policy, are encouraged to discuss their concerns with their 
immediate supervisor or next level manager. When appropriate to the situation, individuals are 
encouraged to promptly advise the offender that his or her behavior is unwelcomed and 
request that it be discontinued. This step should be documented. If addressing the offender 
does not effectively resolve the concern or is not appropriate to the situation, and in all cases of 
potentially significant violations of this policy, individuals should follow the discrimination and 
harassment complaint procedure provided in this policy for making a formal report to the 
[Human Resources Manager] or [County Administrator / Coordinator].  
 
Management Responsibilities: 
Supervisory and management representatives are responsible for maintaining a work 
environment free from unlawful discrimination, harassment, and retaliation. Supervisory and 
management personnel are required to take prompt action to correct behavior in violation of 
this policy and document their action. Regarding all potentially significant violations of this 
policy, and concerns that are not corrected through immediate intervention, supervisory and 
management personnel are required to promptly contact the [Human Resources Manager] or 
[County Administrator / Coordinator] to determine appropriate action. Supervisory and 
management representatives’ commitment to this policy is a key element of the leadership role 
at [COUNTY NAME]. Due to the critical nature of this responsibility, supervisory and 
management representatives who become aware of a potential violation of this policy and who 
fail to take appropriate action shall be subject to disciplinary action up to and including 
termination of employment.  
 
Reporting Procedure: 
Prompt reporting of allegations of harassment, discrimination, or retaliation is advised, to 
facilitate timely investigation, intervention, and constructive action as appropriate to the 
situation. Formal reports of alleged violations of this policy should be submitted to the [Human 
Resources Manager] or the [County Administrator / Coordinator]. If the complaint involves the 
[Human Resources Manager] and/or the [County Administrator / Coordinator], the report 
should be submitted to the [County Attorney]. Individuals can make a formal complaint under 
this policy by completing the Harassment and Discrimination Complaint Form included at the 
end of the policy document and made available [location if posted electronically, etc.]. To 
facilitate appropriate assessment and follow-up action responsive to the complaint, whenever 
possible the formal complaint should contain details of the situation, and should identify the 
person or persons against whom the complaint is being made, as well as the names of any 
witnesses, and the name and contact information of the individual reporting the concern.  
 
Intentionally False Claims Prohibited: 
An employee, not acting in good faith, and making false claims of discrimination or harassment 
may be subject to disciplinary action up to and including termination of employment. In 
addition, any employee who intentionally provides false information during an investigation 



 

  

may be subject to disciplinary action up to and including termination of employment. False and 
malicious complaints of discrimination, harassment, and retaliation are differentiated from 
complaints that, even if erroneous, are made in good faith. A complaint made in good faith and 
later proven false is not subject to disciplinary action.  
 
Complaint Investigation: 
The [Human Resources Manager] or [County Administrator / Coordinator], will review all 
allegations of harassment, discrimination, disparate treatment, disparate impact, and 
retaliation. He/she may discuss the complaint with the reporting individual to review or clarify 
details and gather additional information. The [Human Resources Manager] or [County 
Administrator / Coordinator] will determine if the complaint requires further investigation, and 
if so, will oversee the investigation to its conclusion.  
 
Reasonable standards will be followed to respect the confidentiality of individuals involved, to 
the extent consistent with ensuring a complete and adequate investigation, appropriate 
corrective action, and in accordance with applicable laws, regulations, and administrative 
rulings. Complete confidentiality is not possible and shall not be guaranteed. The investigatory 
process may require the accused to respond to charges made against them; and data related to 
the complaint, investigation, and any resulting disciplinary action may be subject to release by 
law - as several examples which preclude any guarantees of strict confidentiality. 
 
Complaints and investigative materials will be maintained in a file separate from involved 
employees’ personnel files. If disciplinary action results from the investigation, the final 
disciplinary action will become part of the subject employee’s personnel file.  
 
Corrective Action: 
Misconduct constituting a violation of this policy will be addressed appropriately in accordance 
with the facts and determinations of the investigation. Responsive action may include but is not 
limited to:  individual or group training; referral to counseling; reassignment; disciplinary action 
including verbal or written reprimand, suspension without pay, or termination of employment.  
 
Conclusion: 
Upon closure of the process outlined above, the [Human Resources Manager] or [County 
Administrator / Coordinator] will notify the reporting individual that the investigation is 
concluded, and may provide relevant information regarding the outcome, as appropriate to the 
situation. The [Human Resource Manager] or [County Administrator / Coordinator] and 
[Department Head] of the area from which the complaint originated may conduct additional 
follow-up to ensure the concern has been effectively addressed and the County’s commitment 
to providing a respectful and inclusive workplace upheld. 
 
Retaliation Prohibited: 
[COUNTY NAME] forbids retaliation against anyone who makes a good faith complaint of 
suspected violation of this policy, or against anyone who serves as a witness or participates in 



 

  

an investigation. Acts of retaliation should be reported immediately and may be subject to 
additional investigation.   
 

 

 

 

 

 

 

  
 


