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Department of Human Resources

TO: Kirk Douglas, Recreation Leader W
FROM: Mary Wiggins, Chief Human Resources Officer
DATE: November 7, 2024

SUBJECT: Discussion and Action on the Hearing Officer's Report and
Recommendation on the Suspension of Kirk Douglas with Parks and
Recreation from Hearing Officer, Patricia Palafox

Your appeal has been placed on the Civil Service Commission Agenda as ltem #8 for
their meeting to be held on Thursday evening, November 14 2024. The meeting will
be at 6:00 P.M., in the Main Conference Room, 2" Floor, City Hall (300 N.
Campbell). Please attend the meeting to answer any questions the Commission may
have regarding this matter. Failure to attend the meeting to address the Commission
may result in your appeal being deemed withdrawn.

Please call Claudia Cancellare, Employee Relations Officer, at (915) 212-1498 or Cecy
Mungaray, Employee Relations Officer at (915) 212-1430 if you have any questions.

If you have any questions, please call Symone Menchaca at (915) 212-1242.
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Mary Wiggins PHR, SHRM-CP — Chief Human Resources Officer
Department of Human Resources | 300 N. Campbell | El Paso, TX 79901
0. (915) 212-0045 | Email: WigginsML@elpasotexas.gov
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BEFORE THE CIVIL SERVICE COMMISSION

FOR THE CITY OF EL PASO, TEXAS

IN THE MATTER OF §
§
KIRK DOUGLAS, APPELLANT §
§ DOCKET NO. 24-PR-01PP
AND §
§
THE CITY OF EL PASO §
CITY OF EL PASO’S EXHIBIT LIST
# DESCRIPTION DATE
City of El Paso Employee Investigation
!
C-1 | Notice of Suspension Kirk Douglas — 10 Day 6/20/2024
. . 8/9/2021
C-2 | Sexual Harassment Prevention Policy & Procedures
) . . . /
C-3 | Discipline Policy and Matrix 5/30/2015
/!
C-4_| Signed Policy Acknowledgement Form — Kirk Douglas 42502023
C-5 [ Directive to Cease Communication 2/2712024
C-6 | E-mail from Monica Vargas to Rosalva Juarez 2/20/2024
C-7 _| E-mail from Sabrina Amor to Celeste Porras 2/17/2024
C-8 | E-mail from Tracy Chavarria to Sabrina Amor LB, (W T b(r\\./
s L) | ammese_ 9T
C-9_| Qd/}qport a Frgefnan-Neqricks™~___~"~ /] Dsr—
C-10 lsl Responses to Questions — Kirk Douglas 3/13/2024
C-11 | 2" Responses to Questions — Kirk Douglas 41312024
C-12 | Responses to Questions — Celeste Dani Porras 32712024
C-13 | E-mail from Celeste Dani Porras to Alejandra Rivera 312172024 Coy -
) 31242624
@ Res 5 Qu Z Saory Spence -EE“ ';r Kgﬁi
. . 3/13/2024
C-15 | Responses to Questions — Fernando Ramirez

Discipline-233 / Disciplinary Appeal of Kirk Douglas
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EP CITY OF EL PASO, TEXAS

X NOTICE OF SUSPENSION
FEETEEDY
Name Kirk Douglas Last 4 #'s of SS g Date .June 20 2024
| Position  Raecreation Leader Employee 1D #

Address-

From Parks & Recreation
Subject  Suspension Withoul Pay o

N

THIS IS TO NOTIFY YOU THAT YOUR EMPLOYMENT WITH THE CITY OF EL PASO IS HEREBY
SUSPENDED FOR _10 _ WORKDAYS EFFECTIVE 6/21/2024 TO 7/04/2024.

THE FOLLOWING ARE THE STATUTORY REASONS OR GROUNDS AND SPECIFICATIONS OF FACTS
WHICH HAVE NECESSITATED THIS ACTION

CHARGES:

YOU HAVE VIOLATED THE FOLLOWING CITY OF EL PASO CIVIL SERVICE COMMISSION CHARTER
PROVISIONS, ORDINANCES, RULES AND REGULATIONS:

A regufar tmployw may be duschargcd suspcnded or reduced 1n rank or posnion as provided in the Charter or further
defined in the Rules.,

Thc following, whlch may be further dcﬁncd in |hc Rulcs may , constitute causcs for discharge, suspension or reduction in
grade of regular cmployecs

Mng wantonly offensive in conduct or language,
&r just cause

Date 6/10/2('{

8Y CERTIFIED MAIL NUMBER

| HAVE RECEIVED A COPY OF THIS NOTICE

Hrnr

Employee's Sighature

QERMTTMENT HEAD
COPY RECEIVED AND FILED

HUMAN RESQURCES
BY

DIRECTOR

e xn o
DISTRIBUTION: Original Human Resourc sRnEn@E;*V’EBt

EXHIBIT
bt~ 204

CIVIL SERVICE . _&'_\

COMMISSION




EPJR, CITY OF EL PASO, TEXAS

TXS NOTICE OF SUSPENSION

DRy
Name:  Kirk Douglas | Last 4 #'s of SS #; Date: June 20, 2024
Position: Recreation Leader ' Employee 1D #: ]

1Vl U D
P
tion_L. of § i jon or Di e

The following may constitute causes for discharge, suspension or reduction of rcgular employees: That an officer or
employee in the Civil Service.

e. Is wantonly offensive in his conduct or language towards the public, an elected or appointed official, the head

/; of any depariment, or his fellow employees; is abusive, threatening, or uses coercive treatment to another

employee or a member of the public, or provokes or instigates violence; or sbusive to an animal in the care or
control of the employee; or (Amended 8/25/09, 3/6/12,9/17/13)

p- For just cause. (Added 7/21/07)

Section 2. Disciplinary Notice

Disciplinary actions in the nature of a discharge, involuntary reduction, or suspension taken against a regular employee,
other than at the end of a probationary period, will not become cffective untit the Department Head has fizst served upon
such employee a wrilten notice of discipline. The notice must contain anc or more statutory reasons or grounds for discipline,
together with such specifications of fact as will enable the employee to make an cxplanation and place him fairly upon his
defense. The specifications of fact shall be of sufficient specificity so as to preclude the possibility of disciplinary action for
the same act or omussion in the future. Nothing contained herein shall prohibit the Department Head from using an
employce's prior acts or omussions resulting in discipline in determining future disciplinary action against the employee.
An employee may be disciplined for other acts or omissions not specified in the natice even if such acts arise from the same
incident or event. A Department Head may not unilaterally reduce the discipline given once notice of discipline has been
provided to the employee, without the employee’s consent. A copy of such notice of discipline, together with the employec's
explanation, if any, will be fited with the Human Resources Director. (Amended 06/24/03, 7/31/07, 8/25/09)

. Nolj sed Disciplia. ction, Procedure and Limilation ction

3, When disciplinary action in the nature of a five (5) day suspension or greater, a reduction, or discharge is being
contemplated by the Department Head, the employee must be served with a notice of proposed disciplinary action which
shall conform with the notice requirements set forth in Section 2 and Section 3 (b) of this Rule. In addition to the notice
af proposed disciplinary action, the employee shall be fumnished with the written materials and tangible things in the
possession of the Depariment Head that form the factval and evidentiary basis for the proposed disciplinary action. No
mattcr may be withheld from the employee that is inconsistent with the theory of discipline or that could tend to mitigate
the contemplated sanction. (Amended 8/25/09)

b, Within ten (10) days of reccipt of the notice of proposed disciplinary action, the employee may rcquest a conference
with the Depariment Head. Within five (5) working days of receipl of the employee’s response, the Department Head
shal! meet with the employee, provided further that this period may be extended with the mutual consent of the
Department Head and the employee. No witnesses may be called to testify as part of the employee’s explanation or
response. During the conference, the employee, their representative, and the Department Head shall cngage in
discussions with a view toward reaching a consensus and agreement relative to the proposed disciplinary action. No
part of the discussions that take place during the conference may be offered into evidence al any subsequent hearing,
except for the limited purpose of determining compliance or non-compliance with the provisions of this Rule as provided
in paragraph "f" and for impeachment purposes. In the event such a consensus is reached, the execution by the employee
of documents finalizing the settlement agreement shail constitute a waiver of the employee's right to appeal to the
Commission, and the employee shall be so advised in plain language. (Amended 09/09/03, 01/06/04, 8/25/09; 1/20/15)

EMPLOYEE'S INITIALS _ KD R E C E ' V E D Page 2 0f8
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EP CITY OF EL PASO, TEXAS
'A( NOTICE OF SUSPENSION
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Name:  Kirk Douglas I Last4 #'s of SS #. ; Date: June 20, 2024
Position: Recreation Leader | Employee iD #° |
¢. Respecting discharge, those departments currently using a pre-termination hearing shall not be required to have s
conference as contemplated hercinabove provided that the time between notification and hearing shall be at least five
(5) days and further provided that there shalt be no change to current practices regarding violations of applicable federal

laws. (Amended 09/09/03, 01/06/04, 08/25/09)

The employee is entitled to have a representative of their choice assist them in the preparation and prescatation of their
response, provided further that in the event the representative is an employee of the City, he shal) usc vacation leave or
personal days for such time as may be required for the representative Lo attend the conference. If the employec does
not have any accrued vacation or personal days, the employee will be placed on unpaid administrative leave for such
time as may be required for the representative to atlend the conference. The employee must provide his Department
Head with two days notice of the request (o take the above leave. The Department Head may disapprove the request if
the leave significantly interferes with the operational needs of the department. (Amended 09/09/03, 01/06/04, 08/25/0%)

A proposed writien notice of disciplinary action must be served on an employee within 120 calendar days from the date
Human Resources is made aware of the occurrence of the incident giving ris¢ 1o the discipline, provided however thal
this period of limitation shall be tolled if an investigation is being conductied by a law enforcement authority into
criminal charges against the employee arising out of the same incident. Once a Department Head reccives notice from
the employec that charges have been preferred, through an indictment or information, or that the criminal investigation
hes been concluded without the preferral of charges, then the time period will resume running. (Amended 09/09/03,
01/06/04, 8/25/09, 09/19/17)

f.  Any issue of non-compliance with these provisions will be considered by the hearing officer and/ or Commission upon
the appeal of the disciplinary action. (Amended 01/06/04)

o

o

g Excluding Section 3 (¢), in computing any time periods set forth in this Rule, Saturdays, Sundays, and City Holidays
shall not be included. (Amended 01/06/04, 09/19/17)
h. Nothing in the Rule shall prevent suspension of the employee from service without pay in appropriate circumstances

(Amended 01/06/04)
i. A copy of this rule shall be attached to each notice of proposed disciplinary action. (Passed 1/6/04)

tion 4. Resignation Befor igi
The acceptance by Depariment Head of the resignation of 8 person discharged before final action on the part of the
Commission will be considered a withdrawat of the charges and the separation of the employee concemned will be recorded
as a resignation and the preceding will be dismissed without judgment. (Amended 7/31/07)

Section 5. Disqualification for Reappointment i
Any employee who is dismissed for cause or who resigns while not in good standing will be disqualified from taking a Civil

Service examination for two years thereafter. His name wilt be removed from all eligible lists, unless, in the judgment of the
Commission the cause of his dismissal or resignation under charges will not affect the possibility of his or her usefuiness in
some other position. (Amended 8/25/09)

Section 6. Non-Certificali nded Persons
The names of persons suspended will siot be certified from ¢ligible lists during the period of suspension.

e 7. _Election to Forfei ual
Regular employecs suspended for not more than ten (10) working days may elect to forfeit annual leave for a period equal
to the suspension, or Lo the extent of the employee’s annual leave balance, subject to approval of the Department Head. The
election provided for herein, shall work a waiver of the employec's right to appeal the disciplinary action to the Commission,

EMPLOYEE'S INITIALS Kn Wh
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EP/\ CITY OF EL PASO, TEXAS
XL NOTICE OF SUSPENSION

PR S A . A E——
Name: Kirk Douglas | Last 4 #sof SS # | Date: June 20, 2024
Position: Recreation Leader . Employee ID #. |

and the employee shall be so advised in plain English on a suitable form upon which the election shall be made, as developed

by the Human Resources Director and appended to the notice of suspension. The Departrent Head shall not unreasonably
withhold approval of the employee’s election (Added 05/11/04, Amended 7:31/07)

Section 8. } Counsels
Forma) Counseling is not within the type of disciplinary action specified in Scction 6.13-2 of the Charter which may be

appealed to the Civil Service Commission. A formal counseling is issued by the Depantment Head and considered a written
counscling to address employee workplace conduct. Employees receiving a formal counseling shall have the nght to place
responses to the formal counseling into their personnel files which shall remam in the file 50 long as the formal counseling to
which the response relates remains in the file.

Included in, or in conjunction with, the formal counseling document, the Department Head must provide the employee with
written notice of the reasons for the formal counseling, with sufficient explanation to place the employee fairly upon his
defense.

Upon an employee’s request, formal counselings shall be removed from an employee's personnel file after the expiration
of twelve (12) months from the date of the last formal counseling, provided the employee has not received any disciplinary
action during the twelve (12) month time period between the request and the last-received formal counseling. Formal
counselings meeting the cnteria above shall not be considered against the employee for purposes of determining progressive
discipline or performance evaluations, regardless of whether or not the employee rcquested removal of the formal
counselings. {Added B/25/09) {Amended 11/2/10, 3/6/12, 1/20/15, 11/15/16)

RULE ] R LR

Sectlon 1. Any department head shail have the right to promulgate rules and regulations regarding the operation of his
department, and the conduct of the employee therein, subject to the conscnt and approval of the City Manager, provided
that such rules do not conflict with the Civil Service Charter or the Rules promulgated thereunder. (Amended 07/11/06)

Section 2. Large departments having various sub departments may, in their rules, have rules and regulations pertaining to
said sub departments in addition to general rules and regulations regarding the department. (Amended 7/31/07)

Sectiop 3; The Human Resources Director may promulgate, rules, regulations and policies and procedures, that apply to
all or some city depariments, as may be specified by the Director, regarding any requirements applicable to the employees
of such depariments, subject to the consent and approval of the Cily Manager, provided that such rules, regulations, or
policies and procedures do not conflict with the Civil Service Charter or the Rules promulgated hercunder. (Added 3/6/12)

Section 4. Any Department Head may, as provided in the Charier, suspend, discharge or demote any employee for
insubordination, for failure to comply with departmental rules and regulations, for failure to comply with the Ruies of the
Commission or for failure lo obey any lawful order of a superior officer (Amended 07/11/06)

Section §. The Human Resources Director is authorized to maintain a comprehensive manual of safety procedures and
driver safely standards of all employces. Each employee shall receive a link to a copy of the manual. (Added 3/6/12)

SO -SEXUAL HARAS

SMENT PREVENTION PO

S

[. PURPOSE
The City of El Paso 1s commutted to fostering a work envitonment free from sexual harassment. This policy establishes
procedures and responsibilities for reporting, investigating, and resolving suspected and alleged sexual harassment,

Sexual harassment js a form of dtscrimination that viotates Tutle VII of the Civil Rights Act of 1964, {as amended}, the
Civil Rights Act of 199| and related State of Texas statucs.

EMPLOYEE'S INITIALS K 1 }
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EP/ | CITY OF EL PASO, TEXAS
TX! NOTICE OF SUSPENSION
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[ citae v dxne]
Name: Kirk Dougtas i Lastd#'sof SS# TBate: June 20, 2024
Posilion. Recreation Leader l Employee 1D # )
V. POLICY

Sexual Harassment is strictly forbidden. Any behavior that constitutes inappropriate workplace behavior is prohibited, |
regardless of intent or severity, even if it does not meet the definition of Sexual Harassment above. Retaliation against r
employecs for opposing alleged or suspected sexual harassment or for filing a charge, testifying, assisting, or
participating in any manner in a Sexual Harassment investigation, procecding, or hearing is strictly prohibited.

The City will immediately investigate all allegations of Sexual Harassment, which includes any behavior defined above
as Sexual Harassment. Any supervisor, coworker or other Agent, of the City who knew or should have known of the
alleged Sexuat Harassment and did not take immediate action to correct it may be pecsonally liable, in accordance with
Texas Labor Code, Chapter 21.

V. PROCEDURES

C. INVESTIGATION AND DISCIPLINE
If an investigation revcals that the complaint is substantiated, prompt disciplinary action and other appropriate
measures designed lo stop the Sexual Harassment immediately and to prevent its recurrence, will be taken,

V1. SCOPE
[n addition to incidents that occur on a City campus of property, the City may investigatc and take disciplinary action
in response to incidents that take place during official functions of the City, or incidents that have a substantial
connection to the interest of the Cily, regardless of the location in which the incident(s) occur.

TY OF ELPASO’S MISSION, VISTON AND VALUES
Deliver exceptional services to support a high quality of life and place for our community.
Vision:  Devciop a vibrant regional economy, safe and beautiful neighborhoods and exceptional recreational, cultural

and educational opportunities powered by a high performing government.

Values: [niegrity Trusted to do the right thing
Respect Recognize the value and dignity of all individuals,
Excellence Perfect effort
Accountabihty  Passionate and determined,
Peaople Our teams are problem-solvers and collaborate with our customers

GITY.OF EL FASO - DISCIPLID

1. POLICY:

The City of El Paso is committed 10 a goal of high performance by all employees in order to fulfill us mission of
outstanding customer service to the citizens of our community. The purpose of this policy and matrix is to provide City
leaders and supervisors with a guideline and reference for correclive and disciplinary action. The City of El Paso Human
Resources Department accepts and investigates all allegations of employee misconduct and imposcs comective and
progressive disciplinary action in a timely and consistent manner, as appropriate. This policy outlines the proceduse
for investigating allegations of employee misconduct, issuing cotrective action, and applying the Matnx to imposc

discipline.

Il. PROCEDURES:

EMPLOYEE'S INITIALS _K D "R'EG'E'“V EJ‘ 1 Page Sof
’ e e ] ) = Jamy

JUL 11 2024

CIVIL SERVICE
CABMIRRIAN




M —— R — S —— T TN — e —— e S .l g T o mBh o e BTSSR L - —

EPJ*.. CITY OF EL PASO, TEXAS
TX NOTICE OF SUSPENSION
[~

EEE T —— e . S — y
Name: Kirk Douglas | Last 4 #'s of SS ‘ Date: June 20, 2024
| Position. Recreation Leader | Employee 1D #

i |

A. Basis for Discipline

| Employees are subject to discipline for violations of the law, City Charter provisions that constitute cause
for discipline, Civit Service Commission Rules and Regulations, City policies, Departmental policies and
procedures and verbal or written directives from supervisory personnel.

2 Failure to report a violation of anything histed under 11-(A) is considered a basis for discipline.

3. All disciplinary actions taken under this policy are subject to, and shall be consistent with, applicable fedcral
and state law, local ordinances, administrative directives, El Paso Cily Charter, and Civil Service
Commisston Rules and Regulations.

