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I. PURPOSE
The purpose of this policy is to provide a process to handle complaints of harassment promptly 
and effectively and to ensure that all employees, patients or visitors are respected and 
encouraged to communicate any behavior considered to be an act of harassment.

II. DEFINITIONS
Discrimination:  When the civil rights of an individual are denied or interfered with because of 
their membership in a particular group or class.

The following are some examples of the kinds of behavior which are prohibited (not all inclusive);
 Harassment on the basis of race, color, religion, sex, national origin, disability, or age
 Retaliation against an individual for filing a charge of discrimination, participating in an 

investigation, or opposing discriminatory practices
 Employment decisions based on stereotypes or assumptions about the abilities, traits, or 

performance of individuals of a certain sex, race, age, religion, or an individuals with 
disabilities

 Denying employment opportunities to a person because of marriage to, or association 
with, an individual of a particular race, religion, national origin, or and individual with a 
disability.

                  
Harassment:  Disruptive or abusive behavior, either written or verbal, which has a purpose or   
effect of unreasonably interfering with an individual’s work performance or creating an 
intimidating, hostile or offensive work environment.

                        The following are some examples of the kinds of behavior which are prohibited (not all inclusive)
 Verbal and/or physically abusive behavior which has the effect of interfering with a person’s 

work performance
 Derogatory statements or other offensive images (whether printed or displayed on a 

computer), and jokes that are based on stereotyping regarding a person’s sex, race, color, 
religion, or other protected characteristics

 Threatening another person either verbally or physically
         
                       Protected Class:  A person’s race, creed, religion, color, age, national origin or ancestry, sexual        
,                      orientation, marital status, familial status, veteran status, disability, genetic information, status with
                       regard to public assistance, or other factors identified and protected by federal, state and local
                       legislation.
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                        Retaliation:  When an employer takes an adverse action against a covered individual because 
                        he or she engaged in a protected activity.

                        The following are some examples of the kinds of behaviors that are prohibited (not all inclusive):
 Employment actions such as termination, refusal to hire, and denial of promotion
 Other actions affecting employment such as threats, unjustified negative evaluations, 

unjustified negative references, or increased surveillance

III. POLICY
RHSC, Inc. is committed to maintaining an environment free from acts of harassment which have 
the intent or effect of creating a hostile work environment for all employees.  This includes 
employees from a legally protected class.

It is prohibited for any employee to engage in harassment on a basis of race, creed, religion, 
color, age, sex, national origin, marital status, disability, veteran status, genetic information, status 
with regard to public assistance, or other factors identified and protected by federal, state, and 
local legislation, and for any employee to permit employees under his/her supervision to engage 
in such harassment, or for any employee to retaliate or permit retaliation against an employee 
who reports such harassment.

Harassment has many negative effects on employees.  It affects morale, productivity, creativity.  
Harassment also has an impact on our promises to our patient and families for a safe, clean and 
healing environment.

Employee Responsibilities
All employees are equally responsible for doing their part to ensure the work environment is        
harassment-free.  Those responsibilities include:

 Understanding the definition of harassment
 Understanding that harassment based on a protected class is illegal
 Understanding how it affects people and the workplace;
 Responding immediately if they believe that they are being harassed based on 

protected class, or if they know someone who they believe is being harassed based 
on protected class

 Informing the Employer pursuant to the Complaint Procedure below if the employee 
believes harassment based on protected class may have occurred.

                        Any employee who feels that she/he is being harassed or any employee who witnesses acts of 
                        possible harassment should make the incident known through the following complaint procedure.

                                    Complaint Procedure:
                                

1. RHSC, Inc. encourages any employee who feels that she/he is being harassed or any 
employee who witnesses acts of possible harassment based on protected class status 
to attempt to discuss the behavior and/or comments with the individual engaging in the 
alleged harassment by informing her/him that such conduct is inappropriate and 
should be stopped.

2. If the employee does not wish to communicate with the individual alleged to be 
engaging in harassment or if direct communication has been unsuccessful, she/he 
should contact her/his immediate leader.  If the immediate leader is the subject of the 
complaint, the employee can contact the leader’s leader.  If the complaint is not 
resolved, contact the Vice President of Human Resources at 651-254-3695.



RHSC, Inc. management retains the right to interpret and/or change current policies as necessary.  These policies and procedures are not an 
employment contract and should not be interpreted as creating an employment contract or contractual rights.

3. When a complaint of harassment is made by an employee against an individual 
employed by another organization, the complaint should be reported to the Executive 
Director of Human Resources.  The Vice President of Human Resources or designee 
will inform the other organization of the complaint.

                            Employer Responsibilities
                              

A. Investigation of a complaint:

Leaders have the responsibility of maintaining a working environment free of harassment.  
A supervisor, upon hearing a complaint of possible harassment or witnessing possible 
harassing behavior, must report it as soon as possible to the Vice President of Human 
Resources at 651-254-3695.

The determination of harassment will be made on a case-by-case basis.  The investigation 
may include interviews with the employee making the allegations, the employee who is the 
subject of the complaint and appropriate witnesses.  All complaints of harassment will be 
investigated as discretely and confidentially as is reasonable and allowable by law and due 
process.

At the final disposition of the complaint, the employee making the complaint will be advised 
by the leader and/or the Vice President of Human Resources that the matter was 
thoroughly investigate.  The subject of the investigation will be informed whether or not he 
or she will receive any resulting discipline.

B. Policy Distribution

All new employees will receive a copy of this Policy during Welcome Day and must sign the 
RHSC, Inc. Outline Form indicating that the employee has read this Policy, understands 
this Policy, and understands that violation of this policy is grounds for disciplinary action, up 
to and including termination.

C. Leader Responsibilities
Leaders are responsible for maintain a workplace free of harassment.  The daily 
administration of the Policy includes:

 Regular review, conspicuous posting, and implementation of this policy
 Reporting to Human Resources employees’ complaints of alleged harassment 

toward a protected class
 Promptly responding to allegations of harassment toward a protected class
 Investigating complaints of alleged harassment toward a protected class in a timely 

manner

IV. COMPLIANCE
Failure to comply with this policy or procedures may result in disciplinary action, up to and 
including termination.

An employee who is determined to have engaged in retaliation as a result of a harassment claim 
or investigation is subject to disciplinary action, up to and including termination.

An employee who is determined to have knowingly made false claims of harassment is subject to 
disciplinary action, up to and including termination.
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V. ATTACHMENTS 
NA

VI. OTHER RESOURCES
      EEO/AFFIRMATIVE ACTION Policy C 4.0
      Sexual Harassment Policy C 17.0

VII. APPROVAL(s)

            Kim Egan
            Vice President of Human Resources


