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POLICY:   Sexual Harassment

The definition of sexual harassment includes conduct directed by men toward women; conduct conducted by men toward men, conduct directed by women toward men and conducts directed by women toward women. This policy applies to all officers and employees of the Sevier County Sheriff's Department, including but not limited to, full and part-time employees, employees covered by or exempt from personnel rules and regulations of the county government, employees working under contract for the county and all reserve deputies while on duty.


Definition:

                                    Sexual harassment or unwelcome sexual advances, requests for sexual favors and other verbal or physical conduct of a sexual nature in the form of grabbing, pinching, patting or propositioning; Explicit or implied job threats or promises made in return for submission to sexual favors; Inappropriate sex-oriented comments regarding appearance; The telling of embarrassing sex-oriented stories; The display of sexually explicit or pornographic material; regardless of the manner in which it is displayed; Sexual assault on the job by supervisors, fellow employees, or non-employees.




When any of the foregoing unwelcome conduct affects employment decisions, makes the work environment hostile, distracting or unreasonably interferes with work performance, an unlawful employment practice exists. THIS CONDUCT IS ABSOLUTELY PROHIBITED BY THE SEVIER COUNTY SHERIFF'S DEPARTMENT.

Reporting Sexual Harassment

                                    The Sheriff and the Sevier County Sheriff's Department may be held liable for the actions of all employees with regard to sexual harassment and, therefore, will not tolerate the sexual harassment of any employees. The department will take immediate, absolute steps to stop sexual harassment when it occurs.




By law, the Sheriff and the Sevier County Sheriff's Department is responsible for acts of sexual harassment in the work place where the county of its agents or supervisory personnel know or should have of the conduct unless it can be shown that the Sheriff or the Sevier County Sheriff's Department took immediate and appropriate corrective action.




The Sheriff and the Sevier County Sheriff's Department may also be responsible for the acts of non-employees with respect to the sexual harassment of employees in the work place, where the Sheriff or the Sevier County Sheriff's Department or its agents or supervisory personnel know or should have known of the conduct and failed to take immediate and appropriate corrective action.




Prevention is the best means for the elimination of sexual harassment. Therefore, the following rules shall be strictly enforced. Any employee who feels that he or she is being subjected to sexual harassment should immediately contact one of the persons listed below with whom the reporting employee feels most comfortable. Complaints may be made in writing or verbally to:





1. The reporting employee's immediate supervisor.





2. The reporting employee's department head.





3. The Chief Deputy.





4. The Sheriff.

Employees have the right to circumvent the employee chain of command in selecting the person to whom they make a sexual harassment report. Regardless of to whom the report is made, the employee should be prepared to provide the following information:





1. The name, department and position title of the employee making the report.





2. The name of the person or persons committing the sexual harassment, including their job title, if known.





3. The specific nature of the sexual harassment, how long it has gone on, and any employee action (demotion, failure to promote, dismissal, refusal to hire, transfer, etc.) taken against the employee as a result of the sexual harassment, or any other threats made against the employee as a result of the harassment.





4. Witnesses to the harassment.





5. Whether the employee has previously reported the harassment and, if so, when and to whom.

Reporting and Investigation of Sexual Harassment Complaints




The Captain of Detectives is the person designated by the Sheriff to be the investigator of complaints of sexual harassment against employees. In the event that the complaint of sexual harassment is made against the Captain of Detectives, the investigator shall be Sheriff's Department employee appointed by the Sheriff.




When an allegation of sexual harassment is made by any employee, the person to whom the complaint is made shall immediately prepare a report of the complaint according to the preceding section and submit it to the department head.




The investigator shall make and keep a written record of the investigation, including notes of verbal responses made to the investigator by the person complaining of sexual harassment, witnesses interviewed during the investigation, the person against whom the complaint of sexual harassment was made, and any other person contacted by the investigator in connection with the investigation. The notes shall be made at the time the verbal interview is in progress.




Upon conclusion of the investigation, the investigator shall prepare a report of the findings and present them to the Sheriff or his designate. The report shall include the written statement of each person complaining of sexual harassment, witnesses interviewed during the investigation, the person against whom the complaint of sexual harassment was made and all the investigator's notes connected to the investigation. 
Action on Complaint of Sexual Harassment 




Upon receipt of a report of the investigation of sexual harassment, the Sheriff shall immediately review the report. If the Sheriff determines that the report is not complete in some respect, he may question the person complaining of sexual harassment, the person against whom the complaint has been made, witnesses to the conduct in question, or any other person who may have knowledge regarding the harassment.




Based upon the report and the Sheriff's own investigation, should one be made, the Sheriff shall, within reasonable time, determine whether the conduct of the person against whom a complaint has been made constitutes sexual harassment. In making that determination, the department head shall look at the record as a whole and at the totality of circumstances, including the nature of the conduct in question, the context in which the conduct, if any, occurred and the conduct of the person making the complaint. The determination of whether sexual harassment occurred will be made on a case by case basis. When it has been determined that sexual harassment has occurred, immediate disciplinary action will be taken.




Any disciplinary action will be consistent with the nature and severity of the offense, the rank of the employee and any other factors the Sheriff believes related to fair and efficient administration of the Sevier County Sheriff's Department.




A written record of disciplinary actions, including verbal reprimands, taken shall be kept in the employee's personnel file. In all events, an employee found to have engaged in sexual harassment shall be warned not to retaliate in any way against the person making the complaint of sexual harassment, witnesses or any other person connection with the investigation of the complaint of sexual harassment.




In cases where the sexual harassment is committed by a non-employee of the Sevier County Sheriff's Department against an employee of the Sevier County Sheriff's Department in the work place, the Sheriff or his designate shall take whatever lawful action against the non-employee as necessary to bring the sexual harassment to an immediate end.

            Obligation of Employee 




Employees are not only encouraged to report instances of sexual harassment, THEY ARE OBLIGATED TO REPORT THEM. Employees are also obligated to cooperate in every investigation of harassment. The obligation includes, but is not limited to, coming forward with evidence (both favorable and unfavorable concerning the person accused of such conduct) and fully and truthfully making written reports or verbally answering questions when required to do so by the investigator. Employees are also obligated to refrain from making bad faith accusations of sexual harassment.




Disciplinary action may also be taken against any employee who fails to promptly report instances of sexual harassment or who fails or refuses to cooperate in the investigation of a complaint of sexual harassment, or who files a complaint of sexual harassment in bad faith. This disciplinary action may range from verbal reprimand to termination of employment.

RESTRICTED LAW ENFORCEMENT DATA

This data is proprietary and will not be duplicated, disclosed, or discussed, without the written permission of this agency.  Data subject to this restriction is contained throughout this publication.
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