B. Information Gathering and Processing

I It is the duty of all supervisory employces to assist those who express the desire to report allegations of
misconduct against any City employee. The informant need not be the aggricved party, but may be anyone
who witnessed or otherwise became aware of an incident of misconduct. Information regarding allegations
of misconduct must be immediately reported to the Department Head and/or the Human Resources Director.

3. Employees are required to provide a statement or answer questions during administrative investigations,
Employees who withhold information, thwan, impede or fail 10 cooperate with administrative
investigations will be considered insubordinate and subject to disciplinary sction up to and including
termination. Upon conclusion of the administrative mvestigation, the DHRM or Human Resources
Director, or designee, will advise the Depastment Head of any findings from the investigation and
recommend disciplinacy or comective action as appropriate. However, it is the Department Head's
responsibility to make the final determination and defend the discipline to be administered as s result of
any review

The attached disciplinary matnx peovides supervisory personnel and Department Heads with the parameters of
discipinc that shall be imposed on an employee when an infraction occurs that violates the law, a Civil Service ruic,
policy, or regulation of the depariment. The puspose of the matrix is to provide notice to employeces of the types of
conduct that will result in disciplinary action and to serve as a deterrent of such conduct so as 1o promote efficiency of
service by ensuring high standards of City service and maintaining public confidence in the City of El Paso.

The mairix is intended for use as a guide to selecting an appropnate level of discipline for the actionable misconduct.

8 ot tute and does pot dictate discipline. Rather, this matrix
provides a framework within which supervisors exercise judgmcent on a case-by-case basis within the parameters
provided. The final determination for discipline at the minimum level or higher rests with the Department Head as
defined in Civil Service Rule 8 and Rule 11, or as defined in the Civil Service Rules and Regulations.

The offcnses listed under each level are not intended to be an exhaustive hsting. No attempt has been made to list every
possible cause for disciplinary or adverse action. The fact that specific misconduct is not listed as an offense does not
mean discipline cannot be imposed Supervisors should cvaluate misconduct not listed to the affenscs listed and usc a
form of discipline that most closely coincides with a comparable, listed offense.

The following are the categones of discipline

B. Suspension: A suspension without pay for a definite period of ume must be compleled on an appropriate Notice of
Suspension form in accordance with Cvil Service Commission Rules The Nolice of Suspension must:

1. identify which State or Federal laws, rules, policies, and/or regulations were violated,

EMPLOYEE'S INITIALS K[) E r\ F Page 6 of |
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X NOTICE OF SUSPENSION
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Name:  Kirk Douglas TLast4 #sof S8 ' Date: June 20, 2024

Position: Recreation Leader | | Employee ID #: i

2. Contain narrative specifications (charges) and

3. include a record of previous discipline, if any. The Notice of Suspension shall be administered by the
Department Head. The Department Head, along with supervisors, shall work with the Human Resources
Director for specifications. The Notice of Suspenston must always be reviewed by the City Attormey's Office
beforc being administered to the employee,

Y. APPLICATION OF THE DISCIPLINARY MATRIX
A The application of progressive discipline 1s designed to take into account any instance of comrective action or
previous discipline  The Department Head shatl choose the appropriate disciplinary action at the appropriate level

for each offense

1. A Department Head has a choice of severity of disciplinary action beginning from the floor for the specific type
of offense, at the appropniate level. When significant mitigating or aggravating circumstances exist, the
discipline range may be expanded upon in cither direction. For example, if the matrix indicates a 10-day
suspension, the Department Head may determine that a less severe conscquence is more appropriate based on
i mitigating factors. Likewise, the discipline could be greater than a 10-day suspension if there arc significant
aggravating factors. Whenever prior violations are used to support a more severe discipline, those offenses
shall be cited in the notice of Dnscipline. When a series of offenses have been committed and action could not
have been taken on each before another was commutted, a more severe discipline maybe assessed for the
combined offenses rather than what would be appropriate for any single offense. i

2. The Department Head in accordance with CSC Rule ! ] retains the right to promulgate rules and regulations
regarding the operation of his or her department. Similarly, situations may arise that are not written in a rute or
policy; in such & circumstance, an appropriate level of discipline will be imposed. Naothing in this policy shall
prohibit 8 Departiment Head from departing from utilizing a higher form of discipline, to include termination,
if the circumstances warrant such action

3. These disciplinary guidelines are standard recommendations and not meant to be an all-inclusive list of possible
infractions. The Human Resources Director retains the right to modify, or amend this policy and matrix a5
needed withoul advance notice.

B ISy ATy
Al0ay;Saspension 4

Date Recejved by Human Respurces: February 20, 2024
120* Day Deadline, pursuant to CSC Rule 8 Section 3(e): June 19, 2024

' SPECIFICATIONS:

A Facl-Finding Process/Investigation was instiated by Human Resources on February 20, 2024 afer a member of the public,
working as a Score Keeper, alleged being sexually harassed by you

Based on the fact-finding process, there is evidence 1o suppon violations of the Sexual Harassment Prevention Policy and
Procedures, as follows

EMPLOYEE's INITIALS _ K() RE !: E IV E D Page 7 of 8
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EP_,A__ _ CITY OF ﬁL PASO, TEXAS
TX 4 NOTICE OF SUSPENSION

(Enearei==rs)
Name: Kirk Douglas Last4 #s of SS# TDate: June 20, 2024
Position: Recreation Leader Employee 1D #: '

On February 16, 2024, in the course and scope of your employment, you engaged in a conversation with 3 non-City
Score Keeper, while she was engaged in conducting business on City property. On February |7, 2024, the day
immediately following your interaction, the score keeper reported the details of your interaction.

Further, she reported that during the interaction you repeatedly asked her for her social media {(Instagram)
information, and she told you no multiple times. Similarly, she reporied that you repeatedly asked for her phone
number, and she had 1o keep saying no. Overall, she directly reported that the sitwation made her feel uncomfortable,
because of your persistence and not taking no for an answer.

In March and April of 2024, you were asked about this occurrence by investigators/analysts with Human Resources.
You acknowledged that you spoke to the Score Keeper about her Instagram account. When the Score Keeper did
not give you her Instagram information, you stated that you made a comment (o her that Instagram is a public place
and questioned her as to whey she would not give you her Instagram information if she does not post any “‘explicit
photos™. Whether your words were “explicit photos™ or “nudes™, this insistent questioning on personal matiers was
still offensive and inappropniate for the workplace. Your repeated and persistent actions went beyond attempting to
cngage in conversation or gelling to know the Score Kceper in a friendly manner.

Additionally, a witness confirmed that you repeatedly stood at the entrance of the gym where the Score Keeper was
working and stared at her on more than five (5) accasions causing her to feel uncomfortable in the workplace.

Harassment is strictly forbidden, Any behavior that constitutes inappropriate workplace behavior is prohibited, regardless
of intent or severity. The policy is designed to stop this type of behavior and prevent its reoccurrence Your actions and
behavior are not in alignment with City's Mission, Vision or Values and will not be tolerated.

Your disciplinary history reflects llowing:
On May 8§, 2024, you received a three (3) day suspension for Disobeying a Direct Order.

Based on the above specifications, the City of Ef Paso Parks & Recreation Department has determined that your services
are to be suspended for ten (10) workdays. Be advised that a rccumence of this or of a similar type incident will result in
more severe disciplinary action, up to and including tcrmination of your employment with the City of Et Paso.

You have thirty (30) days from the date you receive this notice to appeal this action to the Civil Service Commission. The
City reserves the right to amend these charges and/or specifications at a later date,

Page Bof 8
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ADMINISTRATIVE POLICIES AND PROCEDURES

Policy ID: Human Resources

@u; _[SERuaI Harassmant Prevention Policy and Procedures

ation April 11, 1991
w%i‘ _August 9, 2021
epared Bv Human Resources Department

his ':-':.- Ilcresté'liihes procedures and responslblllties for reporting, investigating, and resolving
suspected and alleged sexual harassment.

Sexual harassment is a form of discrimination that violates Title VIl of the Civil Rights Act of
1964, (as amended), the Civil Rights Act of 1991 and related State of Texas statues.

M‘_PPHES'TO:'

| Full-Time Employees a Interns o
Part-Time Employees Volunteers _
| Contract Employees Trainees o
Temporary Employees Uniformed Employees (CBA)
City Officlals Visltors -
Others Conducting Business on City campuses or properties ]

Everyone defined above is an “Agent” of the City, except for Visitors.

111 DEFINITIONS:

Conditionof [ When submission to the conduct defined as Sexual Harassment
]:mplovment is a lerm or condition of an individual’s employment. It can be
\ explicit, implied or implicit.
| Hostile Work Sexual conduct or Sexual Harassment that unreasonably
| Environment interferes with an employee’s work performance or creates an
‘ _} intimidating, hostile or offensive working environment, even

EXHIBIT
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i ~ Titleads to no tangible or economic job consequence. This exists
! where the conduct is so severe or pervasive that it creates an

| intimidating, offensive workplace. B
immediate For the purposes of this Policy, within the shift that the Sexual
Harassment is reported, or upon the recognition of a possible
violation. |
Quid Pro Quo Submission to or rejection of sexual harassment is used as the basis

for making employment decisions, such as but not limited to
|l B promotions, pay increase, hiring and firing by a person in power.
Retaliation Any adverse change in an employee’s employment status, or the
terms and conditions of employment or employment environment
due to the reporting of a Sexual Harassment allegation or

| B participating in an associated investigation.

Sexual Harassment Verbal or physical conduct that is sexual in nature used to threaten,
intimidate or coerce; verbal taunting bullying that is sexual in nature
that, in the employee’s opinion, impairs their ability to perform their
job. This includes unwelcome sexual advances, requests for sexual
favors, and other verbal or physical conduct of a sexual nature, This
includes Quid Pro Quo, Hostile Work Environment, and Condition of
his - Employment as defined herein.

IV.POLICY

- Sexual-Harassment is strictly forbidden. Any behavior that constitutes inappropriate |,
-Eéﬁ“ﬁﬁgéﬁﬁéﬁaqur_I_;_'rsrﬁhibitgq, regardless of intent or severity, even if it does not meet
jthe definition of Sexuat Harassment above: Retaliation against employees for opposing
allegéd or suspected sexual harassment or for filing a charge, testifying, assisting, or
participating in any manner in a Sexual Harassment investigation, proceeding, or hearing

is strictly prohibited.,

TThe City will immediately.investigate all allegations of Sexual Harassment, which includes
any behavior defined above as Sexual Harassment. Any supervisor, coworker or other
Agent, of the City who knew or should have known of the alleged Sexual Harassment and
did not take immediate action to correct it may be personally liable, in accordance with
Texas Labor Code, Chapter 21.

V. PROCEDURES:

A. EMPLOYEES.
1. These are the steps to be taken by any employee that believes that he/she or another
employee is being sexually harassed:

a. ifthe employee believes he/she is safe doing so, the employee should request
that the person cease the harassment immediately by identifying the
offensive conduct. The employee who has been placed on notice is required




to immediately cease such conduct upon learning that the conduct is offensive
or unwelcome.

b. The employee who believes he or she has been Sexually Harassed shall report
perceived Sexual Harassment to the Human Resources Department.

¢. The employee, orally or in writing, must describe the harassing or sexually
harassing behavior with sufficient and specific detail,

d. If an employee who believes themselves to be a victim of sexual harassment
is unsure of whether the behavior constitutes sexual harassrment, that
employee should confer with the Human Resources Department.

2. An employee who witnesses a vialation of this palicy must:

a. Report the behavior to the Human Resources Department. Failure to report
any witnessed violation of this policy may result in disciplinary action, up to
and including termination, and also may result in being held personally liable
in litigation that is instigated by the sexual harassment.

b. if an employee who witnesses what they believe to be Sexual Harassment and
is unsure of whether the behavior witnessed constituted Sexual Harassment,
that employee should confer with the Human Resources Department.

B. SUPERVISORS.

All supervisors must make sure that their employees are adequately informed about the
City’s Sexual Harassment Prevention Policy.

1. The following are steps to be taken by a supervisor when a claim is made by their
employees:

3. When a supervisor receives a complaint of sexual harassment, the supervisor must
report it immediately to the Human Resources Department.

b. Supervisor must maintain confidentiality of the information received, and failure
to maintain confidentiality may result in disciplinary action.

2. Failure of the supervisor to report claims of sexual harassment to the Human
Resources Department may result in disciplinary action and may also resuit in the
supervisor being held personal liable in litigation instigated as a result of the sexual
harassment.

C. INVESTIGATION ANDDISCIPLINE. -



_If aninvestigation reveals that the complaint is substantiated, prompt disciplinary action _
and Q;hér‘a@gmprlate-mgasures designed to stop the Sexual Harassment immediately.
and to prevent its recurrence, will be taken.

Vi. SCOPE

tn addition to incidents that occur on a City campus or property, the City may investigate
and take disciplinary action in response to incidents that take place during official
functions of the City, or incidents that have a substantial connection to the interest of the
City, regardless of the location in which the incident(s) occur.

APPRCVED BY:

*-/?\_AC r&% DATE: 9/10/’293(

TOMAS Qﬁj’afﬁamﬁer

APPROVED AS TO FORM:

Kamona Fragan DATE: 08/09/2021
Ramona Frazier ¢
Assistant City Attorney




ADMINISTRATIVE POLICIES AND PROCEDURES

P,__Ir_g.r_,, City of &l Paso Distipline Policy and Matrix
“Creation Date: April 6, 2011

Revision-Date? May 2, 2013; May 30, 2015
Prepareff By: HR Department

Approved By: Clity Manager
tﬂgﬁ?ﬁewew Elizabeth Ruhmann

POLICY: CITY OF EL PASO DISCIPLINE POLICY AND MATRIX
I POLICY:

- Fhe Gity-of El Pasois committed to a goal of high performance by all employees in
order to fulflll its mission of outstanding customer service to the citizens of our

community The purpose of this policy and matrix is to provide City leaders and

supervisors with a guideline and reference for corrective and disciplinary action.

The City of El Paso Human Resources Department accepts and_investigates.all

allegations of employee misconduct andwimposes corrective “and progressive
discipinary action in a timely and consistent manner, as appropriate. This policy

outlines the procedure for investigating allegations of employee misconduct,

issuing corrective action, and applying the Matrix to impose discipline.

Il. PROCEDURES:
A. Basis for Discipline
1. Employees are subject to discipline for violations of the law, City Charter
provisions that constitute cause for discipline, Civil Service Commission
Rules and Regulations, City policies, Departmental policies and

procedures and verbal or written directives from supervisory personnel.

2. Failure toreport a violation of anything listed under Il-{A)is considered a
basis for discipline.

EXHIBIT

C3
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3. Alldisciplinary actions taken under this policy are subject to, and shall be
consistent with, applicable federal and state law, local ordinances,
administrative directives, El Paso City Charter, and Civil Service Commission
Rules and Regulations.

B. Information Gathering and Processing

1. Itis theduty of all supervisory employees to assist those who express the
desire to report allegations of misconduct against any City employee. The
informant need not be the aggrieved party, but may be anyone who
witnessed or otherwise became aware of an incident of misconduct.
Information regarding allegations of misconduct must be immediately
reported to the Department Head and/or the Human Resources
Director.

2. Supervisory personnel shall assist their Departmental Human
Resources Manager (hereinafter "DHRM"} and/ or Human Resources
Director or designee with administrative investigations to determine
what violation of rule or policy has been committed. This may involve
preliminary data gathering of evidence, preparing questions to ask
witnesses or employees, and interviewing and collecting affidavits
(notarized statements) from employees, witnesses and citizens, and
determining an employee's work status. The central contact during an
administrative investigation and disciplinary matters is the DHRM,
where they exist, or the Human Resources Director or designee. For those
departments that do not have a DHRM, the Human Rescurces Director
shall assign a Human Resources professional to conduct the
administrative investigation.

3. Employees are required to provide a statement or answer questions
during administrative investigations. Employees who withhold
information, thwart, impede or fail to cooperate with administrative
investigations will be considered insubordinate and subject to
disciplinary action up to and including termination. Upon conclusion of
the administrative investigation, the DHRM or Human Resources
Director, or designee, will advise the Department Head of any findings
from the investigation and recommend disciplinary or corrective action
as appropriate. However, it is the Department Head's responsibility to
make the final determination and defend the discipline to be
administered as a result of any review,



4. Employees interviewed during administrative investigations are
prohibited from communicating the nature or details of the
Investigation, either directly or indirectly, with anyone besides an
Attorney for the City, the DHRM, the Human Resources Director or
designee, orthe employee's supervisor or Department Head. Nothing in
this policy would prevent an employee from discussing the investigation
with their attorney or representative if they have such representation.

. CORRECTIVE ACTION

The following types of corrective action may be issued to an employee prior to
utilizing the disciplinary matrix.

A. Counseling: Averbal counseling may be provided by supervisory personnel to
the employee informing the employee of the infraction or problem, corrective
measures or what is expected of the employee, and consequences of
continued infractions. The verbal counseling is an opportunity to discuss
work-related problems in private with the employee. The supervisor should
administer the verbal counseling. if a supervisor requests assistance
with issuing a verbal counseling, the Human. Resources Director or
designee, or the DHRM, will provide further assistance or guidance.

V. DISCIPLINARY MATRIX

The attached discipfinary matrix provides supervisory personnel and Department
Heads with the parameters of discipline that shall be imposed on an employee
when an infraction occurs that violates the law, a Civil Service rule, policy, or
regulation of the department. The purpose of the matrix is to provide notice to
employees of the types of conduct that will result in disciplinary action and to
serve as a deterrent of such conduct so as to promote efficiency of service by
ensuring high standards of City service and maintaining public confidence in the

City of El Paso.

The matrix is intended for use as a guide to selecting an appropriate level of
discipline for actionable misconduct. This matrix does not substitute for
supervisory judgment and does not dictate discipline. Rather, this matrix
provides a framework within which supervisors exercise judgment on a case-by-
case basis within the parameters provided. The final determination for
discipline at the minimum level or higher rests with the Department Head as
defined in Civil Service Rule 8 and Rule 11, or as defined in the Civil Service Rules and

Regulations.




The offenses listed under each level are not intended to be an exhaustive listing.
No attempt has been made to list every possibie cause for disciplinary or adverse
action. The fact that specific misconduct is not listed as an offense does not mean
discipline cannot beimposed. Supervisors should evaluate misconduct not listed
to the offenses listed and use a form of discipline that most closely coincides with a

comparable, listed offense.

The following are the categories of discipline:

A. Formal Counseling: A Formal Counseling must contain specific language
that informs the employee of theinfraction or problem, what is expected
of the employee to correct the issue, and consequences of continued
infractions. The Formal Counseling shall be issued by the Department
Head to the employee on official City letterhead. The Department Head,
along with supervisors, shall work with the DHRM or the Human Resources
Director or designee when drafting the Formal Counseling. The Formal
Counseling will be placed in the employee's personnel file by submitting the
written document to the Human Resources Director or designee no later
than 120 days following the issue of the Formal Counseling.

