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ZERO TOLERANCE SEXUAL HARASSMENT PREVENTION POLICY

In accordance with Title VII of the Civil Rights Act of 1964, 42 United States Code Section 2000e, et
seq., as amended, as well as Section 46a-60(a) (8) of the Connecticut General Statutes, it is the
established policy of the Department of Energy and Environmental Protection (DEEP) to provide
equal employment opportunity in all aspects of the employment process without consideration to an
individual's sex. Sexual harassment is illegal. It is a form of discrimination based on a person’s sex
and it undermines the integrity of the workplace and the personal dignity of the individual. The
definition of sexual harassment includes harassment based on a person’s gender identity or
experience or sexual orientation.

Sexual harassment is defined by Connecticut State law as any unwelcome sexual advances or
requests for sexual favors or any conduct of a sexual nature when: (A) submission to such conduct is
made, either explicitly or implicitly, a term or condition of an individual's employment, (B) submission
to or rejection of such conduct by an individual is used as the basis for employment decisions
affecting such individual, or (C) when such conduct has the purpose or effect of substantially
interfering with an individual's work performance or creating an intimidating, hostile or offensive
working environment.

The following are examples of prohibited conduct, however, this is not an inclusive list:

Sexual flirtation, propositions or threats; sexting;

Lewd comments, jokes, stories, E-mail, or cards; conversations with sexual innuendo;

Using crude and offensive language;

Unwanted or inappropriate touching such as patting, pinching, massaging or hugging;

Sexual gestures;

Use or display of sexually suggestive photographs, magazines, objects or pornographic

pictures or calendars;

Obscene noises or leering;

e While in a supervisory position, condoning or ignoring sexual harassment of which one has
knowledge or has reason to have knowledge; and

o Derogatory comments about another person’s sex, gender or sexual orientation.

The Department of Energy and Environmental Protection is committed to maintaining a work
environment free of all forms of discrimination including sexual harassment and will not tolerate
any behavior that may violate this policy. Supervisory personnel and all other employees are directed
to adhere to this policy, to familiarize themselves with the laws and statutes stated, and to be
receptive to complaints made by afflicted personnel. The DEEP further prohibits sexual harassment
in any form whether in the workplace, at assignments outside the workplace, at work sponsored
functions, or elsewhere. Off-duty or non-duty behavior that affects the workplace may also be
considered sexual harassment. Sexual harassment by employees against non-employees is also
prohibited. Employees should be aware that some forms of sexual harassment may be subject to
civil or criminal penalties. More importantly, anyone found to be in violation of this policy will be
subject to appropriate disciplinary action up to and including termination.
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Complzints alleging a violation of this policy must be filed with the Affirmative Action Office within 30
days of the alleged violation and/or with the Commission on Human Rights and Opportunities
(CHRO) within 180 days of the alleged discriminatory action. Complaints filed with CHRO must be
submiticd to the office which serves the town where the alleged discriminatory action took place.
The CIRO offices are listed in the Affirmative Action Complaint Procedure.

This policy also protects employees, applicants, and program participants from retaliation for filing
and/or participating in the investigation of a complaint alleging discrimination. All employees are
expected to cooperate fully with all administrative complaint investigations and any actions taken by
the DEEP as a result of such investigations.

The remedies available to victims of sexual harassment include the following: cease and desist
orders, back pay, compensatory damages, and hiring/promotion or reinstatement. At no time will
the internal investigation of a complaint be terminated or suspended because the complainant has
filed a complaint with the CHRO or the Equal Employment Opportunity Commission or any similar

enforcement agency.

To ensure that all employees are aware of the DEEP commitment to provide a work environment
free of all forms of harassment, this policy will be posted on all bulletin boards and educational
workshops will be conducted for staff, as needed. It will also be distributed once a year to all
employees. Supervisors are responsible for making their employees aware of this policy. The
determination of whether violation of this policy has occurred will be made from the facts and the
context in which the alleged incident(s) took place.

Contractors, suppliers, consultants, or any other agency we do business with must comply with all
applicable State and Federal Laws and Regulations protecting persons against sexual harassment.

Robert J. Kleg, Commissioner "Date ’

I, _ certify that this policy was discussed with
Supervisor (Print Name) and Signature

Employee (Print Name) and Signature Date
Please indicate if this is a permanent employee or seasonal employee.
The employee by signing this policy statement acknowledges that it was discussed with

him/her, and that he/she understands it. THIS STATEMENT IS AVAILABLE IN LARGE PRINT
OR ON AUDIOTAPE FROM THE AFFIRMATIVE ACTION OFFICE BY CALLING (860) 418-5937
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