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Deliver exceptional services to
support a high quality of life and
place for our community.

Develop a vibrant regional
economy, safe and beautiful
neighborhoods and exceptional
recreational, cultural and
educational opportunities powered
by a high performing government.

ntegrity, Respect, Excellence,
ccountability, Feople



City of El Paso
Strategic Plan

Goal 5: “Promote transparent consistent communication among all members of the community”

« 5.1: Set a climate of respect, collaboration, and team spirit among Council, City Staff and the
community

* 5.4: Enhance internal communication and employee engagement
Goal 6: “Set the Standard for Sound Governance and Fiscal Management”

* 6.3: Implement programs to reduce organizational risk

*  6.4: Implement leading-edge practices for achieving quality performance excellence

*  6.8: Support transparent and inclusive government




Title VII of the Civil Rights Act
of 1964

Prohibits employers from discrimination based on:
*  Race
- Color
« Sexual orientation
« Gender identity
« Religion

« National origin

Sexual harassment is a form of sex discrimination that violates Title VII of the Civil
Rights Act of 1964.




What 1s Sexual

Harassment?

= Unwelcome sexual advances, requests
for sexual favors, and verbal or
physical harassment of a sexual nature.

= Two types:
® Quid Pro Quo
m Hostile Work Environment

The Sexual Harassment Policy can be

Request for FMLA

found in the Documents section of My El ot

Paso.

CITY OF EL PASO




Qud Pro Quo

A favor or advantage granted or
expected in return for
something of a sexual nature.

Normally involves someone
with power.

Victims may feel trapped and
fear losing their jobs.



Presenter Notes
Presentation Notes
Obtained from: https://www.shrm.org/resourcesandtools/tools-and-samples/hr-qa/pages/typesofsexualharassment.aspx
Quid pro quo means "this for that." In this context, it involves expressed or implied demands for sexual favors in exchange for some benefit (e.g., a promotion, pay increase) or to avoid some detriment (e.g., termination, demotion) in the workplace. Quid pro quo harassment is perpetrated by someone who is in a position of power or authority over another (e.g., manager or supervisor over a subordinate). A clear example of quid pro quo harassment would be a supervisor threatening to fire an employee if he or she does not have sex with the supervisor.



Hostile Work Environment

« Ongoing, pervasive or severe behavior that
unreasonably interferes with an individual’s
work performance or creates an intimidating,
hostile or offensive work environment.

 Three forms:
 Verbal
e Visual

 Physical



Presenter Notes
Presentation Notes
Obtained from: https://www.shrm.org/resourcesandtools/tools-and-samples/hr-qa/pages/typesofsexualharassment.aspx
Hostile work environment harassment arises when speech or conduct is so severe and pervasive it that creates an intimidating or demeaning environment or situation that negatively affects a person's job performance. Unlike quid pro quo harassment, this type of harassment can be perpetrated by anyone in the work environment, including a peer, supervisor, subordinate, vendor, customer or contractor. Hostile work environment situations are not as easy to recognize, given that an individual comment or occurrence may not be severe, demeaning behavior may occur that is not based on sex, and there may be long periods between offensive incidents. Examples of conduct that might create a hostile work environment include inappropriate touching, sexual jokes or comments, repeated requests for dates and a work environment where offensive pictures are displayed.
Taken from previous SHC video:
Hostile work environment harassment is the most common form of sexual harassment.
Most employers will try to stop any unwelcome behavior before it becomes ongoing, pervasive or severe. Stop any sexual or gender-based offensive behavior before it causes more serious problems over time.



3d Party Harassment

» The victim can be a 3¢ party who
is not the intended recipient of
the behavior, a person who
witnesses or overhears behavior
they find offensive.

« The harasser can be the victim's
supervisor, manager, co-worker,
vendor, contractor, visitor or
customer.




If my friends and I like to joke around, why
should we have to change our behavior just
because one person does not like it?

- Harassment and discrimination
laws protect everyone.

« Unlike the “free speech” rights
you enjoy in other aspects of your
life, it’s not your “right” to make
discriminatory or harassing
comments in the workplace.




What is a Bystander?

« A person who is present but is
not directly involved.

« A witness to the harassment.

« Can be anyone.

EP




Bystander Intervention

« Speak up.

« Verbalize offensive behavior
and ask for it to stop.

« Report it, it’s the law.

STOP

SEXUAL
HARASSMENT




REASONS PEOPLE GIVE FOR
NOTINTERVENING

» It won't do any good.
» | hate confrontation.

* I'm too busy.