B. Suspension: A suspension without pay for a definite period of time must
be completed on an appropriate Notice of Suspension form in accordance
with Civil Service Commission Rufes. The Notice of Suspension must:

1. identify which State or Federal laws, rules, policies, and/or
regulations were violated,

2. contain narrative specifications (charges), and

3 include a record of previous discipline, if any. The Notice of
Suspension shall be administered by the Department Head. The
Department Head, along with supervisors, shall work with the
Human Resources Director for specifications. The Notice of
Suspension must always be reviewed by the City Attorney's Office
before being administered to the employee.

C. Demotion: A demotion as a result of disciplinary action is a reduction into a
lower graded position that may result in a loss of pay to the employee.
It must be completed on an appropriate Notice of Demotion form in
accordance with Civil Service Commission Rules. The Notice of Demotion

must:



V.

1. identify which State or Federal laws, rules, policies, and/or
regulations were violated,

2. contain narrative specifications (charges), and

3. include a record of previous discipline, if any. The Notice of
Demotion shall be issued by the Department Head and must
always be reviewed by the City Attorney's Office before bheing
administered to the employee.

D. Termination: A termination is separation of employment and must be
completed on an appropriate Notice of Separation form with effective date
for dismissal in accordance with Civil Service Commission Rules. The Notice

of Separation must:

1. identify which State or Federal laws, rules, policies, and/or
regulations wereviolated,

2. contain narrative specifications (charges), and

3. include a record of previous discipline, if any. The Notice of
Separation must always be reviewed by the City Attorney's Office
before being issued to the employee by the Department Head.

APPLICATION OF THE DISCIPLINARY MATRIX

A. The application of progressive discipline is designed to take into
account any instance of corrective action or previous discipline. The
Department Head shall choose the appropriate disciplinary action at
the appropriate level for each offense.

1. A Department Head has a choice of severity of disciplinary action
beginning from the floor for the specific type of offense, at the
appropriate level. When significant mitigating or aggravating
circumstances exist, the discipline range may be expanded upon in
either direction. For example, if the matrix indicates a 10-day
suspension, the Department Head may determine that a less
severe consequence is more appropriate based on mitigating
factors. Likewise, the discipline could be greater than a 10-day
suspension if there are significant aggravating factors. Whenever




prior viclations are used to support a more severe discipline,
those offenses shall be cited in the notice of Discipline. When a series
of offenses have been committed and action could not have been
taken on each before another was committed, a more severe
discipline may be assessed for the combined offenses rather than
what would be appropriate for any single offense.

The Department Head in accordance with CSC Rule 11 retains the
right to promulgate rules and regulations regarding the operation
of his or her department. Similarly, situations may arise that are
not written in a rule or policy; in such a circumstance, an
appropriate level of discipline will be imposed. Nothing in this policy
shallprohibit a Department Head from departing from utilizing a
higher form of discipline, to include termination if the
circumstanceswarrant such action.

3. These disciplinary guidelines are standard recommendations and not

APPROVED BY:

meant to be an all-inclusive list of possible infractions. The Human
Resources Director retains the right to modify, or amend this policy
and matrix as needed without advance notice.

) e TS

TOMIAS GONZALEZ, City Maﬁf
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COEP Acknowledgement Form 2022
Full Name
{Kuk Douglas ]

{ am aware that the City of El Paso Safety Policy Is localed online at the City's website. | amy also aware that if  do
not have access to a computer, my depaniment can provide a copy for me,

Signature of Acknowledgement of Safety Manual
Kk Aﬂo.?/u
Amecicans with Disabilities Act
Drug.-free Workplace
m,&@y and Mgtrix = |
Professional Appeorance Policy

sy e S A T T
iy Horassmant Fraventon

T EEXT

Social Media Policy

Military Leave Policy

Code of Canduct

Please sign once yeu have read the above policies
ferk ‘0"“21““’

{ hereby acknowledge that | have read the City of El Paso's Ofi-The-Clock and Remote access Device Policy for Non-
Exempt Employees that | have read the Policy and understand it, and that | understand that any questions that | may
have about the Policy in future should be directed to the Human Resources Department.

Cff the Clock gnd Remote Access Device Policy
Full Name Last 4 of SSN
['r(uk Douglas Jr. Jb
Signature Date

Kk A%«;{u &4:25:2023 ]

EXHIBIT




Acknowledgment of Receipt of the Employee Handbook

lunderstand that | am to read, become familiar and comply with the City of E! Paso's Employee Handbook ("Employee Handbook™), which contains a
synepsis of the City's policles, procedures and guidelines related to my employment. [ can find a copy of the Employee Handbook on the City's Intranet a
My EIPasolexas.gov under "QuickLinks” or on the City's Human Resouwrces webpage located a twynv.elpasotexas.gov/assests/DocumantsiCoERHuman-
Resources/ResourcesiEmployee-Handhook ndf If | have a question regarding the interpretation of these policies, procedures and guldelings, 1 will
contact my immediiate supervisor or the Human Resources Department for clarification.

1 understand that this handbook is not an express or implied contract of employment and that it does not create any rights in the nature of an employmen
contract. Rathar, this handbock is an overview of policies related to my employment with the City of El Paso. | or the City can terminate my employment at
any time, with or without cause and with or without notice.

| also understand that the City of El Paso reserves the right to modify, revoke, suspend or terminate any of the procedures or guidelines described in this
handbook, at any time, with reasonable notice, By accepting or continuing my employment with the City. | agree 1o comply with any such changes as the
City may Implement and no further consent from me shall be necessary

Signature
ferk Aﬂoujfu

Full Name

[Kark Bouglas jr ]

Date
{ocuzsrzozs ]
Last 4 of SSN

- )




MAYOR
Oscar Leeser

CITY COUNCIL

District 1
Brian Kennedy

District 2
D Josh Acevedo

District 3

Cassandra Hernandez

District 4
Joe Molinar

District &
lsabel Salcido

District 6
Art Fierro

District 7
Henry Rivera

District 8
Chris Carales

INTERIM CITY
MANAGER
Cary Westin

Parks and Recreation Department

TO: Kirk Douglas (Kronos# (i NN

FROM: Pablo Caballero, Interim Parks and Recreation Direito—rﬁ

DATE: February 27, 2024
SUBJECT: Directive to Cease Communications

This is to notify you that the Human Resources Department has initiated a fact-finding process
regarding 3 complaint of sexual harassment against you. To properly conduct the fact-finding, you
are ordered to immediately cease and desist from engaging in any activity or behavior that can be
perceived or construed as any form of sexual harassment or retaliation towards any coworkers,
outside contractors, or members of the public. You are further ordered not to have any contact
with Sabrina Amor to include during or outside working hours, through the course of this
investigation. Failure to fully comply with these directives will be grounds for termination of your
employment.

You are not to obstruct, impede, or attempt to thwart this fact-finding in any manner or form. Any
act on your part that violates these orders is strictly prohibited and will result in disciplinary action,
including termination of your employment. Additionally, you are not to discuss the nature or
details of this fact-finding with anyone other than your attorney/representative,

You are reminded that any act that could be considered or perceived as retaliation against any
employee, outside contractor, or member of the public who has filed a complaint against you, may
be a violation of Federal, State, and City law and will be dealt with appropriately. Such retaliatory
behavior is strictly prohibited and will result in disciplinary action.

| received a copy of this memo. | understand that my signature does not indicate agreement.

K- 2.
Kirk Douglas

Acknowledgment of Receipt:

Date: 52474‘/
Witness: W‘ﬁ-

cC

EXHIBIT

(4}

Pablo Caballero — Interim Director, Parks & Recreation Department
801 Texas Ave, 2" Floor | El Paso, TX 79901
Q. (915) 212-0092 | Email; parksandrecreation@elpasotexas.gov

Humnan Resources-Investigation file (Original}
Employee (Copy)

DELIVERING EXCEPTIONAL SERVICES




Rivera, Alejandra

RN A M T
From: | Ghavara Tracy
Sent: Tuesday, March 12, 2024 3:07 PM
ﬂ” J v '11’@?&{," ejandra E
ubject: " FW: Kirk Douglas-Requesting a formal
Attachments: KD reports.pdf; Kirk D.zip; Fwd_ scorekepper.pdf

rez EosalvaA <C1725@elpasotexas.gov>
~~Sent: Tuesday, Februarv 20, 2024 4:25 PM
: E.Tm hiavarria, Tracy «ChavarriaTX @elpasotexas.gov>
~Cc: Vargas, Monica <VargasM@elpasotexas.gov>; Salamanca, Erica <Salamancat@elpasotexas.gov>
Subject: FW: Kirk Douglas-Requesting a formal

Hi Tracy,
Please see attached and below email.

Thank you,

Rosalva (Rosie) Juarez
Senior Human Resources Analyst
City of El Paso | Human Resources
Office: 915-212-1269
C1725@elpasotexas.gov

Frofﬁ" \farg_as,Momca <VargasM@elpasotexas .EOV>
: :q."n ﬂesdav,‘Febrgﬁ'g'ﬂo 2024°4:20 PM
yarez, Rosalva A. <€1725@elpasotexas.gov>

Cc: Salamanca, Erica <Salamancak @elpasotexas.gov>
jSubject: Kirk Dougtas:Requesting a formal

Good afternoon Rosalva,

EXHIBIT

Cl

Please see the attached documentations and verbal’s issued. Let me know if you have issues opening the zip folder.
Can we please set up a meeting to discuss Mr. Douglas’s work performance?

We have had instances were he does not want to assist the staff with setting up fields or tearing down. If another staff
asks Kirk to help out in the fields Kirk does not assist unless it is a supervisor that tells him to.

Another instance Kirk was heard cussing at a scorekeeper and that they were lazy.

Kirk Also did not notify immediate supervisor of players that were ejected in which warrant a suspension from our
leagues.



We would like to proceed with a Formal for Kirk based on performance.

Thank you,

_Ochoa St. 79901
Office: 915-212-1719
Cell: 915-873-9935

@é)

PARKS & RECREATION e o

CITY OF EL PASO




. EJ_ﬂéPo_[rasCDl@elpasotexas.gov>
fy:18, 2024 2:01:27 PM

Best,

Dani' Porras

Recreation Specialist
Volleyball/Basketball
Call/Text: 915-478-1563
Jf‘qﬁ;f‘ Y
EP k«sg?j

3
Tx : ATION
PARKS & RECREATI

CITY 9F EL PASD

_gmai!.com>
0241°59 P
sCD1@elpasotexas.gov>

You don't oftan gat email from smamor2005@gmailcom { 2arn why this is impartant

CAUTION: This email criginated from outside of the City of El Paso. Do not click links or ogen attachments
unless you recognize the sencer and know the content is safe. If suspicious, use Phish Alert or forward to
g I X V.

Sent from my iPhone

Begin forwarded message:




onversation asking me personal questions like if my age and my relationship status |
had processed to tell h:m I was 18 years old and he replied back saymg he was 30 years

other scorekeeper that was my friend had came and he had asked me not to say
anything. Also the official “Che “ had told me that | wasn’t in charge of checking ids and
Che kept telling Kirk that he was supposed to do trn but never. did, and roceeded to

Sincerel =
-
.

Sent from my iPhone




Rivera, Ale'!andra

Februa ry27"'2024 10:46 AM

e Bl

; or2005 @gmalt com
g. F IaJnf '

- Good moring Sabirina,

| attempted to call you this morning, but | was unable to reach you. | just wanted to thank you for bringing forward the
concern with Kirk Douglas and to let you know that we would be looking into it. We will be issuing Mr. Douglas with a
Cease and Desist Order which states he is to have no contact with you. The Sports division of Parks and Recreation has
agreed to keep you both in separate gyms; however, if he approaches you or speaks to you, please immediately let the
Parks Staff (Dani Porras or Monica Vargas) know and then please also Jet me know. You may email me at any time. My
number is listed below, but | do not always work in the office, so if you call, please leave a message and | will be
notified.

Please confirm you received this and if you have any questions, please feel free to respond or give me a call.

Thank you,

Jracy . Clavarria

HR Bum’ms Payiner
- Tuman ‘}E?sum tes-Cily of & Paso
for51219-1256
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PageNo._1 of __§

h

PARKS & RECREATION DEPARTMENT

Date: 3/13/2024

I, _Kivi Deolens , certify that the following is a true and correct statement, to the best of my
knowledge and recollection.

1. What is your title and how long have you been in that position?
RESPONSE: _
Recieadpon teacler [ atart clate o 9/cif23

2. Who is your immediate supervisor?
RESPONSE: {jc.\,\; i_}or e \ﬁl

3. How would you describe your work relationship with your coworkers?

RESPONSE:
[\A% } ol cnslp v TR 1IN rewer Kers 5 heat dé'f}Cr (et
A5 o Beriowd , grofesticad ) GO engiionmente W ane
c"\Hf't)t"! hen wi he (1 (o5 ¥ N\L\hmﬁ) b the iy

ol Bl pase gledads  dre paet
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PageNo._2 of _5

PARKS & RECREATION DEPARTMENT

Date: 3/13/2024

4. On or about February 16, 2024, you were working at the Yvan Rechy Gym but kept going to the Tony Ponce Gym, what

was your reason for going to the Tony Ponce Gym?
RESPONSE:

1 ZCUNIV wirke on Jony (Pcﬂ(t"‘:a o Y LANEL A that dqy

-~ . . W, = _
Cvopn wihett L oreeall. fojuc?{((ﬁﬁ ¢ {Iv ‘//"’1 I TRV i
i\q I Gl\i“‘“{‘) (i on the o -kher i)ynf\ Fﬁg,'j(‘((c:(l Hy ¢
Make  Lure +'hmc)6 (e gemg 4 morthe T alee de thig

{concder CUrrEn H‘{ ancl I Winews

becense T oam  Ahe senad et on
pecavse < My @rper e

o e andle Aot SHVATENS

5. Why did you kept on starring at scorekeeper, Sabrina, when you kept going to the gym where she was working at?
RESPONSE:

Yhis s a Aake  stradwment

AR ok AT j el el
= S B e I 1o RS T U O R (Y R

‘)I I .-)1 }) L’] . !.1 i _drj/("-j
7 ¥ i ST =
Date = Signature




h

Page No._3 of

PARKS & RECREATION DEPARTMENT

Date: 3/13/2024

6. It is alleged that on or about February 16. 2024, as you were helping scorekeeper Sabrina with the clock you asked her
personal questions such as her age and relationship status. What was your intention in asking such questions?

RESPONSE:
2l cimleed S letina G (,11 cl 5 he C)i"f e

et 7«‘(1 she  used  te gla/

e
o ere v Pl’ﬂ() c-\n{[ 5l

Waskthal],

7. What was your intention in asking Sabrina if she would date an older guy?
RESPONSE:

1 den't el aé,krn() her  wiould She dode an

Cller G uy -

-

[13/z0 Tt Ny

— A
Signature




Page No._4 of _$§

PARKS & RECREATION DEPARTMENT

Date: 3/13/2024

8. Why did you insist Sabrina after she told you she wouldn’t date an older guy?

RESPONSE:
1 dd et rngied prindh, 1 wseuld  onet clate
E5emie e Yt 5 Aha] men okda ki me

9. Why did you tell Sabrina you were keeping an eye on her?

RESPONSE:
Nt et e skdanent; L jngarad  on @aiing v
c//p,q o covple @ Hinwes o (hecie on the  Oiheér  oym

Ut

-::e.:-{fqﬂ: [ﬁf‘mff J

3/13[2y loe  rigir

Date Signature




Page No._5 of _5§

PARKS & RECREATION DEPARTMENT

Date: 3/13/2024

10. Has Sabrina ever mentioned to you that you make her feel uncomfortable?
RESPONSE:

NG g pever  mevaenet!  pcet T ~ede  ber
Kee| UNCem EEi e le 0 e e Aime dihesl v met

T cotually  Thotght ohe s GUAC comoirfalale constdenng
Hhe  deell Dresth minds A were fiy on e {able

i bet-m@ﬂ do i wvarithaut Lﬂ{ {etem -

11. Do you have any other relevant information to provide? Please explain further.
RESPONSE:

i

*-k*:‘.':'r*:‘n’c*****1’:*'k**********************END OF STATEMFNT***********7’:***ﬁ******fn‘c****r’:*:‘:*k*k***
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( Employee Notice of Fact-Finding Process

This is to notify you that the City of El Paso has initiated a fact-finding process regarding a work-related
incident(s) and that you have been identified as an individual that is either directly or indirectly involved in
or may have knowledge of relevant information related to the matter under review. If you refuse to truthfully
answer questions regarding the incident(s), you will be subject to disciplinary action.

During this administrative fact-finding process, employees of the affected department(s) shall not discuss or
release any information related in-part or in-whole to this administrative review with anyone other than
authorized personnel from the Human Resources Department, your department, or as directed by the assigned
reviewer, except as authorized by law. This includes all official departmental or City documents, information,
or any other work products — written, verbal, or in any other medium.

You are directed to not discuss the nature or details of this fact-finding process with anyone other than those
mentioned above. This directive also means that you are not to contact other employees, potential witnesses
or complainants and/or obstruct, impede or attempt to thwart this review process in any manner or form.
During an administrative interview, you are not permitted to use any electronic communication devices, such
as a cellular phone or tablet, except in the event of an emergency; in the event of an emergency. you are
required to notify the person with whom you are meeling. Furthermore, be advised that engaging in any
activity or behavior that could be perceived or construed as any form of harassment or retaliation against any
other employees, potential witnesses or complainants or that creates an intimidating or hostile work
( environment is strictly prohibited.

You may consult with your attorney or your representative regarding this matter; however, your atlorney or
representative may not be party to the administrative fact-finding processes, to include fact finding meetings
and/or obtainment of statements.

Employees with questions regarding this dircctive should address their questions through their Department
Human Resources Manager. if applicable, or the Human Resources Assistant Director.

Acknowledgement of Receipt:

Kt Downs
Employee’s printéd name

’)wv A o 3’]%]2}/}
Employee’s signature Date
- Y
i
; 3 -
k(]_z*uuf{vlﬂou« 9[‘3]2“!
1R Repfesentative’s Signature Date

C

All efforts will be made to bring this complaint to closure within 120 days from the date that Human

Resources was made aware of the matter in accordance with Civil Service Rule 8, Section 3e. Exceptions to

the 120 days wiil be made in accordance with Rule 8. As such, the date of notice to Human Resources was
2/20/2024 . and the closure of the matter may occur on or before 6/19/2024.




PageNo._1_ of __2
PARKS & RECREATION DEPARTMENT

Date: 4/03/2024

I, Kivia OGUQIG.‘B , certify that the following is a true and correct statement, to the best of my
knowledge and recollection.

