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Discrimination and Harassment Policy
I. PURPOSE: 
To define the policy and procedures regarding VACREF’s position on discrimination and harassment.

II.  POLICY: 
VACREF believes in respecting the dignity of every employee and expects every employee to show respect for all colleagues, clients and vendors. VACREF expects all employees to accomplish their work in a professional and businesslike manner. Harassment of employees by fellow employees or supervisors is a form of unlawful discriminatory behavior and is not permitted regardless of working relationship. In accordance with Connecticut’s Department of Labor policy, VACREF specifically forbids discrimination and harassment based on: 

• race 

• color 

• religion 

• sex (pregnancy or gender) 

• sexual orientation 

• marital status 

• national origin (including language use restrictions unless justified
  by business necessity) 

• ancestry 

• disability (mental and physical, including HIV and Aids) 

• medical condition (cancer/genetic characteristics) 

• age (40 and above) 

• denial of family and medical care leave 

• denial of pregnancy disability leave or reasonable accommodation 

III. DISCUSSION:   Harassment includes unsolicited remarks, gestures, or physical contact; display or circulation of written materials, e-mail or pictures derogatory to either gender or to racial, ethnic, or religious groups; or basing personnel decisions on an employee’s response to sexually oriented requests. This policy applies to all employees, applicants, and independent contractors. 

The definition of sexual harassment includes many forms of offensive

behavior, including harassment of a person of the same gender as the harasser. Instances of harassment, including sexual harassment, include but are not limited to the following kinds of behavior: 

• unwanted sexual advances 

• offering employment benefits in exchange for sexual favors 

• actual or threatened retaliation 

• leering; making sexual gestures 

• displaying sexually suggestive objects, pictures, cartoons, or posters 

• making or using derogatory comments, epithets, slurs, or jokes 

• sexual comments including graphic comments about an individual’s body 

• sexually degrading words used to describe an individual 

• suggestive or obscene letters, notes, or invitations 

• physical touching or assault, as well as impeding or blocking movements 

Employees should be aware that VACREF has a zero tolerance of sexual harassment and that such behavior is prohibited both by law and by VACREF policy. These prohibitions apply to all supervisors, non-supervisory employees, vendors, and others that meet with VACREF employees. Sexual harassment is a form of illegal discrimination and will not be tolerated. 

VACREF protects employees, applicants, and independent contractors from unlawful harassment. VACREF will respond promptly and effectively to reports of sexual harassment, and will take appropriate action to prevent, to correct, and if necessary, to discipline behavior that violates this policy. 

Sexual harassment may include incidents between any employee, applicants or non-employee participants, such as vendors, contractors, visitors, and patients. Sexual harassment may occur in hierarchical relationships or between peers, or between persons of the same sex or opposite sex. 

Harassment that is not sexual in nature but is based on gender, sex stereotyping, or sexual orientation is also prohibited by our nondiscrimination policies if it is sufficiently severe to deny or limit a person’s ability to participate in or benefit from VACREF employment. While discrimination based on these factors may be distinguished from sexual harassment, these types of discrimination may contribute to the creation of a hostile work environment. Thus, in determining whether a hostile environment due to sexual harassment exists, VACREF may take into account acts of discrimination based on gender, sex stereotyping, or sexual orientation. 

IV. PROCEDURES:

A. DISSEMINATION OF THE POLICY AND EMPLOYEE TRAINING – As part of the commitment to providing a harassment-free working environment, this policy shall be disseminated widely to all employees and distributed to new employees upon hiring. Supervisors and managers are responsible for taking whatever action is necessary to prevent sexual harassment, to correct it when it occurs, and to report it promptly to VACREF’s Executive Director for investigation. 

B. REPORTS OF SEXUAL HARASSMENT – Any employee, applicant or outside vendor may report conduct that may constitute sexual harassment under this policy. Report the facts of the incident(s) including what happened, how often, and where the incident(s) occurred, as well as the names of the individuals and witnesses involved. If your supervisor is unavailable, or if you believe it would be inappropriate or uncomfortable to report it to your supervisor, contact the Executive Director of VACREF for assistance. 

C. RESPONSE TO SEXUAL HARASSMENT – VACREF shall provide a prompt and effective response to reports of sexual harassment. VACREF will take appropriate action to stop the harassment and ensure it will not continue. A prompt and effective response may include early resolution, formal investigation, and/or targeted training or educational programs. Upon findings of sexual harassment, VACREF may offer remedies to the individual or individuals harmed by the harassment which may include counseling, or other appropriate interventions. Any VACREF employee who is found to have engaged in sexual harassment is subject to disciplinary action up to and including dismissal. 

Generally, disciplinary action will be recommended when the harassing conduct is sufficiently severe, persistent, or pervasive that it alters the conditions of employment. Any manager, supervisor, or designated employee responsible for reporting or responding to sexual harassment with knowledge of the harassment but took no action to stop it or failed to report the prohibited harassment also may be subject to disciplinary action. 

D. INTENTIONALLY FALSE REPORTS – Because sexual harassment frequently involves interactions between persons that are not witnessed by others, reports of sexual harassment cannot always be substantiated by additional evidence. Lack of supporting evidence should not discourage individuals from reporting sexual harassment under this policy. However, individuals who make reports that are later found to have been intentionally false or made maliciously without regard for truth may be subject to disciplinary action. This provision does not apply to reports made in good faith, even if the facts alleged in the report cannot be substantiated by an investigation. 

E. RETALIATION PREVENTION – This policy also prohibits retaliation against a person who reports sexual harassment, assists someone with a report of sexual harassment, or participates in any manner in an investigation or resolution of a sexual harassment report. Retaliation includes threats, intimidation, reprisals, and/or adverse actions related to employment. 

F. ADDITIONAL ENFORCEMENT INFORMATION – The federal Equal Employment Opportunity Commission (EEOC) and the Connecticut Department of Fair Employment and Housing also investigate complaints of unlawful harassment in employment. These agencies may serve as neutral fact finders and attempt to facilitate the voluntary resolution of disputes with the parties. 
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