
IN THE UNITED STATES DISTRICT COURT 
FOR THB EASTERN DISTRICT OF ARKANSAS 

WESTERN DIVISION 

EQUAL EXPLOYMEHT OPPORTUNITY 
COMMISSION 

V. NO. LR-C-97-080t 

FILED 
u.s. DISTRICT COURT 

EASTERN DISTRICT ARKANSAS 

JUL 0 8 1998 

VIRCO MFG. CORPORATION DEFENDANT 

LAMAR MARRUJO INTERVENOR 

ORDER 

Pursuant to the stipUlation for Dismissal and the attached 

Settlement Agreement which is incorporated herein by reference 

thereto and for good cause shown to the court, IT IS HEREBY 

ORDERED, ADJUDGED AND DECREED that all allegations of the Complaint 

of the Equal Employment Opportunity Commission be and are hereby 

dismissed with prejudice, subject to the terms of the Settlement 

Agreement, with each party to pay for its own costs and attorneys' 

fees. 
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FILED 
u.s. DISTRICT COURT 

IN THE UNITED STATES DISTRICT CO~STERN DISTRICT ARKANSAS 
FOR THE EASTERN DISTRICT OF ARKANSAS 

WESTERN DIVISION JUL 0 8 1998 

EQUAL EMPLOYMENT OPPORTUNITY ) 
COMMISSION, 

Plaintiff, 
and 

LAHAR MARRUJO, 

Intervenor, 

v. 

) 
) 
) 
) 
) 
) 
) 
) 
) 
) 
) 

CIVIL ACTIOH HO. 

LR-C-97-804 

Judqa Royl 
Haqistrata Judqa cavan.au 

VIReO MFG. CORPORATION, ) 
) 

Defendant. ) 

SETTLEMENT AGREEMENT 

This action was instituted by the Equal Employment Opportunity 

Commission (hereinafter the "commission") pursuant to S706(f)(1) 

and (3) of Title VII of the civil Rights Act of 1964, as amended, 

42 U.S.C. §2000e, ~ ~, and Title I of the civil Rights Act of 

1991, 42 U.S.C. 1981a, and joined by Lamar Marrujo ("Marrujo") as 

Plaintiff Intervenor against Defendant Virco Mfg. Corporation 

(hereinafter the "Defendant"), to remedy unlawful practices alleged 

in the Complaints filed in this action. 

The Complaints together claimed that Defendant violated 

section 703(a) of Title VII, as amended, 42 U.S.C.S2000e, due to 

alleged harassment of Lamar Marrujo because of his nationai origin 

(Mexican) and his later discharge. The Parties, being desirous of 

settling this action, stipulate to the jurisdiction of this Court 

for approval and enforcement of this Settlement Agreement. 



This Settlement Agreement does not and shall not constitute an 

adjudication or finding upon the merits of the case and shall in no 

way be construed as an admission by Defendant of any violation of 

Title VII or any other law, rule, or regulation dealing with or in 

connection with equal employment opportunities. Defendant denies 

the allegations in both Complaints. The parties have consented to 

the entry of this Settlement Agreement to avoid the burdens of 

further litigation. 

The Court has reviewed the terms of this Settlement Agreement 

in light of the applicable laws and regulations, the statements and 

representations of counsel for all parties. 

NOW, THEREFORE, the Court being fully advised in the premises, 

it is hereby APPROVED AND RESOLVED: 

I . SCOPE AND DURATION OF SETTLEMENT AGREEMENT 

A. This Settlement Agreement resolves all issues and claims 

of public interest arising out of the Commission's Complaint and 

EEOC Charge No. 251-96-0125 filed by Lamar Marrujo, alleging 

unlawful employment discrimination by Defendant at its Conway, 

Arkansas facility. Concurrently, all issues and claims arising from 

Plaintiff/Intervenor Marrujo's claims for individual relief have 

been satisfactorily resolved in a separate agreement. 

Notwithstanding any provisions contained in this Agreement, this 

Settlement Agreement shall not be considered in any manner 

dispositive of charges, if any exist, filed with any office of the 

Commission other than Charge No. 251-96-0125. 
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B. The provisions of this Settlement Agreement will be 

effective from the date the Settlement Agreement is entered by the 

Court and shall continue to be effective and binding upon the 

parties to this action for a period of one year from the date of 

the entry of this decree. 