1. When Sabrina did not want to provide you with her Instagram username, why did you ask her if she had any nudes?
RESPONSE: : - s —
;_;;T-did' not oK her i She.  hed  any nudtS ;L
Slakel— 10 her  Hhoat  (nsfagrom (5 A public place arol
T oskad  her W TE 4 coes ot post any expheit
phetosi:
s

2. Have you had any previous incidents of similar nature with other females in the past?

RESPONSE:

No, every Levale or muale
n sacdoted GNEE T

Come.  in comtack  wWitho during

2 ¥h -
hWove  a professiondl relehionship W1

Y /7) /’Z‘fj EXHIBIT %4_ o

Signature

Date

cn




PageNo._2 of _ 2
PARKS & RECREATION DEPARTMENT

Date: 4/03/2024

3. Please elaborate on the reason you were moved from recreation center Gary Del Palacio.

RESPONSE: 'E W05 never '[‘Y\O\f@d Lromn G—ar.._/ De[ F’a!ﬂ(’!b .

In Lot T ey nRdr 4 wedvlied  Inere Fcrmcwzd—el}/,

T wuss  dold  Yhat  gports, it perdicular  baskerall o never

opevoted oot of Hat  location T e only  loeen senhatvidd -
10 wWorke  atr  &Gary Del el acs> I or when  help wos  neded

4, Why do you keep on asking female employees for their social media accounts after they say no?

RESPONSE: L paar osk  Lemales  Yat T worl wardh
—Qor ‘ﬁ&u‘\( _669_’0_\“[ wmiedia accounts  Dpless were .&t‘cyds :

T S e

N S

5. Is there any additional information you would like to provide?

RESPONSE: 17\ jovld (re  Ho be. not  schedU ed
in e | same  plae 2> Wy ACCYRE. T yyas  fold o
{eare. all  (omminication ond keep awey and  Hwt o ehat

T woold ke dhe  scorekespr  assignel {6 haer

*****1‘:*1’:******************************END OF STATEMENT*************ﬁ******r’:*****************

Y3 ]2y

Date Signature




PageNo._1 of _ 3
PARKS & RECREATION DEPARTMENT

Date: 3/27/2024

I (. DA PS> , certify that the following is a true and correct statement, to the best of my
knowledge and recollection.

1. What is your title and how {ong have you been in that position?

RESPONSE:  ; oomrimodedy 2 wks afer jundteath 2032 as a

. creain specialca=x
2. Who is your immediate supervisor? LASBR T e

RESPONSE: AL Gonzado-
3. Please describe your work relationship with Recreation Leader, Kirk Douglas.

RESPONSE: 41,0000, quenflBgtl o> 2implajed assoctaXe
A Wlle more on HM Farmal sdr A

UL ”,‘__’,a(m Wf\/@f

4. How would you describe the work relationship with Recreation Leader, Kirk Douglas and other staff members?

RESPONSE: rondy rodeyy with e fermadis
ouk  seorvd o (%E;Q-aogn% o ot of
v rodts et
do,ebr& wike  Sacry ¢t

M Wlmud

EXHIBIT
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PageNo._2 of _3
PARKS & RECREATION DEPARTMENT

Date: 3/27/2024

5. What is the process to assign recreation leaders to work at the gyms in the recreation center? Is there a log you are able
to provide?

RESPONSE: ., ULLdﬂfM‘ aré. ot Mnﬂd 40

a specific gtﬂm -—ffhuét
Wé onl g,uen amolce AU
ab wihuch  gym ey Ay - cwk 15 n
i tg excepret oF Mmdaaj:fd uu(:a?!LS] +e NE
of 1 Texaswr ii?)g i gy T nses- for
gy o daigs. ﬂf’ i
g scedu il ot

6. Please describe in detail what scorekeeper Sabrina Amor reported to you in regards to Kirk Douglas.
RESPONSE:

! M‘H%M not  rgport ErAgAAY A e d\wec“lj-.
Y weole an nadend repert and emant Aot
en 1o ImMdL.
w r- o
2 ey ((Prr
e was persiory bRy T e e
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Date Signature




Page No._3 of _3
PARKS & RECREATION PEPARTMENT

Date: 3/27/2024 P

7. Are there any other witnesses who may provide additional information?
RESPONSE:

Teenands Eanure
Rivecca. Freannsn - Hendndd?

Ensa Coenze oz
Saony Seent
roel Jelasaquez  (tnareelno 1M\c>

8. Do you have any other relevant information to provide? Please explain further.

RESPONSE: RS-
'T‘ﬁﬂd! "((/Lﬁl w\é— @ GD’IO U@V‘?‘-
WM . wccgs CM*W% iy
W soeaod edha WH‘: Ana

ir'r':***'k*********ﬁ**********************END OF STATEMENT**************************************

a];n}au ()/Q&L*—

Date Signature




Rivera, AIeEandra

=

From: orras, Celeste D.
~Sent Wadnesday, March 27,2024 2:13 PM
o To Rivera, Alejandra
Subject: Email re: Mr KD
Attachments: Image.jpeg
Hellg,

Please see the attached screenshot of the email | was sent by Mike Gonzales. There are dates included in the email
regarding when behaviors took place.

While the email says last years behaviors with the girls - the current young ladies working there expressed relief when
Kirk was no longer scheduled there as they said the same thing - he was constantly asking for their social media, even
after they told him no.

*Please excuse any typing mistakes, | am on mobile, thank you*

Best,
Dani' Forras

Recreation Specialist
Volleybali/Basketball
Call/Text: 315-478-1563




| wanted.to.speak-to.you-regarding.the possibility,of
considering different options to GDP instead of Mr. Kirk.
Douglas:or-whatever options are more convenient for you.
We had some situations with him:

The-firstiingident with him and the girls at GDPRilastiyear;
not sure-if- you-rememberthe situation. Mr. Douglas was a
little persistent with the girts’ about addingithemsintohis
seeial-mediayasituation that made the girls uncomfortable’
by how persistent he was. ..

The second situation was Thursday 1/4/23. We started
noticing a strong smell to weed. We weren'’t so sure where
it came from at the beginning. Today, staff working
Thursday and the previous days confirmed it came from
Mr. Kirk. The smell became stronger when he would go
inside the staff office and spend his shift there.

| understand it might be a little complicated to move things
around, but if you can please consider the movement.

if you want to give me a call to discuss further more please
feel free. | am sorry for the inconvenient.



=
k EXHIBIT

PageNo._1_ of _3

PARKS & RECREATION DEPARTMENT

Date: 3/13/2024

I [?4 Funy hy (L (e , certify that the following is a true and correct statement. to the best of my
knowledge and recollection.

1. What is your title and how long have you been in that position?

RESPONSE: (0 0¢ce2dint Jeacl o Seph. A5 oF Last e o plesent

2. Who is your immediate supervisor?
RESPONSE: (\’{‘ Le C’)-Of‘] Zﬂ l.(.l >

3. Pleasc describe your work relationship with Recreation Leader, Kirk Douglas.

RESPONSE: : C
We gqredd mech  get QAng A L Wt 1 g qsked of uS

4. How would you describe the work relationship with Recreation 1.eader, Kirk Douglas and other staff members?

RESPONSE: I..lL& F{{g{—(;) 5!4)75 + h !.l'}'lS{‘"r/ fémcq o~ L\)d‘ V{'

Ar0 S48 S 7L€ {].r’)f\ tnsz

)

: : 7) /k :
3037 goay | _diwanl
Date 7 Signature </




Page No._2 of _3
PARKS & RECREATION DEPARTMENT

5. Has Kirk discussed with you his intentions with scorekeeper Sabrma?
RESPONSE:

A0

6. Have you discussed any issues about Kirk's behavior with Sabrina or any other staff member?
RESPONSE: N, O /( )\(
P . Z e ¢ Q 1(\
Spbrind's ek A dold me Lhot ol : §
. Lt She
| : i T, 0 c/( {w o ha
Fﬁuf AN ,CO(LftL)!L‘ AvD L /A/Q)rz

J Q 2 $3J L1 &
l’)oc/ Yo dgcuss -\AQ MAaer b SRV N <

}'\,Q e g\d P BVARSS (L

" y
3 - 5 E .‘/ j(’ (47 (17 ¢ (? {Qg,._,h VL,:\

e Signature



Page No._3 of _3
PARKS & RECREATION DEPARTMENT

Date: 3/13/2024

7. Are there any other witnesses who may provide additional information?

RESPONSE:

wok THat I K 0t
b e besd oF

N g i"J VES

8. Do vou have any other relevant information to provide? Please explain further.
( RESPONSE:

ALO

:'ri:********-}:*'f.'*'k***********************END OF STATEMENT***************:‘:***1‘:******************
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Date Signature J
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EXHIBITS FROM KIRK DOUGLAS: A-1 AND A-2



City of El Paso

Parks and Recreation Department @

Injury/Incident Report PARKS & RECREATION
{(NON-EMPLOYEE) City OF EL PASO

Complete this report Immaediately following any injury/incident and notlfy the immadiate supervisor,
Reports are due to the Parks and Recreation Administrative Office within 2 business days.

Il&cldent Data: 2/23/2024 I Incldent Tlmo:[ 6:30-10:00 I l AM |x l PM
Ilm:!aeni Location: Chailo Acosta Sports Center

IPeuonts} Involved: Sabrina, scorekeeper andKirk Douglas

lParent's Namo (if minor):

Strast Addross: I432l Deita Dr.
City: |EI.P [ Sma:l % I Zip Cnde:l 79903 ! thoz|915-212-2040

Type of Injuryfincldent 16041871:;6; Paga 2, If mara spsce nesded)

Inappropriate staff behvior

Deseribe What Happened (Continue on Page 2, if more space neaded)

1 was focated in the Tony Ponce gym and Kirk Douglas was located In the Yvan Rechy gym. Several imes In betwean his games and the half
times, he came inta the Tony Foace gym. 1 behieve that he was there to try and telk to Sabrina 2nd felt quite confidently that he was ovently
staring at her and not there to talk to anyone or watch the games,Sabrina was quite uncomfortable each time he watked in and I had to reassure
her 3 couple times that she will not be left alone and we will escort her to her car, That seemed to help ber relax and she thanked me.

____Action Taken (Continue on Page 2, If moro space neoded)

It remangd with Sabrina throushout the night and if [ needed to use the restroom, Saoty or Malachl woutd sit with her.

EMS Callad? Yesr_::] NoEj Transportad la 2

Police Called? ves[ | wnofx | PO Caso No

[Witnesses Check Ons i

IName Stalf Qihor Title {If appilcabla)

{Rebecca Freeman-Henricks o Sports Slte Specialist

[Saey Spence C— _____IRecreation Leader ]
Sabring, scorekeeper . JScomkepét

Employes Completing Injuryfincident Report TR

[Employae Name {print) Tite i kL lﬂ.‘t Data

|Rebecca Freeman-Hendricks Sposts Site Specialist -”3?};{{&;— -:K é'\_—‘—‘ 2/23{2024

Roviewetl 4 .

Roviswer '} Employee Namo iprinty el / Gignanyre ., Dbate

$ile Supervisor f Coordinator Ve Conynts L Lo e y R 9\.! 7(, nf‘ 2z JE _
Drasion Manager ./?'Kc‘, i{::.r P T %;f/gf

4

Assistant Owecior

Inlerim Director Pablo Caballero

Incident Report

gl Bt



PageNo._1 of __4
PARKS & RECREATION DEPARTMENT

7 ; .
2 *-ul = ] \} Date:

I, Deowvy 9pen €. certify that the following is a true and correct statement, to the best of my
knowledge and'recollettion.

1. What is your title and how long have you been in that position?
RESPONSE: 4+ (i A oatWS

+ R'\‘L '\’ﬁ(\'\ \Q\\l\\ \e AN
2. Who is your immediate supervisor?
E:
RESPONS ¥ P\\.} wery Meoevio~g

3. Please describe your work relationship with Recreation Leader, Kirk Douglas.
RESPONSE:

O bt X t\aa
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4. How would you describe the work relationship with Recreation Leader, Kirk Douglas and other staff members?
RESPONSE:

N ; \_\Q‘.\rjt-\\3
’"Y\h,e.»\ A e K O (LLuOy YAY  vwe\on ;
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Page No._2 of 4
PARKS & RECREATION DEPARTMENT

Date:

5. On February 23. 2024, it is alleged that Recreation Leader, Kirk Douglas, was trying to talk to Sabrina and was making
her feel uncomfortable. Please describe in detail your observations regarding Kirk’s behavior during the alleged

incident,
RESPONSE;

e

B TEW OBER P TR E

s A Acc oy <
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b ev
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6. Why do you think Kirk was at the Tony Ponce gym to talk to Sabrina?

RESPONSE: . 7 X l( L2\ ST VG S
X ~ US( ke O(‘ I~ 5 S
’3 I\’L I 1“‘\ <6%1\_L[ T%D-—l? P
Date ! / Aignature



PageNo._3_ of 4
PARKS & RECREATION DEPARTMENT

Date:

7. Have you noticed Kirk have the same type of behavior with other employces?

RESPONSE:
p\\cﬂr +hay |G & ol

= i | \ LA ™~
%\,-\r A Vv e v e S~ Q W A\

SQQ\"(LQR\‘)*V S

8. What did Sabrina tell you that made her feel uncomfortable?

RESPONSE:
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9. What was Kirk’s reaction afier you remained with Sabrina for the rest the night?

RESPONSE:
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10. Are there any other wilnesses who may provide additional information?
RESPONSE:
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11. Do you have any other relevant information to provide? Please explain further.
RESPONSE:
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BEFORE THE CIVIL SERVICE COMMISSION HO S [ EDT

FOR THE CITY OF EL PASO, TEXAS (‘N“
RO ———
IN RE: KIRK DOUGLAS ) : . (?
) Hirkdugla
) DOCKET NUMBER
) 24-PR-01PP
)

RECOMMENDATION OF HEARING OFFICER

A. Case Procedural Summary

DATE OF DISCIPLINE: 6-21-24 TO 7-4-24 (10 day suspension )
DATE OF ASSIGNMENT:
TO HEARING OFFICER: 7-15-24
DATE OF PREHEARING: 7-19-24
DATE OF HEARING: 8-14-24
PLACE OF HEARING: City Attorney Conference Room
ATTORNEY FOR CITY: Matthew Marquez
REPRESENTATIVE FOR THE CITY: Pablo Caballero, Dept. Director
REPRESENTATIVE FOR THE EMPLOYEE: None. Represented himself.

WITNESSES FOR THE CITY:

Pablo Caballero-Department Head, Parks and Recreation

Celeste Dani Porras- Recreation Specialist & Acting Program Manager
Monica Vargas-Recreations Program Manager

Mike Gonzales-Recreation and Sports Coordinator

Claudia Cancellare-Employee Relations Officer

Alejandra Rivera-Senior Human Resources Analyst

Tracy Chavarria-Human Resources Business Partner

WITNESSES FOR THE EMPLOYEE:

Kirk Douglas-Sports Recreation Leader

Fernando Ramirez-Sports Recreation Leader

Keith Edmond-Sport Site Employee (part time position)
EXHIBITS ENTERED AS EVIDENCE:*

*Note: City Exhibits are C- and Appellant Exhibits are A-. The City withdrew Exhibits C-9 and
C-14 but the Appellant entered them as A-1 and A-2.



City Exhibits C-1 to C-8, C-10 to C-13, C-15
Appellant’s Exhibits: A-1, A-2

B. Summary of Case
Kirk Douglas received a ten day suspension based on his conduct on February 16, 2024.

Mr. Douglas’s job as a Sports Recreation Leader requires that he be present at City League games
on Parks and Recreation property to assure that contracted score keepers and referees do their
jobs, that participants conduct themselves appropriately, and that the games, whether basketball or
volley ball, or other games played on El Paso Parks and Recreation property, run smoothly. A
non-City employee score keeper for a basketball game, Sabrina Amor, filed a complaint with the
City by € mail alleging that Douglas conducted an inappropriate conversation with her on February
16, 2024 during a basketball game where she was working as a scorekeeper.

The Notice of Suspension contends in the “Specifications” section, Exhibit C-1, p. 8), that
the score keeper reported that Douglas began making conversation and began asking questions
about her age and personal aspects, such as her relationship status. “She informed you that she
was only 18 years old and you asked whether she would date an older guy. She reported that she
responded no, but you insisted on essentially trying to minimize your age difference and that you
could work things out.” The Notice states that she reported that during the interaction Douglas
repeatedly asked her for her social media (Instagram) information, and she told him no multiple
times. Similarly, she reported that Douglas repeatedly asked for her phone number, and she had
to keep saying no. She reported that overall, the situation made her feel uncomfortable because
of Douglas’s persistence and not taking no for an answer.

The Notice states further that during an investigation by Human Resources, Douglas
acknowledged that he did have the conversation and that when the scorekeeper did not give him
her Instagram information, “you stated that you made a comment to her that Instagram is a public
place and questioned her as to why she would not give you her Instagram information if she does
not post any ‘explicit photos.” Whether your words were ‘explicit photos’ or ‘nudes’, this insistent
questioning on personal matters was still offensive and inappropriate for the workplace. Your
repeated and persistent actions went beyond attempting to engage in conversation or getting to
know the Score Keeper in a friendly manner.”

A last allegation in the Notice is that “a witness confirmed that you repeatedly stood at the



entrance of the gym where the Score Keeper was working and stared at her on more than five (5)
occasions causing her to feel uncomfortable in the workplace.”

The Notice contends that Douglas violated the Sexual Harassment Prevention Policy and
Procedures. “Sexual Harassment is strictly forbidden. Any behavior that constitutes inappropriate
workplace behavior is prohibited, regardless of intent or severity. This policy is designed to stop
this type of behavior and prevent its reoccurrence. Your actions and behavior are not in alignment
with the City’s Mission, Vision or Values and will not be tolerated.” (Exhibit C-1, p. 8)).

Mr. Douglas’s disciplinary history is listed as a three day suspension beginning May 8,
2024 for Disobeying a Direct Order. (Exhibit C-1, p. 8).

C. Timeliness of Discipline Notice to Employee

The Notice of Suspension is dated June 20, 2024, and was given to Mr. Douglas on June
20, 2024 as indicated by his signature acknowledging receipt.(Exhibit C-1).

Civil Service Rule 8, Section 3(e) provides as follows:

“A proposed written notice of disciplinary action must be served on an employee within
120 calendar days from the date Human Resources is made aware of the occurrence of the incident
giving rise to the discipline, provided however that this period of limitation shall be tolled if an
investigation is being conducted by a law enforcement authority into criminal charges against the
employee arising out of the same incident.” (Exhibit C-1, p. 3).

