GREENFIELD BUSINESS ASSOCIATION
ANTI-HARRASSMENT POLICY

The Greenfield Business Association’s (GBA) employees and board will enjoy an environment free from implicit and explicit behavior used to control, influence, or affect the well-being of any member of our association’s community. 

Harassment of any individual based on race, color, gender/sex, age, religion/religious creed, national origin, ancestry, sexual orientation, disability/handicap, veteran status, military service, genetic information, or any other characteristic protected by law is unacceptable and is grounds for disciplinary action, and also constitutes a violation of state and/or federal law.

I. GENERAL PROVISIONS
A. Sexual Harassment
Sexual harassment is a form of sex discrimination. It is illegal under state and federal law and is a violation of GBA  policy. Sexual harassment is prohibited under Title VII of the Civil Rights Act of 1964, Title IX of the Education Amendments of 1972, an M.G.L. Chapter 151B Section 3a. In 1980, the Equal Employment Opportunity Commission amended its “Guidelines On Discrimination Because of Sex” under Title VII to include sexual harassment, defining the term as follows: 
“Unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual nature constitute sexual harassment when:
1. submission to such conduct is made either explicitly or implicitly a term or condition of an individual’s employment;
2. submission to or rejection of such conduct by an individual is used as the basis for employment decisions affecting such individual;
3. such conduct has the purpose or effect of substantially interfering with an individual’s work performance or creating an intimidating, hostile, or offensive working environment.” 
While it is not possible to list all of the circumstances that may constitute sexual harassment, the following are some examples of conduct which, if unwelcome, may constitute sexual harassment. This will depend on the circumstances, including the severity of the conduct and its pervasiveness:
• Sexual advances, whether they involve physical touching or not.
• Requests for sexual favors in exchange for actual or promised job benefits such as favorable reviews, increases in compensation and/or benefits, promotions or continued employment.
• Assault or coerced sexual acts.
• Epithets or jokes of a sexual nature, written or oral references to sexual conduct, discussion of one’s sex life, experiences or comments about an individual’s sexual prowess, deficiencies or activity.
• Display of objects, pictures or cartoons of a sexual nature.
• Leering, whistling or physical touching of another’s body. 
Any gender may be the harasser.
B. Other Harassment in the Workplace. For the purposes of this policy, other harassment is defined as verbal or physical conduct that denigrates or shows hostility or aversion toward an individual because of the individual’s race, color, gender/sex, age, religion/religious creed, national origin, ancestry, sexual orientation, disability/handicap, veteran status, military service, genetic information, or any other
characteristic protected by law. Harassment based upon these protected classes is a form of unlawful discrimination and is prohibited under Title VII of the Civil Rights Act of 1964 and/or M.G.L. Chapter 151B Section 4. 
Harassing conduct includes behavior that:
1. has the purpose or effect of creating an intimidating, hostile or offensive work environment, or
2. has the purpose or effect of unreasonably interfering with an individual’s work performance.
Some examples of such harassment are:
• Using epithets, slurs, or other negative stereotypes;
• Making jokes or pranks that focus on a protected characteristic;
• Circulating or displaying written or graphic material that denigrates or shows hostility or aversion toward a person or group because of a protected characteristic.
C. Complaint Procedure
GBA encourages employees and board members to make an internal report of any concerns about possible harassment in the workplace as action to stop conduct can only be taken if someone knows about its occurrence.

Any member of the GBA community who believes he/she/they has/have been subjected to inappropriate conduct in the workplace should notify any member of the GBA Executive Committee of the Board of Directors. 
The report details will be documented and a prompt and thorough investigation of the allegations will be conducted by a 3-person committee designated by the member the allegation was reported to (“investigation chair”). The committee will be comprised of board members determined to be uninvolved with the allegations. The investigation process will be reviewed and explained to all parties involved emphasizing the need for confidentiality that must be maintained throughout the investigation, recognizing that there are circumstances where complete confidentiality may not be possible without hindering the implementation of this policy and the fulfillment of its objectives. Where appropriate, the “investigation chair” will offer remedial action to protect the parties involved in the process. All pertinent documents will be reviewed and appropriate witnesses will be interviewed. Following an objective evaluation of the information gathered, the parties will be notified of the outcome of the investigation.

D. Violations of the Policy

If as an outcome of the investigation, a violation of this policy is found, the violator(s) will be subject to discipline, up to and including immediate termination of employment or dismissal from Board of Directors. GBA also recognizes that false accusations of harassment may have serious effects on innocent persons.

Employees found to have made false accusations of sexual or other harassment may also be subject to disciplinary action, up to and including immediate termination of employment.

NOTE: While this policy sets forth GBA’s goal of promoting a workplace that is free of harassment, as outlined above, the policy is not designed or intended to limit GBA’s authority to discipline or take remedial action in response to workplace conduct which it deems inappropriate or unacceptable, regardless of whether that conduct satisfies the legal definition of unlawful harassment.

II. RETALIATION

Retaliation against any individual for reporting harassment (or for reporting retaliation), whether by the alleged offender or from another individual, will not be tolerated. 

The GBA emphasizes that any type of retaliation is unlawful and is a very serious violation of this policy. Any retaliatory conduct should be reported immediately to a member of the Executive Committee of the Board of Directors.

Individuals who are not themselves complainants, but who assist in or cooperate with an investigation into allegations of harassment (or retaliation), will also be protected from retaliation under this policy.

[bookmark: _GoBack]GBA will investigate allegations of retaliation in the same manner that it investigates allegations of harassment. Each offense will be investigated separately, and GBA will take appropriate remedial action which may include subjecting the individual who has retaliated against another to discipline, up to and including immediate termination of employment or dismissal from the Board of Directors.