» | don't want to get involved.

« I'm not sure that it's really harassment.

- | don't want others to think | can’t take a joke.

Fear of Retaliation is another reason why people do not intervene
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What 1s Retahiation?

«  When an employer takes adverse action against
the employee who reported the harassment.

« Retaliation is sometimes seen when coworkers
“shun” or ostracize the person who came forward
and complained.

« Retaliation protection includes the victim and
‘ anyone who reported it or is part of the
investigation.

« Retaliation is illegal and should always be
reported.




Reporting Sexual Harassment

SB 45 prohibits sexual harassment in the workplace.
This bill provides that an employer, including a city or a
person who acts directly in the interests of an employer
in relation to an employee, commits an unlawful
employment practice if sexual harassment of an
employee occurs and the employer or the employer’s
agents or supervisors: (1) know or should have known
that the conduct constituting sexual harassment was
occurring; and (2) fail to take immediate and appropriate
corrective action. (Effective September 1, 2021.)
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Reporting Sexual
Harassment

- Report it to a supervisor, HR
Representative, Director or email HR -
Employee Relations at HR-
EmployeeRelations@elpasotexas.gov

«  Report in writing. Report immediately.

-  Failure to report can result in personal
liability. Failure to report any witnessed
violation is considered unlawful and could
have legal repercussions for an individual
who did not come forward and report
sexual harassment they knew of or should
have known of.



Presenter Notes
Presentation Notes
These type of incidents should not be reported through the HR Services system or through the City Employee Hotline (Stopit) because these methods may cause delays in HR receiving the complaint, the level of confidentiality is compromised due to the complaint being reported to a third party or the wrong group, and as a consequence cause legal ramifications for the City. 

Report it to a supervisor, HR Representative, Director or email HR – Employee Relations at HR-EmployeeRelations@elpasotexas.gov


mailto:HR-EmployeeRelations@elpasotexas.gov

Supervisor Responsibilities

in Reporting

Report it to Department
Head and HR within 24
hours.

Treat all complaints of
sexual harassment
seriously.

Collect the employee's
statement in writing.

Maintain confidentiality
throughout an
investigation.

Do not try to “fix” the
issue.

Do not try to uncover
details about a prior
claim.

Do not retaliate.

Do not discuss with
anyone other than the
investigator
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Confidentiality

The confidentiality of the employee
and all involved will be strictly
respected to the extent allowed by
law.

Supervisors need to maintain
confidentiality.

Failure to maintain confidentiality
will result in disciplinary action.

If you are called as a witness, you
must maintain confidentiality of all
information involved in the
investigation.



Presenter Notes
Presentation Notes
The HR investigation process requires legal steps and rules that regulate the investigation process.



Consequences

= [f the investigation reveals that
the complaint is substantiated,
prompt disciplinary action will

be taken to stop the harassment

e
immediately and prevent _
Criminal Charges, Fines

Jail Time




Remember...

« Sexual harassment, harassment, discrimination
and retaliation are against the law.

« Sexual harassment includes unwelcome
behavior of a sexual nature.

*  Quid pro quo and hostile work environment
are types of sexual harassment.

- Engaging in unlawful harassment or
discrimination could result in disciplinary
antmn up to and 1nclud1ng terminati n




Remember...

« Be professional and respectful.
« Do your part to create a safe work environment.

- Take action if you are a bystander, it’s the law.

« If someone complains about your behavior, STOP.

«  Report it to a supervisor, HR Representative,
Director or email HR - Employee Relations at HR-
EmployeeRelations@elpasotexas.gov

k'g@% w»

|

———


mailto:HR-EmployeeRelations@elpasotexas.gov

Questions:

E.-"".' 'luniluum -_._A-, "
¥ ! _
Ep, o | GEESTEN
an

TTHTY ] 5 i e
] —— . o
! i .:Irnit!I ; f

lm j -
e T
o0 - o

- ':".,

S,




	Slide Number 1
	Slide Number 2
	City of El Paso �Strategic Plan�
	Title VII of the Civil Rights Act of 1964
	Slide Number 5
	Slide Number 6
	Hostile Work Environment
	Slide Number 8
	If my friends and I like to joke around, why should we have to change our behavior just because one person does not like it?�
	Slide Number 10
	Slide Number 11
	Slide Number 12
	Slide Number 13
	Slide Number 14
	Slide Number 15
	Supervisor Responsibilities �in Reporting
	Slide Number 17
	Slide Number 18
	Slide Number 19
	Slide Number 20
	Slide Number 21