On page 7 of the Notice of Suspension, Exhibit C-1, the City lists, in bold, as follows:

“Date Received by Human Resources: February 20, 2024
120" Day Deadline, pursuant to CSC Rule 8 Section 3(e): June 19, 2024”

Civil Service Rule 8 further states in Section 3(f) as follows:

“Any issue of non-compliance with these provisions will be considered by the hearing
officer and/or Commission upon the appeal of the disciplinary action.” (Exhibit C-1, p. 3).

The Notice of Suspension should have been given to Mr. Douglas on June 19, 2024 to
comply with the 120 day rule. It was given to him one day too late, on June 20, 2024. Therefore,
although neither the City nor the Employee Appellant brought up this issue with this Hearing
Officer at any point in these proceedings, this Hearing Officer will consider the issue pursuant to

Rule 8 Section 3 (f). In most courts at law, unless the timeliness of the lawsuit is brought up by



one of the parties at the beginning of the lawsuit, the issue is “waived” and will not be considered
by the court. However, rules followed by the courts in a civil lawsuit do not govern the Civil
Service Commission. The Civil Service Commission is governed by the powers granted to it by
the El Paso City Charter. The City Charter grants the Civil Service Commission the power to
“establish its own procedures within the framework of this Charter” to carry out its functions.
(City Charter, Section 6.1 Civil Service Commission). Accordingly, in Rule 8, the Civil Service
Commission has promulgated rules for disciplinary actions, including certain time limits. Rule 8
states that the hearing officer and/or Commission “will” consider non-compliance with the
provisions of Rule 8. The rule does not say “if a party brings it up.”

The Notice of Suspension was not served on Mr. Douglas within the 120 calendar day time
guidelines of Civil Service Rule 8, Section 3(e). There was no evidence of any ongoing criminal
investigation by a law enforcement agency that would have extended the time deadline. There was
no evidence that a Notice of Proposed Suspension was given to Mr. Douglas at some earlier date.
Therefore, this disciplinary action violates the time deadlines of Civil Service Commission Rule 8
Section 3(e). The 10 day suspension should not be sustained.

RECOMMENDATION ON TIMLINESS OF DISCIPLINE

Based on the evidence provided by the City and the employee appellant for this hearing,
[ find that the Notice of Suspension was served on Kirk Douglas one day too late and the discipline
should not be sustained. However, if the Commission decides to allow the disciplinary appeal to
proceed regardless of the time deadline missed, what follows is my analysis of the facts and
evidence upon which the discipline was based.

C. Discipline Facts and Evidence

Sabrina Amor, the complainant, is a scorekeeper. Scorekeepers and referees are provided
to the City’s games through a contract the City has with Marcelino Velasquez, who is nicknamed
“Che.” Velasquez provides these individuals and then submits billing to the City, which pays Mr.
Velasquez who then pays the scorekeepers and referces. Scorekeepers are often students working
at games to make extra money. At a game on February 16, 2024, a friend of Sabrina Amor
approached Fernando Ramirez, another Recreation Leader who works with Kirk Douglas, and
told him her friend wanted to make a report on a co-worker that made her uncomfortable. Ramirez

told her to speak to his supervisor, who was Dani Porras, or to her supervisor, “Che” Marcelino



Velasquez.

On February 17, 2024, Sabrina Amor sent an e mail to Danmi Porras, but it was the wrong
e mail. Ms. Amor then forwarded it to Dani Porras the next day, Sunday February 18, 2024,
(Exhibit C-7). In the e mail, Sabrina Amor outlined an incident she had on February 16, 2024 when
she was performing her duties as a scorckeeper in the TP gym. Ms. Amor stated that Douglas
asked her personal questions such as her age and relationship status. He asked her if she would
date an older guy as he was 30 years old, and although she told him no, he “kept insisting saying
that we could work things out. Then he repeatedly asked me for my Instagram after [ told him no
multiple times.” (Exhibit C-7, p, 2). Ms. Amor stated: “Overall this situation made me
uncomfortable because he kept flirting with me and wouldn’t take no for an answer.” Ms. Porras
immediately forwarded the e mail to her supervisor Mike Gonzales, who then forwarded it to his
supervisor Monica Vargas. Pursuant to the City’s Sexual Harassment Prevention policy, Human
Resources was notified so that they could conduct an investigation. Sexual harassment allegations
received by a supervisor must be forwarded to Human Resources who will conduct an
investigation immediately. (Exhibit C-2).

Dani Porras, Douglas’s immediate supervisor who initially received Amor’s e mail
complaint, testified at this Hearing that she did speak to Sabrina Amor after the first game at
which Sabrina Amor kept score after the e mail, and Sabrina confirmed what she had said in the
e mail. However, Amor also added that when she refused to give Douglas her Instagram
information, he had asked her why not share? Were there nudes on her Instagram?

Alexandra Rivera, Senior HR Analysl, investigated Sabrina Amor’s complaint. She talked
to Sabrina Amor to confirm the details in her complaint. Because Amor was not a city employee,
she could not force her to come into her office, so she spoke to her by phone as she would any
other citizen complainant. Rivera conducted interviews, including of Mr. Douglas, who provided
two question and answer written statements. (Exhibits C-10, C-11). In his written answers, and in
his testimony at this Hearing, Mr. Douglas denied all the allegations made by Sabrina Amor. He
did not deny that they had a conversation, but he denied that he was persistent in asking for
Instagram information or telephone numbers or was inappropriate in any way. In a written
statement on March 13, 2024, in response to a question as to whether he asked Sabrina personal

questions such as her age and relationship status, Mr. Douglas answered: “I asked Sabrina how



did she get into scorekeeping and she mentioned she used to play basketball. We had a full in-
depth conversation which led to her disclosing personal information to me.” In response to
whether he asked Sabrina if she would date an older guy, he responded: “I don’t recall asking her
would she date an older guy.”(Exhibit C-10).

In a statement on Aprit 3, 2024, a question asked : “When Sabrina did not want to provide
you with her Instagram username, why did you ask her if she had any nudes?” Mr. Douglas’s
handwritten answer was as follows: “I did not ask her if she had any nudes, I stated to her that
Instagram is a public place and I asked her why if she does not post any explicit photos.(Exhibit
C-11).

Mr. Douglas does not deny that he received the City’s Sexual Harassment policy and the
Disciplinary Matrix on April 25, 2023 when he was hired. (Exhibit C-4)

D. Defenses of Kirk Douglas

Mr. Douglas contends that the ten day suspension should not be sustained for the foliowing
reasons:

1. The evidence against him is not concrete enough. There were no witnesses to the
conversation for which he is being suspended except for him and Sabrina Amor. It is a question of
“he said, she said.”

2. His questions to her were misconstrued. For example, he never asked if she posted
“nudes” but rather asked if she posted “explicit photos.”

3. Why wasn’t her supervisor Marcelino (“Che”) Velasquez called by the City to testify?
His coworker Fernando Ramirez testified at the hearing to the fact that Sabrina Amor was not a
good worker, was often late, was young, distracted, etc. Douglas had told her supervisor Che
Velasquez about her work performance issues. Mr. Ramirez testified that he had never seen Kirk
Douglas act inappropriately with Sabrina Amor or others in the eight months he had worked with
Douglas. Both had the same job duties as Recreation Leader.

4. Sabrina Amor did in fact give him her Instagram user name that day in question and he
sent her a video of him playing basketball.

5. Sabrina Amor never told him he was making her uncomfortable. He was not persistent
with her and she did not tell him “no” repeatedly. He did not repeatedly ask for her Instagram

and personal information.



6. Sabrina Amor asked him to stay by her side that night because she did not know what
she was doing. Why would she do that if she were uncomfortable with him? Why did she take
his mints from the table and eat one if she were so uncomfortable?

7. The Employee Handbook does not say you cannot follow someone on Instagram. Rules
do not prevent outside relationships with co-workers. He received no training that he could not
ask for social media accounts.

8. Allegations about prior conduct at Gary del Palacio Center is not supported by any
concrete evidence, no names of the complainants, no “pattern of behavior.” Relying on some
rumor of past pattern of behavior “is not right.”

E. Discussion of Evidence

As happens in many cases of alleged sexual harassment, the only witnesses to the incident
on February 16, 2024 were the two participants, employee Kirk Douglas and the complainant
Sabrina Amor. If this were a “he said, she said,” case, and they were both equally believable and
there was no other circumstantial or other evidence, then the City might not be able to prove its
case by a “preponderance of the evidence,” or more than 50 %. Sabrina Amor was not called as a
witness by either the City or Mr. Douglas. While she is not a City employee who could be ordered
to attend the hearing, she could have been subpoenaed by either side through the procedures
available during this hearing. However, a party is not required to call all witnesses, but is only
required to bring enough evidence to prove their case by a preponderance of the evidence.

Therefore, the evidence from Sabrina Amor is what she wrote in her ¢ mailed complaint
(Exhibit C-7, p. 2) and what two witnesses testified Sabrina told them when they talked to her.
Alejandra Rivera, the H.R. investigator, and Dani Porras, who received the e mail complaint, both
testified that they had spoken to Sabrina Amor who confirmed her written complaint and added
the allegations about the nudes/explicit photos question by Mr. Douglas.

Mr. Douglas called a witness, Keith Edmond, who had seen Douglas and Amor sitting at
the scorekeeper’s table. Edmond testified that he only observed them for two minutes as he was
busy playing in the basketball game Ms. Amor was scoring. He said Ms. Amor was laughing.
He did not hear any of their conversation.

While witnesses did testify in answer to questioning about both Mr. Douglas’s work

performance, and Ms. Amor’s work performance, neither’s work performance, whether good or



bad, is relevant to the case at hand.

Dani Porras, in her written statement, made an allegation that in December 2023 and Jan
2024, some women at the Gary Del Palacio Center where volleyball is played were uncomfortable
with Mr. Douglas’s requests for social media information. However, the Department Director
and Human Resources witnesses at this hearing clearly stated that since nothing had been reported
by anyone in a timely manner, nor had it been investigated, the allegations about women in the
Gary Del Palacio Center were not considered in the present case. In fact, under the Sexual
Harassment policy, Ms. Porras had a duty to immediately report any knowledge of sexual
harassment if it came to her attention, which she clearly did not do. Ms. Porras also forwarded to
the investigator in this case an e mail she received allegedly sent by manager Mike Gonzales
describing actions happening “last year.” (Exhibit C-13). The screenshot of the e mail does not
say who sent it, to whom it was sent, or when, so it is not credible and was not included by
management in the ten day discipline. The present case, according to the Human Relations Officer
Claudia Cancellare and the Department Head Pablo Caballero, was based soley on the isolated
incident of February 16, 2024.

The question then is whether to believe the written complaint of Sabrina Amor, or Keith
Douglas’s written statement and his testimony at the hearing. Mr. Douglas denies that he was
inappropriate or persistent with Ms. Amor. However, his written responses to questions in Exhibits
C-10 and C-11 do support Mr. Amor’s contentions. His first statement on March 13, 2024 does
state that “we had a full in depth conversation which led to her disclosing personal information to
me.” Ms. Amor contends that it was Mr. Douglas’s persistent questioning of her with personal
questions that made her uncomfortable. In his second statement when he was asked if he had
asked her if she had any nudes on her Instagram account and that was why she did not want to
provide him with her username, Mr. Douglas responded as follows: “I did not ask her if she had
any nudes. I stated to her that Instagram is a public place and I asked her why if she does not post
any explicit photos.” Thus, Mr. Douglas is admitting that Ms. Amor had refused to give him her
user name but that he persisted with the comment about explicit photos. The Mirriam Webster
Dictionary defines the word explicit” as “open in the depiction of nudity or sexuality.” Therefore,
by Mr. Douglas’s own words, he confirms that he was persistent in not accepting a “no,” and

inquiring why she was refusing to give him access to her Instagram if she did not have explicit



(or nude )photos on it.

F. The City’s Sexual Harassment Policy

The Department Head contends that the City’s Sexual Harassment Prevention Policy and
Procedures was violated by Mr. Douglas’s actions on Feb. 16,2024. Sexual Harassment is defined
in the policy as “verbal or physical conduct that is sexual in nature, used to threaten, intimidate
or coerce; verbal taunting bullying that is sexual in nature that, in the employee’s opinion, impairs
their ability to perform their job. This includes unwelcome sexual advances, requests for sexual
favors, and other verbal or physical conduct of a sexual nature.” (Exhibit C-2, page 2).

The Policy states further as follows: “Sexual Harassment is strictly forbidden. Any
behavior that constitutes inappropriate workplace behavior is prohibited, regardless of intent or
severity, even if it does not meet the definition of Sexual Harassment above.” In the case at hand,
there is no direct testimony that Douglas’s conversation affected Sabrina Amor’s work
performance as a scorekeeper. However, in her written complaint, Amor states that after the
offensive conversation with Douglas in which she denied him personal information, Douglas made
her check people for Identification even though her contract supervisor Che Velasquez had told
her it was not her job and Che had told Douglas that Douglas should check for [D’s. “Overall this
situation made me uncomfortable because he kept flirting with me and wouldn’t take no for an
answer.” (Exhibit C-7, p 2).

It is important to consider that Mr. Douglas was the onsite supervisor for Ms. Amor. Mike
Gonzales, the Recreation and Sports Coordinator, who is several steps above Douglas in the
supervision chain of command, testified that the Recreation Leaders, such as Kirk Douglas, are the
“face” of the program. They interact with the players, customers, and score keepers. They are the
onsite employees charged with making certain that the games run smoothly, both on the court and
in the stands. Although Sabrina Amor was hired by Marcelino (“Che”) Velasquez who contracted
with the City to provide referees and score keepers, Mr. Velasquez was not on site to handle issues.
The recreation leaders, such as Mr. Douglas, had to make sure the scorekeepers and referees were
doing their job, so that they were in fact “supervising” the contracted workers such as
scorekeepers.  Put in this light, Douglas was a superior who was flirting and insistent with a

subordinate about obtaining her personal information and Instagram account user name.



Therefore, the evidence does prove by a preponderance of the evidence that the Sexual
Harassment Policy, as written, was violated by Douglas on February 16, 2024.

An allegation in the Notice of Suspension that was not proven was that that “a witness
confirmed that you repeatedly stood at the entrance of the gym where the Score Keeper was
working and stared at her on more than five occasions causing her to feel uncomfortable in the
workplace.” No witness or document presented at this Hearing confirmed this allegation by a
preponderance of the evidence. Therefore, these allegations of staring are not proven.

F. The Disciplinary Matrix

The City’s Discipline Policy and Matrix is a policy intended to impose corrective and
progressive disciplinary action in a timely and consistent manner.(Exhibit C-3). However, the
Matrix “does not substitute for supervisory judgment and does not dictate discipline.” (Exhibit C-
3, p- 3). The final determination for discipline rests with the Department Head who has a right to
depart from the guidelines and impose different discipline than the Matrix.

The color coded Matrix chart shows that the lesser violations start at Level 1. Level |
violations begin with a formal counseling for the first offense and progress to termination or
demotion for the 4" offense. Level 2 starts at suspension for the first violation. Level 3 starts at 10
day suspension for the first violation. Level 4 starts at termination for the first violation. Sexual
Harassment is a Level 3 Violation which starts with a 10 day suspension for the first violation, 15
day suspension for the second violation, and then termination for the 3™ offense. (Exhibit 3, pp. 7-
11). This was Kirk Douglas’s first offense of a violation of the Sexual Harassment Policy.

Department Head, Pablo Caballero, testified at this Hearing that he was strict and there was
zero tolerance for physical, or verbal harassment. He followed the Sexual Harassment 10 day
suspension guideline as he believed the incident with Kirk Douglas on Feb. 16 was serious and
was a violation of the Sexual Harassment policy. Claudia Cancellare, the Human Resources
Officer who oversees discipline for 7000 City employees, testified at this Hearing. She testified
that flirting and asking for a date one time is one thing, and would not be considered sexual
harassment without more. However, asking about explicit photos on social media and being
persistent about getting a date is sexual harassment, even if just one isolated incident. Both Mr.
Caballero and Ms. Cancellare testified that Mr. Douglas was disciplined for the isolated incident

on February 16, 2024.
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G. Conclusions of Hearing Officer regarding Discipline
1. Section 6.13 of the City Charter imposes on a department head the burden of proof to prove

by a preponderance of the evidence that the employee committed conduct alleged in the
specifications and that such conduct violated the rules and regulations of the City. In civil law,
preponderance of the evidence means the greater weight of the credible evidence. If the evidence
is 50/50, then the employee wins, since the City must prove its case by at least 51 percent
2. The Notice of Suspension for Douglas stated that his conduct violated the City Charter
Section 6.13-3 and Civil Service Rule 8 in that he was “wantonly offensive in conduct or language”™
with a fellow employee or member of the public” and “for just cause.” The Notice of Suspension
stated that Douglas had violated the City’s Sexual Harassment Policy.
3. The Department Head has met his burden of proof and has proven by a preponderance of
the evidence that the employee committed the conduct alleged in the specifications of the Notice
of Suspension, except for the allegation of staring more than five times at the complainant, and
that the conduct violated City and/or Department policies.
4. The Department Head has met his burden of proof and proven by a preponderance of the
evidence that the employee’s conduct warrants a ten day suspension.

H. RECOMMENDATIONS OF HEARING OFFICER

1. Regarding the untimely disciplinary Notice of Suspension, I recommend that the ten

day suspension of Kirk Douglas not be sustained.

2. However, if the Civil Service Commission decides that the Notice of Suspension was
not late, then 1 recommend that the ten day suspension of Kirk Douglas for sexual

harassment be sustained.

Respectfully submitted:

G)WIVMX Sepx 1 2027
Patricia L. Palafox Date ¥
Hearing Officer
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Menchaca, Szmone H'Qm %BD |

From: M.arquez, Matthew G. W”_an-f’ {Y

Sent: Monday, September 23, 2024 12:25 PM

To: kirkdouglas1122@gmail.com; Douglas, Kirk E. &ﬁ'ép &Q_{_emﬁnt
Cc: Patricia Palafox; Menchaca, Symone s
Subject: FW: Brief Statement |r\ W 'D .

Hi Mr. Douglas, | received this e-mail from you. Not sure if you are just sending it to me as a copy — or whether you

already sent it to anyone else.
Just in case, | am forwarding to Judge Palafox and Ms. Symone Menchaca {assisting the Civil Service Commission). See

below.

= 7\ _ Matt Marquez
? ! C # Assistant City Attorney
E_ _ }_ ‘; El Paso City Attorney’s Office

300 N. Campbell 5t., El Paso, TX 79901
Phone: 915-212-1235
Email: MarquezMG @elpasotexas.gov

CONFIDENTIALITY NOTICE: The information contained in this ELECTRONIC MAIL transmission is confidentiol. It olso may be protected by and subject to the attorney-
chient privilege or be privileged work product or proprietary information. This ELECTRONIC MAIL transmission and the information contained in or attached as a file to
it are intended for the exclusive use of the addressee(s). If you are not the addressee {or one of the addressees), you ore not an intended recipient; if you are not an

i 3: 11
a Bl Slajement

From: cozyl <kirkdouglas1122@gmail.com>

Sent: Monday, September 23, 2024 10:45 AM

To: Marguez, Matthew G. <Marquezmg@elpasotexas.gov>
Subject: Brief Statement

You don't often get email from kirkdouglas1122 @gmail.com. Learn why this is important

CAUTION: This email originated from outside of the City of El Paso. Do not click links or open attachments unless you recognize the
sender and know the content is safe. If suspicious, use Phish Alert or forward to SpamReport{@elpasotexas.gov.

