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EEO POLICY STATEMENT
It is the policy of IQ Pipeline, LLC to promote and ensure equal employment opportunity for all persons regardless of race, color, sex, national origin, religion, age, disability or sexual orientation. 

In order to achieve this policy and to dispel any appearance of illegal disparity, staff at all levels must be aware and understand these principles and efforts. This awareness and understanding and the resultant efforts will apply to all personnel decisions, practices and personal interactions among peers and with subordinates.

SEXUAL HARASSMENT 
IS FORBIDDEN BY LAW



Sexual harassment in employment violates the provisions of the Fair Employment and Housing Act, specifically Government Code Sections 12940(a), (h), and (i). 

EMPLOYER OBLIGATIONS

· Employers must take all reasonable steps to prevent discrimination and harassment from occurring. 

· Employers must act to ensure a workplace free from sexual harassment by posting in the workplace a poster made available by the Department of Fair Employment and Housing. 

· Employers must act to ensure a workplace free from sexual harassment by distributing to employees an information sheet on sexual harassment. An employer may either distribute this brochure (DFEH-185) or develop an equivalent document, which must meet the requirements of Government Code Section 12950(b). 

DEFINITION OF SEXUAL HARASSMENT

The Fair Employment and Housing Act defines harassment because of sex as including sexual harassment, gender harassment, and harassment based on pregnancy, childbirth, or related medical conditions. The Fair Employment and Housing Commission regulations define sexual harassment as unwanted sexual advances, or visual, verbal or physical conduct of a sexual nature. This definition includes many forms of offensive behavior and includes gender-based harassment of a person of the same sex as the harasser; the following is a partial list: 

· Unwanted sexual advances. 

· Offering employment benefits in exchange for sexual favors. 

· Making or threatening reprisals after a negative response to sexual advances. 

· Visual conduct: leering, making sexual gestures, displaying of sexually suggestive objects or pictures, cartoons or posters. 

· Verbal conduct - making or using derogatory comments, epithets, slurs, and jokes. 

· Verbal sexual advances or propositions. 

· Verbal abuse of a sexual nature, graphic verbal commentaries about an individual's body, sexually degrading words used to describe an individual, suggestive or obscene letters, notes, or invitations. 

· Physical conduct: touching, assault, impeding or blocking movements. 

EMPLOYER LIABILITY

All employers are covered by the harassment section of the Fair Employment and Housing Act. If harassment occurs, an employer may be liable even if management was not aware of the harassment. An employer might avoid liability if the harasser is a rank and file employee and if the employer had no knowledge of the harassment, and if there was a program to prevent harassment. If the harasser is a rank and file employee, the employer may avoid liability if the employer takes immediate and appropriate corrective action to stop the harassment once the employer learns about it. Employers are strictly liable for harassment by their supervisor or agents. The harasser, as well as any management representative who knew about the harassment and condoned or ratified it, can be held personally liable for damages. 

Additionally, Government Code Section 12940(i) requires an entity to take all reasonable steps to prevent harassment from occurring. If an employer has failed to take such preventive measures, that employer can be held liable for the harassment. 

A Victim may be entitled to damages even though no employment opportunity has been denied and there is no actual loss of pay or benefits. 

TYPICAL SEXUAL HARASSMENT CASES

The three most common types of sexual harassment complaints filed With the Department are: 

· An employee is fired or denied a Job or an employment benefit because he/she refused to grant sexual favors or because he/she complained about harassment. Retaliation for complaining about harassment is illegal, even if it cannot be demonstrated that the harassment actually occurred. 

· An employee quits because he/she can no longer tolerate an offensive work environment referred to as a 'constructive discharge, harassment case. If it is proven that a reasonable person, under like conditions, would resign to escape the harassment, the employer may be held responsible for the resignation as if the employee had been discharged. 

· An employee is exposed to an offensive work environment. Exposure to various kinds of behavior or to unwanted sexual advances alone may constitute harassment. 

HOW THE LAW IS ENFORCED

Employees or job applicants who believe that they have been sexually harassed may, within one year of the harassment, file a complaint of discrimination with the California Department of Fair Employment and Housing. The Department serves as a neutral fact finder and attempts to help the parties voluntarily resolve disputes. If the Department finds evidence of sexual harassment and settlement efforts fall, the Department may file a formal accusation against the employer and the harasser. The accusation will lead to either a public hearing before the Fair Employment and Housing Commission or a lawsuit filed on the complainant's behalf by the Department. If the Commission finds that harassment occurred, it can order remedies, including up to $50,000 in fines or damages for emotional distress from each employer or harasser charged. In addition, the Commission may order hiring or reinstatement, back pay, promotion, and changes in the policies or practices of the involved employer. A court may order unlimited damages. 

PREVENTING SEXUAL HARASSMENT

A Program to eliminate sexual harassment from the workplace is not only required by law, but it is the most practical way to avoid or limit damages if harassment should occur despite preventive efforts. 

COMPLAINT PROCEDURE:

An employer should take immediate and appropriate action when he/she knows, or should have known, that sexual harassment has occurred. An employer must take effective action to stop any further harassment and to ameliorate any effects of the harassment. To those ends, the employers policy should include provisions to: 

· Fully inform complainant of his/her rights and any obligations to secure those rights. 

· Fully and effectively investigate. It must be immediate, thorough, objective and complete. All those with information on the matter should be interviewed. A determination must be made and the results communicated to the complainant, to the alleged harasser, and, as appropriate, to all others directly concerned. 

· If proven, there must be prompt and effective remedial action. First, appropriate action must be taken against the harasser and communicated to the complainant. Second, steps must be taken to prevent any further harassment. Third, appropriate action must be taken to remedy the complainant's loss, if any. 

TRAINING OF ALL INDIVIDUALS IN THE WORKPLACE:

All employees must receive from their employers a copy of this pamphlet (DFEH-185) or an equivalent document. Any person may duplicate this brochure in any amount. 

All employees should be made aware of the seriousness of violations of the sexual harassment Policy. Supervisory personnel should be educated about their specific responsibilities. Rank and file employees should be cautioned against using peer pressure to discourage harassment victims from using the internal grievance procedure.
E-MAIL and INTERNET POLICY

E-mail and Internet access, including, but not limited to, facsimile machines, computers, electronic mail and voice mail, is to be used solely for company or customer business. COMPANY reserves the right to monitor for any purpose all communications and access usage via the company or customer computing systems. All communications, information or materials delivered via such resources must be transmitted, stored, and accessed in a manner that safeguards appropriate confidentiality. Employees may encrypt their e-mail and files only with software approved by COMPANY. COMPANY may require a copy of any key necessary to access encrypted e-mail messages or files, as well as a copy of any password used by any employee. 

Employee and others working for COMPANY or its customers may not: 

1. Under any circumstances, transmit, access, or download offensive, fraudulent, or defamatory images or text, such as pornography or off-color jokes, or anything that may be construed as illegally harassing or offensive to others. 

2. Transmit or download copyrighted images, games, or text belonging to third parties without the copyright-holder's permission. 

3. Transmit COMPANY or customer information to third parties without the express permission of COMPANY or the customer, as appropriate. 

4. Download or open any file received from any source outside COMPANY without first scanning the same for viruses using an approved virus-checking program. 

Employees who violate this policy may be subject to disciplinary action up to and including discharge. This policy includes COMPANY locations and customer locations at which any employee may be working.      

Print Name:      
Signature: _______________________________
Date:      