I I • TERMS OF AGREEMENT 

A. Defendant, its officers, agents, employees, and all 

persons acting in concert with the Defendant agree not to engage in 

any employment practice which has the purpose or effect of 

discriminating against any employee on the basis of national origin 

pursuant to Title VII of the Civil Rights Act of 1964, as amended. 

B. Defendant, its officers, agents, employees, and 

all persons acting in concert with Defendant agree not to engage in 

any employment practice which has the purpose or effect of 

retaliating against any employee for opposing discriminatory 

employment practices made unlawful under Title VII of the Civil 

Rights Act of 1964, as amended or for participating in any 

proceeding under Title VIr initiated by charge no. 251-96-0125 

filed by Lamar Marrujo. 

C. Defendant shall post at the job site, in a location 

conspicuous and accessible to all applicants and employees, the 

notice attached to this Agreement as Exhibit A. Exhibit A shall 

remain posted for the duration of the Agreement. 

D. At all times Defendant shall continue its practice to 

post and maintain at the job site, in a location conspicuous and 
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accessible to all applicants and employees the poster summarizing 

pertinent provisions of Title VII required by section 711 of the 

civil Rights Act of 1964, as amended, 42 U.S.C.§2000e-10(a). 

E. At all times Defendant shall keep posted and maintained 

at the job site, in a location conspicuous and accessible to all 

applicants and employees, a copy of its Anti-Harassment and Anti­

Discrimination Policy and procedures for reporting, investigating 

and eliminating harassment in the workplace as well as sanctions 

for violations of company policy. (Exhibit B) 

F. As of March 1998 Defendant has provided training entitled 

"The EEO/Sexual Harassment Workshop" to supervisors and managers at 

its Conway, Arkansas facility. Topics covered in this training 

were federal and Arkansas anti-discrimination laws and recognizing, 

preventing and reporting sexual and non-sexual harassment in the 

workplace. Defendant shall, no later than 150 days of entry of this 

Agreement, expand training at its conway, Arkansas facility to 

educate all employees on recognizing, preventing and reporting 

harassment, including ethnic or national origin harassment 

specifically. 

G. Defendant shall require each employee to attend the 

harassment training session and to acknowledge receipt of a copy of 

Defendant's harassment policy and procedures for reporting 

complaints. A copy of the signed acknowledgment shall be 

maintained in the employee's personnel file. 

H. Defendant shall instruct each supervisor or foreman, site 

superintendent or site manager in proper company procedure for 
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handling complaints of harassment brought by employees. 

III. REPORTING REOUIREMENTS 

A. Defendant shall provide to the Commission the written 

syllabus for the ethnic or national origin harassment training 

session required in Part II showing the date(s) presented by 

Defendant. 

B. Defendant shall provide to the commission a list of all 

employees who attended a training session. 

C. Defendant shall provide to the Commission a copy of its 

harassment policy effective as of the date of execution of this 

settlement Agreement and a description of where this policy is 

posted. 

IV. COSTS 

Each of the parties shall bear its own costs and attorneys' 

fees in this action. 

SO APPROVED THIS ,-r.,b DAY OF _J_l-\...:..,.\-.:'1'i--_______ , 1998. 

rHIS OOCUMENT ENTERS::O 01'>4 
DOCKET SHEET IN C -, 

o W~l B ANO/O 
N BY 

jf--i-+"'t...(u",u"l< 
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BY AGREEMENT: 

FOR DEFENDANT: 

J~ES W. ORE 
Ftiday, Eldredge & Clark 
F'rst Commercial Building 
4 0 west Capitol Avenue 
ittle Rock, Arkansas 72201 
501) 370-3367 

VIRCO MFG. CORPORATION 
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FOR PLAINTIFF EEOC: 

C. GREGORY STEWART 
General Counsel 

4('~L,~ 
KATHARINE W. KORES 
Regional Attorney 

~J.~~ 
CELIA S. If.rNER 
Senior Trial Attorney 

EQUAL EMPLOYMENT OPPORTUNITY 
COMMISSION 

1407 Union Avenue, suite 621 
Memphis, Tennessee 38104 
(901) 544-0075 
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U.S. EQUAL EMPLOYMENT OPPORTIJNITV COMMISSION 
MemphiS District OffICe 1407'lhIioli Ave. • SaM 621 

JdAIIIpbia, TN 3&104 
PH: (901) S+4-(Il U 

'l'DD: (901) ~I1Z 
PAX: (9()1) s.4+0111 

This Notice is being posted as part ot a settlement of a 
national oriqin disorimination lawsuit filed by tha 
United states Equal EmploYlIlent opportunity COJDllission 
(EEOC) against this company, styled EEOC y. Vjrco Mfg. 
Corporation, Civil Action No. LR-C-97-804 (United States 
District court tor the Eaetern Oi&trict of ArkAncscu:s, 
Western Division). In settlinq this lawsuit, Virco Mfg. 
corporat1on denies that 1t violated any law. 