" Kirk Douglas Brief Statement

| never said anything sexually offensive to the scorekeeper Sabrina Amor, we had normal conversations that pertained
to her interest in the game of basketball.

She promised me her phone number after her bathroom break, it was never me pressing the issue.

| even tried to leave and go to check on the other gymnasium’s games to make sure everything was going smoothly and
she demanded that | stay by her side.

All of the evidence for her claim is he/she say. Her witnesses are my coworkers who don’t like me because | voiced how |
felt about being overlooked for a position to HR.



« Ty
| read all of the witnesses incident reports and it’s three women that claim | went to the other gym a week after our first
time working together and directly stared at Sabrina making her feel uncomfortable.
Those three statements didn’t have any sufficient evidence.

Then when you look at Che Velasquez side of the story or Malachi Welch's story it says that they never noticed anything
unusual when me and Sabrina worked together, Malachi recalls me going to the other gym to talk to and greet players
that | know from Playing in other Men’s Leagues together.

Considering Sabrina never directly told me | made her feel uncomfortable and the fact | never acted out sexually
towards her, | feel as if the punishment was severe. None of those women were there that day and none of them can
determine my intentions for checking on the other gym without considering the fact that | been doing these things
before Sabrina came along as a scorekeeper. My witness Fernando Ramirez even mentioned in the hearing dating back
on August 14th that our duties as recreation leaders includes supervising both gyms and that | had been executing the
duties assigned to me by checking on the other gym the day | was accused of staring at Sabrina according to her
witness’s accounts.

In addition , | also want to mention how since the investigation has concluded and the punishment has been served;
Sabrina is all of sudden comfortable being in my presence.

There has been instances where I'd be working in the opposite gym and she’d come over there to scorekeep and | would
immediately leave because | don’t want to be around someone who accused me of sexual harassment. I've been
instructed to do so by Human Resources and | was following orders.

This whole process has put me in a financial crisis, almost losing my apartment, not being able to pay bills on time
because of an accusation with no concrete evidence that | was punished for. A 10 day suspension with no pay impacted
the whole month of June financially for me as both of my paychecks were affected that month. | have been through so
much the last 5 to 6 months it has impacted my mental.

Insufficient Evidence
The investigation only included:gathering information from other employees who don’t like me already because I'm
African American which there is not many African American employees for the city, I'm treated differently and it's more

difficult for me to succeed because of this unfair treatment.

[t was easy for them to pick a side because it's already a divide in the City of El Paso’s work community.

1 have no criminal history, a full background of working with children yet | was still treated as someone who was guilty
before | could prove that | was innocent.

In conclusion, | feel as since I’'m biack which isn’t a dominant race out here in El Paso she tried to single me out because
of my race.

Sent from my iPhone
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Via E-Mail: menchacaS@elpasotexas.gov

September 25, 2024

Re: T “Brief and Response o Recommendation - Douglas,

Kirk; DOL 02/16/2014 — 10 Day Suspension 24-PR-01PP
Dear Civil Service Commission:

Over the course of 2 full day, on August 14, 2024, Hearing Officer Palafox
heard the discipline appeal of Mr. Douglas. After hearing the testimony of all ten (10)
witnesses, asking many questions, and reviewing the substantial documentary
evidence, Hearing Officer Palafox issued a detailed 11-page recommendation.

The Recommendation of Hearing Officer (the «Recommendation”), explains in
detail that the City, pursuant to §6.13-6-7 of the City Charter, established by a
preponderance of the evidence that it has just grounds for the suspension of Mr.
Douglas. As such, based on the merits — the evidence presented and facts established
in the hearing, Hearing Officer Palafox recommends that the suspension be sustained.
The City respectfully asks the Commission to uphold and accept this appropriate
finding under the City Charter §6.13-8, based on the hearing officer’s careful
consideration of all the arguments and evidence.

However, as 8 preliminary procedural matter, the Recommendation contains a
short section on pages 3 & 4, titled C. Timeliness of Discipline Notice o Employee.
The Recommendation goes On to state: “1 find that the Notice of Suspension was
served on Kirk Douglas one day t00 late and the discipline should not be sustained.”
See pg. 4 {emphasis added). The Recommendation also refers to this an “untimely
disciplinary Notice of Suspension.” Seepg. !} (emphasis added). The Hearing Officer
explains that this timeliness issue Was not brought up by anyone is the hearing, and that
she considered the issue based on Civil Service Commission Rule 8, Section 3 (titled:
Notice of Proposed Disciplinary Action. Procedure, and Limitation on Action) — and
specifically subsection (f) “any issue of non-compliance with these provisions will be
considered by the hearing officer and/or Commission upon the appeal of the

disciplinary action.”

The City provides this brief to clanify a misunderstanding in the
Recommendation and pursuant to the Commission’s policy on written briefs and in

Karla M. Nieman — City Attorney

$.0. Box 1890/ Et Paso, Texas 79950-1850 J915-212.0033 JFacsimite: 915-212-0034/ Www elpasolexas.ROv
Appeal of Kirk Douglas
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response to the Hearing Officet raising this claimed non-compliance timing issue. T his
is a discussion of an issue (timing) and evidence attached to this brief that was not

previously considered by the Hearing Officer, because the issue was not raised until
the Recommendation was issued. The City provides testimony evidence in the form of
an affidavit from Sr. Human Resources Analyst Alejandra Rivera, who also testified at

the hearing and Mr. Douglas had an opportunity to question Ms. Rivera.

1n short, the City’s disciplinary action was proper and was timely under the
specific Commission’s Rule 8, Section 3 ~ Notice of Proposed Disciplinary Action.
In this case, and any disciplinary action taken by the City, there is an important
distinction and difference between 3 «“proposed Notice of Suspension” and a final
“Notice of Suspension.”

The Hearing Officer correctly states that the Notice of Suspension was given
to Mr. Douglas on June 20, 2024 - but that fact is not important here, and not subject
to the 120-day deadline (June 19, 2024). The 120-day deadline only applies to the
Proposed Notice of Suspension.

Commission Rule 8 makes this distinction:

Rule 8. Section 2 pertains to the “Disciplinary Notice” (in other words, the
final Notice).

Rule 8, Section 3 follows and pertains to the “Notice of Proposed Disciplinary
Action... and Limitation of Action.”

On June 3, 2024, the department head Pablo Caballero and Alejandra Rivera
met with and provided Mr. Douglas with the Proposed Notice of Suspension. At that
meeting, Mr. Douglas was provided the proposed notice and additional documents,
which he acknowledged by signing the memorandum. A snapshot is included here and
attached as an exhibit.

Karla M. Nieman - City Attorney

p.0. Box 1890/ El paso, Texds 79950-1890 /915-212-0033 Jracsimile: 915-212-0034/ www elpasotexds 8OV
Appeal of Kirk Douglas
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Parks and Recreation Department

10:  (ERIDags. Recreation Leadcr (031205, 5695)

FROM: blo Cabaliéro, Dircctor
DATE: 24 |

sum:@@gﬁﬁ; A

This memorandum is 10 acknowledge you receipt of the following documents regarding the
Propased Notice of Suspension provided 1o you on June3, 2024.

Proposed Notice of Suspension _g' pages}
Supporting Documents (62 pages)
Acknowledgemems (2 pages)

Discipline History (% pages)

Disciplinary Policy and Matrix (11 pages)

1am scknowledging receipt of the above documents

- a— st

Karla M. Nieman — City Attorney

P.0. Box 1890/ E Paso, Texas 79950-1890 /915212 0033 [Facsimile: 915-212-0034/ www.elpasotexas gov

Appeal of Kirk Douglas
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GERGROSED NOTICE OF SUSPENSION

Heme Kk Dovplem

Postion.  Recrestion Lesde

o ——
Asdraqs 3000 Oesect Daze Fi
ElPaso TX 70938
e ——
From Parks & Retreabon
Subject Suspension Without Pay

Laal 4 Fe ot S8 & 3605
Employse 1D # 031203

v3, 2024 |

| I

e —— —————

BUSPEXDED FOR J8 _ WORNDAYS EFFECTIVE:

MSB'I'OND“F?YOUTHATYOUREMOYMEMW“‘EWOFELPASOIS!EREBY
o

THE FOLLOWING
WHICH HAVE NECESSITATED THI3 ACTION.
CHARGES:

ARE THE STAIUTORY REASONS OR GROUNDS AND SPECIFICATIONS OF FACTE

YOU BAVE VIOLATED THE FOLLOWING CITY OF EL PASD VIl SERVILE CUMMIBSION CHAREER
PROVISIONS. ORDMANCES, RULES AND REGULA TIONS:

Importantly, Rule 8, Section 3 (€) only requires the City to provide an employee
with the proposed disciplinary action being contemplated by the department head. On
June 3, 2024, the City complied, because Mr. Douglas was provided the proposed
notice over 2 weeks before the June 19, 2024, 120-day deadline.

This distinction is important because the purpose of the proposed notice is
simply to let an employee like Mr. Douglas know that the department head is

Karla M. Nieman — City Attorney

P.0. Bax 1890/ E| Paso, Texas 79950-1890 /915-212-0033 JFacsimile: §15-212-0034/ www £iRRsoteNds LV
Appeal of Kirk Douglas
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contemplating taking the proposed action and to give the employee an opportunity to
review the documents that form the basis for the proposed disciplinary action. As Rule
8, Section 3 provides, this initial meeting simply triggers a process by which the
employee and department head may engage in a discussion with a view toward reaching
an agreement.

District 1

Brian Kennedy In this case, on June 20, 2024, Mr. Douglas met with the department head and

Dietrict 2 Ms. Rivera again, but no agreement was reached. So, Mr. Douglas was provided with
Strk

Di. Josh Acevedo

District 3

Cassandra Hernandez

the final Notice of Suspension under Rule 8, Section 2. Rule 8, Section 2 does not
impose a time limit for the City to serve the employee with the final Notice of
Suspension. It is simply a final version. The City attempted to meet with Mr. Douglas
prior to June 20, but he was unavailable due to being on vacation and leave for several
days, and there was a City holiday during that time.

District 4

Joe Molinar 4

District 5

Isabel Salcido

District 6 Deparsment Fesd hps trst served upoe nployee ' g The notice must

Art Fierro contain one or more stamtor?“reasom or gmunds or d smplme together with such specifications of
fact as will enable the employee to make an explanation and place him fairly upon his defense. The

District 7 specifications of fact shall be of sufficient specificity s0 as to preciude the possibility of disciplinary

Henry Rivera action for the same act or omission i the funure. Nothing contained hercin shall prohibit the
Department Head from using an employee’s prior acts or omissions resulting in discipline in

District 8 determining future disciplinery action aganst the employee  An employee may be disciplined for

other acts or omissions mot specified in the notice even if such acts arise from the same incident or
event. A Departinent Head may not unilaterally reduce the discipline given once nouce of discipline

. . 7 r TG
A o Al '

Chris Canales

CITY MANAGER
Dionne Mack

) (‘A.mcnded 06 24.03. 73107, 8 23 09}

Mr. Douglas was given full opportunity to present his full defense, call
witnesses, and cross-examine the City’s witnesses. In fact, in addition to testifying
himself, Mr. Douglas called two other witnesses over the course of the hearing.
However, Hearing Officer Palafox, nonetheless determined that cvidence showed that
the evidence supported the City’ suspension, and the Parks & Recreation Director had
the authority to suspend Mr. Douglas based on the facts established the evidence
presented.

Karla M. Nieman - City Attorney

P.O. Box 1890/ El Paso, Texas 79950-1850 /915-212-0033 /Facsim e 915-212-0034/ www ¢'pasotexgs gov
Appeal of Kirk Douglas
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Oscar Leeser Sincerely,
CITY COUNCIL Yot Maf6ies
District 1 Assistant City Attorney

Brian Kennedy
cc: Ms. Patricia Palafox (Via-Email: Palafoxpatricia@sbeglobal.net)

District 2 . i - =
e T Mr. Kirk Douglas (Via-Email: douglasKE(alelpasotexas.gov)

District 3
Cassandra Hernandez

District 4
Joe Molinar

District S
Isabel Saicido

District 6
Art Fierro

District 7
Henry Rivera

District 8
Chris Canales

CITY MANAGER
Dionne Mack

Karla M. Nieman - City Attorney
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BEFORE THE CIVIL SERVICE COMMISSION
FOR THE CITY OF EL PASO, TEXAS

IN THE MATTER OF §
§
KIRK DOUGLAS, APPELLANT §
§ DOCKET NO. 24-PR-01PP
AND §
§
THE CITY OF EL PASO §

CITY OF EL. PASQ’S EXHIBIT LIST TO
WRITTEN BRIEF & RESPONSE TO RECOMMENDATION

# DESCRIPTION DATE

City of El Paso Employee Investigation

Employee Acknowledgment Memo & Proposed Notice of 6/3/2024
C-16_| Suspension Kirk Douglas - 10 Day

C-17 | Affidavit — Alejandra Rivera - Sr. Human Resources Analyst 42642024
C-18 | Civil Service Commission Rule 8, Sections 2 & 3

6/3/2024 to
C-19 } Employee Calendar Dates 6/20/2024

Discipline-233 / Disciplinary Appeal of Kirk Douglas



Parks and Recreation Department

MAYOR TO: Kitk Dol |'1'ﬁ‘iff4‘ﬁ‘-:”;i;~:‘u‘i [eads (031205, 5695)
Oscar Leeser
FROM: Pablo Caballerg, Director

DATE:  4JUReaignye >
CITY COUNCIL  suBJECT: (miemonisdgemen

g:.l’:‘if:ezne dy This memorandum is to acknowledge you receipt of the following documents regarding the
Proposed Notice of Suspension provided to you h
District 2 2

Stop (8 pages)
Supportmg Documents (62 pages)
Acknowledgements (2 pages)

Discipline History (9 pages)

Disciplinary Policy and Matrix {I| pages)

Dr. Josh Acevedo

District 3
Cassandra Hernandez

District 4
Joe Molinar

District 5
Isabel Saicido

District 6
Art Fierro

1 am acknowledging receipt of the above documents.
Distriet 7

Henry Rivers

District 8

INTERIM CITY ﬁ : — {‘I!ﬂek‘[;ﬂzﬂ_

MANAGER
Cary Westin

Pabto Cabaltlero - Director, Parks & Recreation Department
801 Texas Ave, 2* Floor | El Paso, TX 79901
0O: (815) 212-0092 | Email: parksandrecreation@elpasotexas.gov
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E CITY OF EL PASO, TEXAS

X PROPOSED NOTICE OF SUSPENSION
Name:  Kirk Douglas Last 4 #'s of SS #: 5695 Date: June 3, 2024
Position: Recreation Leader Employee ID # 031205

Address: 3900 Desert Daze Pl
El Paso, TX 79938

From: Parks & Recreation
Subject. Suspension Without Pay

THIS IS TO NOTIFY YOU THAT YOUR EMPLOYMENT WITH THE CITY OF EL PASO IS HEREBY
SUSPENDED FOR _10___ WORKDAYS EFFECTIVE: TO

THE FOLLOWING ARE THE STATUTORY REASONS OR GROUNDS AND SPECIFICATIONS OF FACTS
WHICH HAVE NECESSITATED THIS ACTION:

CHARGES:

YOU HAVE VIOLATED THE FOLLOWING CITY OF EL PASO CIVIL SERVICE COMMISSION CHARTER
PROVISIONS, ORDINANCES, RULES AND REGULATIONS:

CITY CHARTER — ARTICLE V1 - Civil Service

SECTION -2, DIS RY ACTION: REDUCTION

A regular employee may be discharged, suspended or reduced in rank or position as provided in the Charter or further
defined in the Rules.

