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NOTICE

Due to the dynamic nature of law enforcement and the impact of court decisions and statutory changes on police operations, it is important that each department review this information to verify that it is consistent with current federal, state and local law and regulations, and with departmental policy and procedure.  This information is not intended to substitute for the advice of legal counsel.  You should speak with your legal advisor about the sufficiency of your department’s manual, policy, curriculum, and training program.  This material should not be used as the sole basis for compliance with any law or regulation, and departments should not rely on this material as a legal defense in any civil or criminal action. 

The Texas Law Enforcement Best Practices Recognition Program requires departments to provide training in understanding Sexual and other Unlawful Harassment prevention.  Agencies must comply with the requirements of the Recognition Program if they intend to attain Recognized status.  This training will meet the requirements of standard 2.11 as required by the Recognition Program.

 While this training will meet the requirements for the training required by Standard 2.11 of the Texas Law Enforcement Best Practices Recognition Program, the Texas Police Chief’s Association or the Best Practices Program is not responsible for the content and delivery of this material by individual departments.

XXX Police Department

Lesson Plan

Course Title:
Sexual and Other Unlawful Harassment Prevention






Prepared By:





Date:

Time Allocation: 1-2 Hours



Recommended Class Size: Less than 25

Prerequisites:  None

Equipment Needs:
Power Point Projector with Slide Advance, Screen





Student Handout:
Department Policy on Harassment Prevention

Instructor Needs:


Instructor References:  Texas Law Enforcement Best Business Practices – Standard 2.11




  Department Policy on Harassment Prevention

Learning Objectives:

1. Introduction & Definitions
· Define sexual harassment.

· Understand other forms of Discrimination and Harassment in the workplace.
2. Departmental Policy 
· Understand the Department Policy on Harassment.

· Understand the responsibilities that apply to all members.
· Understand the reporting and Investigation Processes

3. Prohibited Conduct
· Identify prohibited conduct and consequences.
Course Outline:  Attached

Testing Method:  Open discussion and questioning in class

Training Environment:  Classroom

Comments:  As the instructor presents the training, questions and scenarios should be used to ensure the students clearly understand the requirements of the Department Policy

SEXUAL AND OTHER UNLAWFUL

HARASSMENT PREVENTION
LESSON OUTLINE
I. Understanding Harassment

A. Sexual Harassment:

The most commonly discussed form of discrimination in the workplace. 
Defined as any unwelcome sexual advances, request for sexual favors, or other verbal or physical conduct of a sexual nature, when…
submission is made either explicitly or implicitly a term or condition of employment for the individual,
submission or rejection of the conduct by an individual is used as a basis for employment decisions affecting the individual, or
the conduct has the purpose or effect or unreasonably interfering with an individual’s work performance creating an intimidating, hostile or offensive work environment.
B. Forms of Sexual Harassment
Quid Pro Quo (This for that)
Hostile Work Environment 
C. Quid Pro Quo Harassment

a. Exchange “this for that”

More than just sex, can be
Back rubs

Date me 

Kiss me

Run errands for me

Do it or else…
b. Who creates it?   Answer: Someone in authority! 
c. Who is someone in authority? Answer: EEOC defines it as someone who undertakes and or, recommends tangible employment actions or directs employee’s daily work … A Supervisor!
d. Examples of this form of harassment include a request for sexual favors, accompanied by implied or overt threats concerning a person's employment status, or promise of preferential treatment in terms of benefits or status; granting job favors to those who participate in consensual sexual activity while penalizing those who refuse to participate; unwanted, intentional touching (patting, massaging, rubbing, hugging, pinching); telephoning or following an employee, during work hours or not, and either harassing the employee or requesting sexual favors.  
D. Hostile Work Environment

a. Defined as any conduct that has the purpose or effect of unreasonably interfering with someone’s work performance, or creating an intimidating, hostile or offensive work environment.
b. Who creates it?Answer:   Anyone in the workplace! 
c. A hostile environment exists when the employer tolerates unwelcome, pervasive conduct including sexual comments of a provocative or suggestive nature; jokes or innuendos intended for and directed to another employee; leaving sexually explicit books, magazines, photographs where employees will find them; unwelcome demeaning comments (such as talking about physical attributes), ridicule, offensive language, propositions or other similar actions; unwanted, unwarranted, unsolicited off-duty telephone calls and contact; signed or anonymous notes or drawings placed on or in desks, bulletin boards, or in lockers; deliberately singling out women in front of men co-workers (or vice versa) and subjecting them to demeaning or derogatory remarks. 
E. Not all Harassment is Sexual
a. Can also be based on:

race, religion, national origin, color, sexual orientation, age or disability.
b. All forms of Harassment in the workplace are prohibited!
II. Department Policy

