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Purpose
Sexual harassment is a form of discrimination and is an “unlawful employment practice" under Title VII of the 1964 Civil Rights Act and the Washington State Law against Discrimination, RCW Chapter 49.6.  Sexual harassment is inappropriate, offensive, and illegal.  It will not be tolerated by WTA.  This agency takes an affirmative role in protecting its employees from sexual harassment.

Definition
Unwelcome sexual advances, requests for sexual favors, and other sexually suggestive or gender-based verbal or physical conduct constitute sexual harassment when:

· It influences a manager's or supervisor's decision to hire or fire;

· It is used to make employment decisions such as pay, promotion, or job assignments;

· It interferes with the employee's work performance; or

· It creates an intimidating, hostile, or offensive work environment.

Examples of sexual harassment include, but are not limited to: deliberate or repeated behavior of a sexual nature which is unwelcome, i.e., sexual comments, suggestions, jokes, the display of sexually suggestive pictures or objects in the workplace; suggestive non-verbal behavior; pressure for sexual favors; and unwanted and unwelcome physical contact.  All WTA employees are prohibited from sexually harassing co-workers, passengers, and other persons having business with WTA.

Responsibilities for the Work Environment
Management and supervisory personnel have an affirmative duty under this policy to protect individuals from sexual harassment.  They are responsible for making themselves aware of the potential for sexually harassing behavior within their work unit and ensuring a work environment free from sexually harassing conduct.  Employees have a responsibility to conduct themselves in a business-like manner at all times in the work place and to assist management in providing a work environment free of sexual harassment. 

Sexual Harassment Complaints
An employee who believes he or she is being sexually harassed by a supervisor, co-worker, passenger, or other individual having business with WTA should take the following steps to address the situation:

1. Speak directly to the offender about their behavior and firmly tell them that their behavior is offensive, against policy, and must stop immediately.  Since the offender may not realize their behavior is objectionable or unwanted, this course of action will make them aware of, and often resolve, the situation.

2. Contact his or her supervisor if not comfortable with confronting the offender, or if such discussion does not stop the harassment.  An employee who feels he or she is being sexually harassed by their supervisor should notify the General Manager or Director of Human Resources.
3. Notify the General Manager or Director of Human Resources if uncomfortable in reporting sexually harassing behavior to their supervisor.

Any complaint of alleged sexual harassment will be investigated promptly and without prejudice.  The investigation may include, but is not limited to, the following:

· Interviews with the parties involved;
· Interviews, if necessary, with other persons who may have observed the alleged conduct;
· Interviews with persons with past or present working relationships with the accused person similar to those of the complainant and who, therefore, may be able to testify about experiences with the accused person.

Every effort will be made to maintain confidentiality to protect both the complainant and the accused person.

Disciplinary Measures

If an investigation reasonably indicates an employee did sexually harass a co-worker, customer, or other person having business with WTA, the offending party will be subject to corrective action or other appropriate remedies.  The level of corrective action will depend upon the nature and severity of the harassment.  At a minimum, a written warning shall be issued.  Because of the seriousness of certain harassment activities, suspension or termination may be an appropriate corrective action.

Anyone found to be in violation of the reporting or investigation requirements of this policy will also be subject to corrective action.

Retaliation against employees reporting sexual harassment is strictly prohibited.  Individuals involved in any form of retaliatory conduct will be subject to corrective action or other appropriate sanctions, up to and including termination.  
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