SECTION 6.13-3, CAUSES OF SUSPENSION, REDUCTION OR DISCHARGE
The following, which may be further defined in the Rules, may constitute causes for discharge, suspension or reduction in
grade of regular employees:

E. Being wantonly offensive in conduct or language;
P. For just cause.

| HAVE RECEIVED A COPY OF THIS NOTICE

u.u.r/"'

Employee's Signature -

Date: /2y COPY RECEIVED AND FILED
BY CERTIFIED MAIL NUMBER: HUMAN RESOURCES
BY:
DIRECTOR

DISTRIBUTION: Original — Human Resources Department; Copy — Department
Page 1of8




EP CITY OF EL PASO, TEXAS
T™X PROPOSED NOTICE OF SUSPENSION

Name: Kirk Douglas Last 4 #'s of S5 # 5695 Date: June 3, 2024
Position. Recreation Leader Employes ID # 031205

CIVIL SERVIC MMI ULES AND REGULATIONS

RULE 8, SUSPENSION, REDUCTION, DISCHARGE

Secti u i ction or Dischar

The following may constitute causes for discharge, suspension or reduction of regutar employees: That an officer or
employee in the Civil Service:

e. [s wantonly offensive in his conduct or language towards the public, an elected or appointed official, the head
of any department, or his fellow employees; is abusive, threatening, or uses coercive treatment to another
employee or a member of the public, or provokes or instigates violence; or abusive to an animal in the care or
control of the employee; or (Amended 8/25/09, 3/6/12, 9/17/13)

p. For just cause. (Added 7/21/07)

Section 2. Disciplinary Notice

Disciplinary actions in the nature of a discharge, involuntary reduction, or suspension taken against a regular employee,
other than at the end of a probationary period, will not become effective until the Department Head has first served upon
such employee a written notice of discipline. The notice must contain one or more statutory reasons or grounds for discipline,
together with such specifications of fact as will enable the employee to make an explanation and place him fairly upon his
defense. The specifications of fact shall be of sufficient specificity so as to preclude the possibility of disciplinary action for
the same act or omission in the future. Nothing contained herein shal! prohibit the Department Head from using an
employee’s prior acts or omissions resulting in discipline in determining future disciplinary action against the employee.
An employee may be disciplined for other acts or omissions not specified in the notice even if such acts arise from the same
incident or event. A Department Head may not unilaterally reduce the discipline given once notice of discipline has been
provided to the employee, without the employee's consent, A copy of such notice of discipline, together with the employee’s
explanation, if any, will be filed with the Human Resources Director. (Amended 06/24/03, 7/31/07, 8/25/09)

Section 3. Notice of ed Discipli i edure and Limitati cti

a. When disciplinary action in the nature of a five (5) day suspension or greater, a reduction, or discharge is being
contemplated by the Department Head, the employee must be served with a notice of proposed disciplinary action which
shall conforn with the notice requirements set forth in Section 2 and Section 3 (b) of this Rule. In addition to the notice
of proposed disciplinary action, the employee shal! be furnished with the written materials and tangible things in the
possession of the Department Head that form the factual and evidentiary basis for the proposed disciplinary action. No

matter may be withheld from the employee that is inconsistent with the theory of discipline or that could tend to mitigate
the contemplated sanction. (Amended 8/25/09)

b. Within ten (10) days of receipt of the notice of proposed disciplinary action, the employee may request a conference
with the Department Head. Within five (5) working days of receipt of the employee’s response, the Department Head
shall meet with the employee, provided further that this period may be extended with the mutval consent of the
Department Head and the employee. No witnesses may be called to testify as part of the employee's explanation or
response. During the conference, the employee, their representative, and the Department Head shall engage in
discussions with a view toward reaching a consensus and agreement relative to the proposed disciplinary action. No
part of the discussions that take ptace during the conference may be offered into evidence at any subsequent hearing,
except for the limited purpose of determining compliance or non-compliance with the provisions of this Rule as provided
in paragraph "f" and for impeachment purposes. In the event such a consensus is reached, the execution by the employee
of documents finalizing the settlement agreement shall constitute a waiver of the employee's right to appeal 1o the
Commission, and the employee shall be so advised in plain language. (Amended 09/09/03, 01/06/04, 8/25/09; 1/20/15)

EMPLOYEE'S INITIALS EI ) Page2of 8




] CITY OF EL PASO, TEXAS
T™X PROPOSED NOTICE OF SUSPENSION

€17 OF bu Fald

Name: Kirk Douglas Last 4 #s of SS #: 5695 Date: June 3, 2024
Position;: Recreation Leader Employee ID # 031205

€. Respecting discharge, those departments currently using a pre-termination hearing shall not be required to have a
conference as contemplated hereinabove provided that the time between notification and hearing shall be at least five

(5) days and further provided that there shall be no change to current practices regarding violations of applicable federal
laws. (Amended 09/09/03, 01/06/04, 08/25/09)

d. The employee is entitled to have a representative of their choice assist them in the preparation and presentation of their
response, provided further that in the event the representative is an employee of the City, he shall use vacation leave or
personal days for such time as may be required for the representative to attend the conference. If the employee does
not have any accrued vacation or personal days, the employee will be placed on unpaid administrative leave for such
time as may be required for the representative to attend the conference. The employee must provide his Department
Head with two days notice of the request to take the above leave. The Department Head may disapprove the request if
the leave significantly interferes with the operational needs of the department. (Amended 09/09/03, 01/06/04, 08/25/09)

€. A proposed wrilten notice of disciplinary action must be served on an employee within 120 calendar days from the date
Human Resources is made aware of the occurrence of the incident giving rise to the discipline, provided however that
this period of limitation shall be tolled if an investigation is being conducted by a law enforcement authority into
criminal charges against the employee arising out of the same incident. Once a Department Head receives notice from
the employee that charges have been preferred, through an indictment or information, or that the criminal investigation

has been concluded without the preferral of charges, then the time period will resume running. (Amended 09/09/03,
01/06/04, 8/25/09, 09/19/17)

f. Any issue of non-compliance with these provisions will be considered by the hearing officer and/ or Commission upon
the appeal of the disciplinary action. (Amended 01/06/04)

g Excluding Section 3 (e), in computing any time periods set forth in this Rule, Saturdays, Sundays, and City Holidays
shall not be included. (Amended 01/06/¢4, 09/19/17)

h. Nothing in the Rule shall prevent suspension of the employee from service without pay in appropriate circumstances.
{Amended 01/06/04)

i. A copy of this rule shali be attached to each notice of proposed disciplinary action. (Passed 1/6/04)

Section 4. Resignation Before Appeal Decision

The acceptance by Department Head of the resignation of a person discharged before final action on the part of the
Commission will be considered a withdrawal of the charges and the separation of the employee concerned will be recorded
as a resignation and the preceding will be dismissed without judgment. (Amended 7/31/07)

Section 5. Disqualification for Reappointment

Any employee who is dismissed for cause or who resigns while not in good standing will be disqualified from taking a Civil
Service examination for two years thereafter. His name will be removed from all eligible lists, unless, in the judgment of the

Commission the cause of his dismissal or resignation under charges will not affect she possibility of his or her usefulness in
some other position. (Amended 8/25/09)

Section 6. Non-Certification of Suspended Persons
The names of persons suspended will not be certified from eligible lists during the period of suspension.

Section 7. Election to Forfeit Anpual Leave

Regular employees suspended for not more than ten (10) working days may elect to forfeit annual leave for a period equal
to the suspension, or to the extent of the employee’s annual leave balance, subject to approval of the Department Head. The
election provided for herein, shall work a waiver of the employee’s right to appeal the disciplinary action to the Commission,

EMPLOYEE’S INITIALS KD Page3 of 8




EP CITY OF EL PASO, TEXAS
TX PROPOSED NOTICE OF SUSPENSION

Name: Kirk Douglas Last 4 #s of SS #: 5695 Date: June 3, 2024
Position: Recreation Leader Employee 1D # 031205

and the employee shall be so advised in plain English on a suitable form upon which the election shall be made, as developed
by the Human Resources Director and appended to the notice of suspension, The Department Head shall not unreasonably
withhold approval of the employee’s election. (Added 05/11/04, Amended 7/31/07)

Section 8. Formal Counseling

Formal Counseling is not within the type of disciplinary action specified in Section 6.13-2 of the Charter which may be
appealed to the Civil Service Commission. A formal counseling is issued by the Department Head and considered a written
counseling to address employee workplace conduct. Employees receiving a formal counseling shall have the right to place

responses to the formal counseling into their personnel files which shall remain in the file so long as the formal counseling to
which the response relates remains in the file.

Included in, or in conjunction with, the formal counseling document, the Department Head must provide the employee with

written notice of the reasons for the formal counseling, with sufficient explanation to place the employee fairly upon his
defense.

Upon an employee’s request, formal counselings shall be removed from an employee’s personnel file afier the expiration
of twelve (12) months from the date of the last format counseling, provided the employee has not received any disciplinary
action during the twelve (12) month time period between the request and the last-received formal counseling. Formel
counselings meeting the criteria above shall not be considered against the employee for purposes of determining progressive
discipline or performance evaluations, regardless of whether or not the employee requested removal of the formal
counselings. (Added 8/25/09) (Amended 11/2/10, 3/6/12, 1/20/15, 11/15/16)

TAL RULE
Section }. Any department head shall have the right to promulgate rules and regulations regarding the operation of his
department, and the conduct of the employee therein, subject to the consent and approval of the City Manager, provided
that such rules do not conflict with the Civil Service Charter or the Rules promulgated thereunder. (Amended 07/11/06)

Section 2. Large departments having various sub departments may, in their rules, have rules and regulations pertaining to
said sub departments in addition to general rules and regulations regarding the department. (Amended 7/31/07)

Section 3. The Human Resources Director may promulgate, rules, regulations and policies and procedures, that apply to
all or some city departments, as may be specified by the Director, regarding any requirements applicable to the employees
of such departments, subject to the consent and approval of the City Manager, provided that such ruies, regulations, or
policies and procedures do not conflict with the Civil Service Charter or the Rules promulgated hereunder. (Added 3/6/12)

Section 4. Any Department Head may, as provided in the Charter, suspend, discharge or demote any employee for
insubordination, for failure to comply with departmental rules and regulations, for failure to comply with the Rules of the
Commission or for failure to obey any lawful order of a superior officer. (Amended 07/11/06)

Section §. The Human Resources Director is authorized to maintain a comprehensive manual of safety procedures and
driver safety standards of all employees. Each employee shall receive 2 link to a copy of the manual. (Added 3/6/12)
CITY OF EL PASO — SEXUAL HARASSMENT PREVENTION POLICY PROCEDU ust 9, 2021

I. PURPOSE

The City of El Paso is committed to fostering a work environment free from sexual harassment. This policy establishes
procedures and responsibilities for reporting, investigating, and resolving suspected and alleged sexual harassment.

Sexual harassment is a form of discrimination that vialates Title VII of the Civil Rights Act of 1964, (as amended), the
Civil Rights Act of 1991 and related State of Texas statues.

EMPLOYEE'S INITIALS __IKD) Page 4 of 8




EP CITY OF EL PASO, TEXAS
TX PROPOSED NOTICE OF SUSPENSION

Name:; Kirk Douglas Last 4 #'s of SS # 5695 Date: June 3, 2024
Pasition: Recreation Leader Employee ID #: 031205
IV. POLICY

VI

Sexual Harassment is strictly forbidden. Any behavior that constitutes inappropriate workplace behavior is prohibited,
vegardless of intent or severity, even if it does not meet the definition of Sexuval Harassment above. Retaliation against
employees for opposing alleged or suspected sexual harassment or for filing a charge, testifying, assisting, or
participating in any manner in a Sexual Harassment investigation, proceeding, or hearing is strictly prohibited,

The City will immediately investigate all allegations of Sexual Harassment, which includes any behavior defined above
as Sexual Harassment. Any supervisor, coworker or other Agent, of the City who knew or should have known of the
alleged Sexual Harassment and did not take immediate action to corvect it may be personally liable, in accordance with
Texas Labor Code, Chapter 21.

PROCEDURES

C. INVESTIGATION AND DISCIPLINE

If an investigation reveals that the complaint is substantiated, prompt disciplinary action and other appropriate
measures designed to stop the Sexual Harassment immediately and to prevent its recurrence, will be taken.

SCOPE

In addition to incidents that occur on a City campus or property, the City may investigate and take disciplinary action
in response to incidents that take place during official functions of the City, or incidents that have a substantial
connection to the interest of the City, regardless of the location in which the incident(s) occur.

ITY OF EL PASO’S MISSION, VISION AND VALUES
Mission: Deliver exceptional services to support a high quality of life and place for our community.
Vision:  Develop a vibrant regional economy, safe and beautiful neighborhoods and exceptional recreational, cultural

and educational opportunities powered by a high performing government.

Values: [Integrity — Trusted to do the right thing.

Respect - Recognize the value and dignity of all individuals.

Excellence - Perfect effort.

Accountability — Passionate and determined.

Peaple - Qur teams are problem-solvers and collaborate with our customers.
CITY OF EL, PASO — INARY POLICY AND MATRIX {May 30, 2018
I. POLICY:

1.

The City of El Paso is committed to a goal of high performance by all employees in order to fulfill its mission of
outstanding customer service to the citizens of our community. The purpose of this policy and matrix is to provide City
leaders and supervisors with a guideline and reference for corrective and disciplinary action. The City of El Paso Human
Resources Department accepts and investigates all allegations of employee misconduct and imposes corrective and
progressive disciplinary action in a timely and consistent manner, as appropriate, This policy outlines the procedure

for investigating allegations of employee misconduct, issuing corrective action, and applying the Matrix to impose
discipline,

PROCEDURES:

EMPLOYEE'S INITIALS _ KD Page 5of 8




EP CITY OF EL PASO, TEXAS

TX PROPOSED NOTICE OF SUSPENSION
Name: Kirk Douglas Last4 #s of SS #. 5695 Date: June 3, 2024
Position: Recreation Leader Employee ID #: 031205

A. Basis for Discipline

1. Employees are subject to discipline for violations of the law, City Charter provisions that constitute cause
for discipline, Civil Service Commission Rules and Regufations, City policies, Departmental policies and
procedures and verbal or written directives from supervisory personnel.

Failure to report a violation of anything listed under [1-(A) is considered a basis for discipline.

All disciplinary actions taken under this policy ere subject to, and shall be consistent with, applicable federal
and state law, local ordinances, administrative directives, El Paso City Charter, and Civil Service
Commission Rules and Regulations.

W

B. Information Gathering and Processing

{. It is the duty of all supervisory employees to assist those who express the desire to report allegations of
misconduct against any City employee. The informant need not be the aggrieved party, but may be anyone
who witnessed or otherwise became aware of an incident of misconduct. Information regarding allegations
of misconduct must be immediately reported to the Department Head and/or the Human Resources Director.

3. Employees are required to provide a statement or answer questions during administrative investigations.
Employees who withhold information, thwart, impede or fail to cooperate with administrative
investigations will be considered insubordinate and subject to disciplinary action up to and including
termination. Upon conclusion of the administrative investigation, the DHRM or Human Resources
Director, or designee, will advise the Depariment Head of any findings from the investigation and
recommend disciplinary or corrective action as appropriate. However, it is the Department Head’s
responsibility to make the final determination and defend the discipline to be administered as a result of
any review.

1V. DISCIPLINARY MATRIX
The attached disciplinary matrix provides supervisory personnel and Department Heads with the parameters of
discipline that shall be imposed on an employee when an infraction occurs that violates the law, a Civil Service rule,
policy, or regulation of the department. The purpose of the matrix is to provide notice to employees of the types of
conduct that will result in disciplinary action and to serve as a deterrent of such conduct so as to promote efficiency of
service by ensuring high standards of City service and maintaining public confidence in the City of El Paso.

The matrix is intended for use as a guide to selecting an appropriate level of discipline for the actionable misconduct.
This_matrix does pot substitute for supervisory judgment and does not dictate discipline. Rather, this matrix
provides a framework within which supervisors exercise judgment on a case-by-case basis within the parameters
provided. The final determination for discipline at the minimum level or higher rests with the Department Head as
defined in Civil Service Rule 8 and Rule 11, or as defined in the Civil Service Rules and Regulations.

The offenses listed under each level are not intended to be 2n exhaustive listing. No attempt has been made to list every
possible cause for disciplinary or adverse action. The fact that specific misconduct is not listed as an offense does not
mean discipline cannot be imposed. Supervisors should evaluate misconduct not listed to the offenses listed and use a
form of discipline that most closely coincides with a comparable, listed offense.

The following are the categories of discipline:

B. Suspension: A suspension without pay for a definite period of time must be completed on an appropriate Notice of
Suspension form in accordance with Civil Service Commission Rules. The Notice of Suspension must:

1. Tdentify which State or Federal laws, tules, policies, and/or regulations were viclated,

EMPLOYEE’S INITIALS El) Page 6 of 8




EP CITY OF EL PASO, TEXAS
X PROPOSED NOTICE OF SUSPENSION

CITOF [ riyD

Name; Kirk Douglas Last 4 #s of SS # 5695 Date: June 3, 2024
Position: Recreation Leader Employee ID #: 031205

2. Contain narrative specifications (charges) and

3. Include a record of previous discipline, if any. The Notice of Suspension shall be administered by the
Department Head. The Department Head, along with supervisors, shall work with the Human Resources
Director for specifications. The Notice of Suspension must always be reviewed by the City Attorney’s Office
before being administered to the employee.

V. APPLICATION OF THE DISCIPLINARY MATRIX
A. The application of progressive discipline is designed to take into account any instance of corrective action or
previous discipline. The Department Head shall choose the appropriate disciplinary action at the appropriate level
for each offense,

1. A Department Head has a choice of severity of disciplinary action beginning from the floor for the specific type
of offense, at the appropriate level. When significant mitigating or aggravating circumstances exist, the
discipline range may be expanded upon in either direction. For example, if the matrix indicates a 10-day
suspension, the Department Head may determine that a less severe consequence is more appropriate based on
mitigating factors. Likewise, the discipline could be greater than a 10-day suspension if there are significant
aggravating factors. Whenever prior violations are used to support a more severe discipline, those offenses
shall be cited in the notice of Discipline. When & series of offenses have been committed and action could not
have been taken on each before another was committed, a more severe discipline maybe assessed for the
combined offenses rather than what would be appropriate for any single offense.

2. The Department Head in accordance with CSC Rule 11 retains the right to promulgate rules and regulations
regarding the operation of bis or her department. Similarly, situations may arise that are not written in a rule or
policy; in such a circumstance, an appropriate level of discipline will be imposed. Nothing in this policy shall
prohibit a Department Head from departing from utilizing a higher form of discipline, to include termination,
if the circumstances warrant such action.

3. These disciplinary guidelines are standard recommendations and not meant to be an all-inclusive list of possible
infractions. The Human Resources Director retains the right to modify, or amend this policy and matrix as
needed without advance notice.

City of El Paso Disciplinary Matrix (May 30, 2018)
Level 3 Violation — Sexual Harassment — incident of a sexual nature — 1* Offense: 10-day Suspension

Date Received by Human Resources: February 20, 2024
120" Day Deadline, pursuant to CSC Rule 8 Section 3(e): June 19, 2024

SPECIFICATIONS:

A Fact-Finding Process/Investigation was initiated by Human Resources on February 20, 2024 after a member of the public,
working as a Score Keeper, alleged being sexually harassed by you.

Based on the fact-finding process, there is evidence to support violations of the Sexual Harassment Prevention Policy and
Procedures, as follows:

EMPLOYEE'S INITIALS K! ) Page 7of 8




EP CITY OF EL PASO, TEXAS
X PROPOSED NOTICE OF SUSPENSION

Name: Kirk Douglas Last 4 #s of SS #: 5695 Date: June 3, 2024
Position: Recreation Leader Employee ID #: 031205

On February 16, 2024, in the course and scope of your employment, you engaged in a conversation with a non-City
Score Keeper, while she was engaged in conducting business on City property. On February 17, 2024, the day
immediately following your interaction, the score keeper reported the details of your interaction.

Specifically, she reported to Parks and Recreation staff that you began making conversation, and you began asking
questions about her age and more personal aspects, such as her relationship status. She informed you that she was
only 18 years old, and you asked whether she would date an older guy. She reported that she responded no, but you
insisted on essentially trying to minimize your age difference and that you could work things out.

Further, she reported that during the interaction you repeatedly asked her for her social media (Instagram)
information, and she told you no muitiple times. Similarly, she reported that you repeatedly asked for her phone

number, and she had to keep saying no. Overail, she directly reported that the situation made her feel uncomfortable,
because of your persistence and not taking no for an answer,

In March and April of 2024, you wetre asked about this occurrence by investigators/analysts with Human Resources.
You acknowledged that you spoke to the Score Keeper about her Instagram account. When the Score Keeper did
not give you her Instagram information, you stated that you made a comment to her that Instagram is a public place
and questioned her as to whey she would not give you her [nstagram information if she does not post any “explicit
photos”. Whether your words were “explicit photos” or “nudes”, this insistent questioning on personal matters was
still offensive and inappropriate for the workplace. Your repeated and persistent actions went beyond attempting to
engage in conversation or getting to know the Score Keeper in a friendly manner.

Additionatly, a witness confirmed that you repeatedly stood at the entrance of the gym where the Score Keeper was
working and stared at her on more than five (5) occasions causing her to feel uncomfortable in the workplace.