A. Department General Order 2.3 Sexual Harassment prohibits all employees from committing or participating in sexual or other forms of illegal harassment.
B. Identifies responsibilities of employees and supervisors.
C. Identifies reporting and investigative procedures.
D. The department's policy is to provide a professional, businesslike work environment free from all forms of employee discrimination including incidents of sexual or other forms of illegal harassment.  
E. No employee shall be subjected to unsolicited or un-welcomed sexual overtures or conduct either verbal or physical.  
F. The harassing behavior, to be subject to this order, need not occur only during work hours on agency premises, but may occur before or after work at other locations.
G. Sexual or other unlawful harassment is misconduct and the department shall apply appropriate disciplinary sanctions.
III. Prohibited Conduct:
A. Employees shall not commit or participate in any form of sexual or other illegal harassment.
B. The department considers romantic relationships between supervisors and subordinates potentially non-consensual.  Personal relationships between supervisors and subordinates should be brought to the attention of the Chief of Police at the earliest point and determine a proper course of action.  Failure to do so may result in discipline.
C. Supervisors shall ensure that pornographic or suggestive photographs, illustrations, or cartoons shall not be posted or kept in any area of the department including locker rooms, desks, offices or other locations.  Materials of this kind used for investigative purposes shall be properly secured according to evidentiary standards.
D. Employees shall avoid inappropriate physical contact with one another unless required by a training situation or police procedure.  Kissing, back rubbing, embracing, and other unnecessary touching are prohibited on department premises or while on duty.
E. No supervisor shall make any employment decision that affects the terms, conditions, or privileges or responsibilities of an individual’s employment based on the basis of that person’s race, sex, religion, national origin, color, sexual orientation, age or disability.
IV. Employee Responsibilities:
A. An employee who believes he or she has been the victim of sexual or other illegal harassment should first tell the offender to cease the inappropriate behavior, although circumstances may not always allow the complainant to make this request.  If the conduct does not stop, or if the complainant is unable to confront the offender, the complainant shall contact his or her own immediate supervisor.  
B. The employee or supervisor shall immediately submit a memorandum to the Chief of Police through the chain of command detailing circumstances. 
C. Employees may also report incidents of harassment directly to the Chief of Police, City Manager or Human Resources Director if the offender is a higher ranking member of the department.  
D. If a supervisor learns of an incident of harassment, he or she shall report the matter to the Chief of Police even if the victim did not submit a complaint.
E. Employees must understand that sexual harassment can become a criminal matter.  Allegations of stalking, assault, and sexual assault shall be handled immediately as criminal investigations. 
F. Each employee of this agency is responsible for assisting in the prevention of harassment and discrimination by: 
a. refraining from participation in or encouragement of action that could be perceived as harassment and discrimination;
b. reporting observed acts of harassment and discrimination to a supervisor, and 
c. encouraging any employee who confides that he or she is being harassed or discriminated against to report these acts to a supervisor. 
G. Failure of any employee to carry out their responsibilities as defined in this policy will be considered in any performance evaluation or promotional decision and may be grounds for discipline.
V. Supervisor Responsibilities:
A. Although all employees shall be responsible for preventing harassment and/or discrimination, supervisors shall be responsible for: 
a. advising employees on the types of behavior prohibited and the agency procedures for reporting and resolving complaints of harassment and discrimination; and

b. monitoring the work environment on a daily basis for signs that harassment and discrimination may be occurring; stopping any observed acts that may be considered harassment and discrimination, and 
c. taking appropriate steps to intervene, whether or not the involved employees are within his/her line of supervision; and 
d. utilizing all reasonable means to prevent a prohibited act from occurring when he or she knows or should know that an employee will or may perform such an activity, and
e. taking immediate action to prevent retaliation towards the complaining party and to eliminate the hostile work environment where there has been a complaint of harassment and/or discrimination.
B. Each supervisor has the responsibility to assist any employee of this agency who comes to that supervisor with a complaint of harassment and discrimination in documenting and filing a complaint.
VI. Investigations of Harassment

A. Investigations into allegations of harassment will be investigated in the same manner as all other internal investigations.
B. The Chief of Police shall immediately take action to limit the concerned employees from any further work contact with the alleged offender.
C. Sustained allegations of harassment will result in disciplinary actions up to and including termination. 
VII. Department Philosophy

A. Our Department promotes diversity, mutual respect
B. We encourages positive resolution at the lowest level 
C. We prohibits inappropriate behavior and discriminatory practices
D. We review, investigate all concerns and complaints
Intent versus impact 

Frivolous or false claims
E. We take timely and appropriate action
F. We prohibit any retaliatory action
G. Applies to all employees
H. Courtesy and respect are foundational to prevention of harassment
Remember the “Golden Rule”

Treat Others the way you would like to be treated
Raise the bar to the “Platinum Rule”

Treat Others the way they wish to be treated 