Your actions are in violation of the Sexual Harassment Prevention Policy and Procedures. According to the policy, Sexual
Harassment is strictly forbidden. Any behavior that constitutes inappropriate workplace behavior is prohibited, regardless
of intent or severity. The policy is designed to stop this type of behavior and prevent its reoccurrence. Your actions and
behavior are not in alignment with City’s Mission, Vision or Values and will not be tolerated.

Your disciplinary history reflects the following:
On May 8, 2024, you received a three (3) day suspension for Disobeying a Direct Order.

Based on the above specifications, the City of El Paso Parks & Recreation Department has determined that your services
are to be suspended for ten (10) workdays. Be advised that a recurrence of this or of a similar type incident will result in
more severe disciplinary action, up to and including termination of your employment with the City of El Paso.

You have thirty (30) days from the date you receive the final nofice to appeal this action to the Civil Service Commission.
The City reserves the right to amend these charges and/or specifications at a later date.
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BEFORE THE CIVIL SERVICE COMMISSION
FOR THE CITY OF EL PASO, TEXAS

IN THE MATTER OF
KIRK DOUGLAS, APPELLANT

DOCKET NO. 24-PR-01PP
AND

0 U R D D S O

THE CITY OF EL PASO

AFFIDAVIT OF ALEJANDRA RIVERA - SR. HUMAN RESOURCES ANALYST

STATE OF TEXAS §

§
COUNTY OF ELPASO  §

BEFORE ME the undersigned authority, appeared Alejandra Rivera, who, being by me duly
sworn, satd as follows:

“My name is Alejandra Rivera. I am over the age of eighteen (18) years, of sound mind, and
capable of making this affidavit. I have never been convicted of a crime and am competent to
make this affidavit. The sworn factual statements below are within my personal knowledge and
are true and correct.

1 am one of the Senior Human Resources Analysts (“HR”) with the City of El Paso. I specifically
work in the City’s [fuman Resources Department’s — Employee Relations section. | have worked
with the City for about 5 years, since October 2019. [ began my career with the City as a HR
Analyst, and promoted to a Senior HR Analyst in October 2022. Prior to beginning my
professional career with the City, I graduated from the University of Tcxas of El Paso in 2018,
with a degree in human resources.

[ was assigned to be the lead HR investigator/analyst in this matter. I conducted the investigation
over a period of several weeks, | helped prepare the Proposed Notice of Suspension served on
Mr. Douglas. As part of HR’s employee relations section, | am routinely involved in disciplinary
matters with employees from Parks & Recreation and other City departments.

Once the investigation was completed and Proposed Notice of Suspension was prepared and
reviewed, the next step was to serve Mr. Douglas with the notice of proposed disciplinary action
being contemplated by the Department Head, in this case Pablo Cabailero, the Director of the
City’s Parks & Recreation Department.

EXHIBIT

1 (177



10.

L.

On Friday May 31, 2024, myself and Director Caballero were scheduled to meet with Mr.
Douglas at the City’s “City 3" building to serve Mr. Douglas with the Proposed Notice of
Suspension. However, Mr. Douglas did not attend the meeting that day, so we rescheduled for
the following Monday June 3, 2024, to promptly provide him with the notice.

On Monday June 3, 2024, myself and Director Caballero met with Mr. Douglas. Mr. Douglas
was served with the Proposed Notice of Suspension, dated June 3, 2024. The Proposed Notice
of Suspension was signed by Mr. Douglas on the bottom left-hand corner of page 1. Attached to
this Affidavit is the Proposed Notice of Suspension, signed June 3, 2024.

Additionally, at the June 3, 2024, meeting Mr. Douglas was also provided with the written
materials in the possession of Director Caballero that formed the factual and evidentiary basis
for the proposed disciplinary action. Specifically, Mr. Douglas was provided with several
categories of documents and signed an Acknowledgement Memorandum that he received those
documents on that day. Attached to this Affidavit is the June 3, 2024 memorandum signed by
Mr. Douglas. The purpose of such a meeting is to simply provide the employee with the
discipline notice and documents, so the employee can review the details.

During the meeting on June 3, 2024, Mr. Douglas was informed that within 10 working days of
the notice, he had the option to request a conference meeting with Director Caballero. This 10-
day window is meant for an employee, such as Mr. Douglas, to review the notice and documents
and decide whether they want to request a conference with the Director to discuss the matter and
proposed disciplinary action. In this case that was a 10-day suspension. However, Mr. Douglas
did not request the conference to meet with Director Caballero.

Once the 10-day window passed, a follow up meeting was scheduled for June 20, 2024, to
provide Mr. Douglas with the final Notice of Suspension. The 10-day mark would have occurred
on June 17, 2024, but Mr. Douglas was on vacation and leave for several days, and there was a
City holiday as well.

On June 20, 2024, Mr. Douglas met with myself and Director Caballero. Mr. Douglas was
provided with the opportunity to take vacation leave in lieu of suspension, but Mr. Douglas
declined. The final Notice of Suspension, dated June 20, 2024, was signed by Mr. Douglas and
he began serving the 10-day suspension. Attached to this Affidavit is the final Notice of
Suspension, signed June 20, 2024,

[ am familiar with the manner in which HR and other City department records are created and
maintained by virtue of my duties and responsibilities as a Senior Human Resources Analyst.
The records are kept in the course of regularly conducted activities by HR and City departments,
and it is the regular practice to make these records.

Affiant states nothing further."



Signed this 2 g day of September, 2024. %@

Alejandra Rivera

BEFORE ME, personally appeared Alejandra Rivera, proved to me through a government
issued identification to be the person whose name is subscribed in the foregoing instrument and
acknowledged to me that he exccuted the same for purposes and considerations thereby expressed.

SWORN TO AND SUBSCRIBED before me on this'?f_‘%day of September, 2024.

BELINDA JEAN SCOTT :
g)’a’ Notary ID #3188669 Notaly Public, Stafe of Te
A
Sl

J/ My Commission Expires
ik September 23, 2027
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RULE 8
Suspension, Reduction. Discharge

Section 1. Causes of Suspension. Reduction or Discharge,

The following may constitute causes for discharge, suspension or reduction of regular employees: That
an officer or employee in the Civil Service: (Amended 7/31/07)

a. Has been convicted of, or entered a period of deferred adjudication with community supervision for,a
felony or Class A or B misdemeanor; or (Amended 9/17/13)

b. Has willfully, or through culpable negligence been guilty of brutality or cruclty to an inmate or
prisoner of a city institution or to a person in custody, provided the act committed was not necessarily or
lawfully done in self defense, or to protect the lives of others, or to prevent the escape of a person
lawfully in custody; or (Amended 3/6/12)

¢. Has been under the influence of intoxicants or drugs or the use thereof while on duty; or

d. Has contracted a disease or has some physical or mental ailment or defect which makes him unfit for
Civil Service, to the extent permissible under federal and state laws. (This subsection may not be availed
in any case to effect the discharge of an employee where such employee is entitled to and intends in due
course to seek leave of absence for the purpose of procuring proper treatment for such disease if it is
curable within the maximum of 12 month time allowed hereunder for leave of absence. Action hereunder
will not in anywise affect the right of one suffering physical injury or disability arising from course of
employment in the Civil Service to retirement or disability payments under any existing retirement or
disability payments, or to participate in any retirement or disability plan adopted by the City); or
(Amended 11/13/84, 8/25/09, 9/17/13)

e. Is wantonly offensive in his conduct or language towards the public, an elected or appointed official,
the head of any department, or his fellow employees; is abusive, threatening, or uses coercive treatment
to another employee or a member of the public, or provokes or instigates violence; or abusive to an
animal in the care or control of the employee; or (Amended 8/25/09, 3/6/12, 9/17/13)

f. Is incompetent or negligent in the performance of duties, including but not limited to, failure to
perform assigned tasks, or failure to discharge duties in an accurate, prompt, competent, or responsible
manner; or (Amended 8/25/09, 9/17/13)

g. Is dishonest, commits thefi, violates a law, or violates policies relating to the handling or procurement
of property, or negligent in care or misuse of City property; or (Amended 7/31/07, 3/6/12, 9/17/13)

h. Abandons his position, has repeated unexcused absences or tardies, abuses leave privileges, or is
absent without notification or without the provision of a valid or acceptable reason for the absence; or
(Amended 9/17/13)

i. Fails to meet or maintain qualifications, including but not limited to, failing to obtain or maintain
required certificates, licenses or other credentials established for the employee’s position or
classification; or (Amended 9/17/13)

j. Has induced, or has attempted to induce an officer or employee in the service of the City to commit an
unlawful act or to act in violation of any lawful departmental or official regulation or order; or has taken
any fee, gift, or other valuable thing in the course of his work or in connection with it, for his personal
use from any person, when such fee, gift or other valuable thing is given in the hope or expectation of
receiving a favor or better treatment than accorded other persons; or (Amended 8/25/09)

REVISED 1/20/15; 11/15/16; 3/7/17, 9/19/17; 11/28/17 20



k. Deliberately or carelessly acting in a manner that endangers the safety of self or others; or (Amended
9/17/13)

I. Except as permitted in paragraph (q) below, engaging in the following political activity is prohibited
and the employee will be subject to disciplinary action for the following conduct (Amended 1/20/15):

(1) actively engaging in the management or organizational committee of any municipal campaign;
(2) acting as a worker at the polls in a municipal election;
(3) participating in the solicitation of money in a municipal election;

(4) contributing money or other valuables for any political purpose in connection with municipal
elections;

(5) while on duty, engaging in the distribution of any political material;

(6) while on duty, promoting or engaging in the candidacy of any candidate or political party during
any election period, whether it be a partisan or municipal election,

(7) using city time or resources for any political purpose;
(8) while wearing a city uniform, engaging in any political activity;

(9) attempting to influence the vote or political action of any city employee whether superior or
subordinate, while on duty,;

(10) attempting to influence, through threat or coercion, the vote or political action of any city
employee whether superior or subordinate, while on or off duty;

(11) recruiting or encouraging other city employees to support or participate in municipal elections;

(12) accepting political paraphernalia while on duty or on city property;
(13) using your city title or position in an endorsement for any political election.
Anything not prohibited above is permitted, to include the following:
(1) engaging in the organizational efforts of partisan elections;
(2) participating in partisan election steering committees;

(3) demonstrating their political preference in partisan or municipal elections by displaying
political paraphernalia representative of their political preference, so long as the employee is off
duty, not in uniform, and not in a city facility, and does not use his city position or title; {Amended
8/25/09)

(4) participating in the dialogue of community forums in any election;

(5) endorsing the candidate of their choice in any elections so long as the employee is off duty, not
in uniform, and not in a city facility, and does not use his city position or title; {Amended 8/25/09)

(6) participating in all matters related to their candidate’s election in partisan clections;
(7) joining political clubs and organizations;
(8) participating in all partisan activities related to the election process.
(Amended 05/07/02)
m. Violates the City’s Ethics Ordinance; or (Added 7/31/07)
REVISED 1/20/15; 11/15/16, 3/7/§7, 9/19/17, 11/28/17 21



n. Refusal to follow the lawful order of a superior or supervisor; or (Added 7/31/07)

o. Subjecting a fellow employee or subordinate to unlawful intimidation, harassment or retaliation; or
(Added 7/31/07)

p- For just cause; or (Added 7/21/07)

g. As permitted by law, and as provided in Rule 10, an employee may become a candidate for public
office while maintaining his or her employment with the City; however, the employee must continue to
fulfill all the duties and responsibilities associated with his or her city employment. An employee is
prohibited and will be subject to disciplinary action for campaigning or taking affirmative action for
the purpose of gaining nomination or election to public office while on duty, while using city time or
resources, and/or while in city uniform. (Added 1/20/15)

1 upon such employ | 1 of discipling
contam one or more statutory reasons or grounds for discipline, together with such specifications of
fact as will enable the employee to make an explanation and place him fairly upon his defense. The
specifications of fact shall be of sufficient specificity so as to preclude the possibility of disciplinary
action for the same act or omission in the future. Nothing contained herein shall prohibit the
Department Head from using an employee’s prior acts or omissions resulting in discipline in
determining future disciplinary action against the employee. An employee may be disciplined for
other acts or omissions not specified in the notice even if such acts arise from the same incident or
event. A Department Head may not unilaterally reduce the discipline given once nouce of dlSCl p lne

has beenrovrded to_the employee wnhoul the employee’s consent i 5f stich] notice ‘of

employee that is inconsistent with lhetheory of dlsmplme or that could tend to mitigate the contemplated
sanction. (Amended 8/25/09)

of the discussions that take place dunng the conference may be offcred into evtdence at any subsequent
hearing, except for the limited purpose of determining compliance or non-compliance with the provisions
of this Rule as provided in paragraph "f* and for impeachment purposes. In the event such a consensus is

REVISED 1/12015; 11/15/46; 37117, 9/1917, 11/28:17 22



reached, the execution by the employee of documents finalizing the settlement agreement shall
constitute a waiver of the employee's right to appeal to the Commission, and the employee shall be so
advised in plain language. (Amended 09/09/03, 01/06/04, 8/25/09; 1/20/15)

c. Respecting discharge, those departments currently using a pre-termination hearing shall not be
required to have a conference as contemplated hereinabove provided that the time between notification
and hearing shall be at least five (5) days and further provided that there shall be no change to current
practices regarding violations of applicable federal laws. (Amended 09/09/03, 01/06/04, 8/25/09)

d. The employee is entitled to have a representative of their choice assist them in the preparation and
presentation of their response, provided further that in the event the representative is an employee of
the City, he shall use vacation ieave or personal days for such time as may be required for the
representative to attend the conference. If the employee does not have any accrued vacation or personal
days, the employee will be placed on unpaid administrative leave for such time as may be required for
the representative to attend the conference. The employee must provide his Department Head with two
days notice of the request to take the above leave. The Department Head may disapprove the request if
the leave significantly interferes with the operational needs of the department. (Amended 09/09/03,
01/06/04, 8/25/09)

u;... ] z s made ' ce of the mcxdent m' viny nseto

con ucted by a law enforcement authority into criminal charges against the employee arising out of the
same incident. Once a Department Head receives nofice from the employee that charges have been
preferred, through an indictment or information, or that the criminal investigation has been concluded
without the preferral of charges, then the time period will resume running. (Amended 09/09/03,
01/06/04, 8/25/09, 09/19/17)

£ Any iss non-compliance with these provisions will be considered by the ‘hearing officer and/or
Q ISS]OI‘I upon the appeal of th the dISClEIIM action}. (Amended 01/06/04)

g. Excluding Section 3 (g), in computing any time periods set forth in this Rule, Saturdays, Sundays,
and City Holidays shall not be included. (Amended 01/06/04, 09/19/17)

h. Nothing in this Rule shall prevent suspension of the employee from service without pay in
appropriate circumstances. {Amended 01/06/04)

i. A copy of this Rule shall be attached to each notice of proposed disciplinary action. (Passed 1/6/04)

Section 4. Resignation Before Appeal Decision.

The acceptance by Department Head of the resignation of a person discharged before final action on
the part of the Commission will be considered a withdrawal of the charges and the separation of the
employee concerned will be recorded as a resignation and the proceeding will be dismissed without
judgment.(Amended 7/31/07)

Section 5. Disqualification for Reappointment.

Any employee who is dismissed for cause or who resigns while not in good standing will be disqualified
from taking a Civil Service examination for two years thereafter. His name will be removed from all
eligible lists, unless, in the judgment of the Commission the cause of his dismissal or resignation under
charges will not affect the possibility of his usefulness in some other position. (Amended 8/25/09)
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Marquez, Matthew G.

Subject: s_é]:l' Notice of Suspension fKirk Douglas/Alondra Aleman)
Location: - : 22

End: on 6/3/2024 10:00 AM

Recurrence: (none)

Meeting Status: Meeting organizer

Organizer: ;-'mv:e:ra;‘ﬁ[g?pgjga": X

Required Attendees: E(.:aballero,-vPabio-E.. ,-;
iyt W




Marsuez, Matthew G.

Subject: m&l}:s,Ei"r\qLNince.of.Susperfsion
Lacation: City 3

Start: ngDjI_ZOM'Q':GQ AM T

End: Thu 6/20/2024 9:30 AM

Recurrence: (none)

Meeting Status: Meeting organizer

Organizer: . Rivera, Alejandra |~ -

Required Attendees: Gabalfero, Pablo €. .

[ e i 1
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[Douglas, Kirk E /

6/01/2024 - 6/21/2024, Selected
range of dates

031205

1 Employee(s) Selected

Date | Schedule | Pay Code | Amount In Transfer| Out tn |Transfer| Out |Shift|Daily Period:

2 “
S oo | |1 20

0 1;310;:» i G:E:P 55 | 8.0 | 12.0

eT/l;; %:3?% Ll i S:SASP 85 | 8.5 | 205
Z‘}Sf-, 9:50AM N o
12:18PM i 4:&°P 3.7

SLP 1.9 | 4:00PM 7.4 | 219

Bl Iaag s 401PM [4:31PM B 22 101101 380

6737 12:3?833- i 8:&” 2 2:&2'; 6.0 { 6.0 | 44.0

as}g‘a 44.0

:/l:;; 44.0 d

oo | e on e 4:50PM |5:20PM /28080520

;'ﬁ ‘;fgg:::’ 11:32AM 3:00PM [3:30PM 7:58PM | 8.0 | 8.0 | 60.0

' fgac) | 80 | 8:00AM 8.0 | 68.0

ﬂ_\ | 8.0 8:00AM 8.0 | 76.0

USLEf | 80 | 8:00AM 8.0 | 840

84.0

84.0

= ,J'_, g0 W~ 8.0 | 920




Date | Schedule | Pay Code |Amount In Transfer Out In |Transfer| Out |Shift|Daily |Period
;7"’—% w* 20
ACH1'6.0 8.0 | 100.0
‘&‘ig [gungteenth| 8.0 8.0 | 108.0
GT;;‘:) WO | 007 ~
%205‘:'3' 9:00AM 1:31PM | 2:02PM % ,5,:3'0 7.93| 8.0 [ 1160
s Fri
= 6/ SUS |[8.0 9~ 8.0 {1240
21
12:30AM-
9:00PM
Totals
All All
Account Pay Code Amount Wages
51270/51270-000056205/0/0/0/0/0 EV 9.1 $0.00
51270/51270-000056205/0/0/0/0/0 HOL 8.0 $0.00
51270/51270-000056205/0/0/0/0/0 LWO 2.07 $0.00
51270/51270-000056205/0/0/0/0/0 REG 66.03 $0.00
§1270/51270-000056205/0/0/0/0/0 SLF 16.0 $0.00
51270/51270-000056205/0/0/0/0/0 SLP 1.9 $0.00
51270/51270-000056205/0/0/0/0/0 SuUS 8.0 $0.00
51270/51270-000056205/0/0/0/0/0 VAC 22.0 $0.00
51270/61270-000056205/0/0/0/0/0 WorkedtimeCPC 66.03 $0.00