Federal laW requ1res that there be no discrimination 
against any employee or applicant for employment because 
of race, color, reliqion, sex, national oriqin, aqe (40 
or older). or disability with respect to hiring, firinq, 
compensation, or other terms, conditions, or privileges 
of employment. Virco Mfg. Corporation supports and will 
comply with these federal laws in all respects and will 
take no action aqainst employees or applicants for 
employment because they have exercised their rights under 
the law. 

Vireo Mfg. corporation does not and will not at any time 
tolerate or condone discrimination in hiring, firing, 
comp.n.a~ion or other teras, eonditions, or privileqes of 
employment based on the national origin of any employee 
or applicant for Bmploy..n~. 

By: 

Title: 
Vireo Mfg. Corporation 

EXHIBIT 

I A 
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VIReo KFG. COllPORATION 

ANTI-HA.RASSHENT and AlrrI-DISCRnaNATIOll POLICY 

A. oua COl!lPANY'S PBILOSOPHY 

Vi~co co~it. itself to th~ ideal of a collesi.l and 
comfortabl~ work environment in which all individuals are treated 
with re~pect and dignity. We 8t~ive to hav.e OY. employees work 
in an atm05pnere tha~ promo~es equal oppo~tuni~y and p~ohibitS 
discriminatory practices, including sexual or oche~ ha~assment. 
At Virco. harassment, discrimination and retaliation, whether 
verbal, physical or environmental, are unacceptable and will not 
be tolerated. 

a. INDIVIDUALS COW:RED BY mIG l?OLICY 

This polisy applies to all Vir~o employees and job 
applicants and reaff~rms Vireo's longstanding co~~ment to 
maintaining a workplace free of harassment, discrimination and 
retalia~ion. Vireo will no~ tolerate sexual or o~ber harassmen~1 
discrimination. 0= retaliation against ~~y employee or job 
applicant. Also, to the extent we ean influence or con~rcl such 
behavior. we will nOL tolera(e sexual or other harassmen~ ot our 
employees by oucside persons or entities who do business with Vireo. 
w~ stronsly en~aurage you ~o report all incidents of perceived 
harassment. discrimination, or re~aliation regardless of the alleged 
offender's identity, title, or position. In~ernal procedures for 
reporting alleged harass~nt, discrimination, or retaliation are 
described below. 

Di5crimination prOhibited by this ~oliey and to which ~he 
internal procedures described below apply, is broadly defined as any 
employmen~ ~ct_on taken against an employee or ~ppl1cant in hiring. 
discharge, or term or condition of employment because of the . 
person's race, color, religion. gender, sexual oriencacion, ethn~c 
or national origin, age, phy~ical or mental disaci11cy, medical 
~ondition. pregnancy or rel~ced condicion, or any o~her f~c~or 
p~Qhibited by law. 

sexual harassment is unlawful and, for purposes of this 
policy, is defined as un~elcomc o~ unwanted advances, requests for 
sexual favors and any ocher verbal, vi ual or physical conduct of 
a sexual nature when: 

1. Submission co or rejection of this conduce is ~sed 
as a factor in decisions affecting hiring, evaluation. promot~on, 
retention or any other term of employment_ 

EXHIBIT 

- 1 I ~ 
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2. This condUct reasonably could ~e expe~~ed ~o anO ~oes 
interfere with an individual's employment or creates an intimidating 
or hostile work.environment. 

Depending on the facts and ci~cumstances, conduct that 
may be deemed sexual harassment includes: unwan~ed sexual advances: 
demands for sexual favors in exchange for favorable treatment or 
continued employment; threats and demands to submit to sexual 
requests in order to obtain or retain any employment benefit; 
deroga~Qry comments. slurs or in~ulc~ of a se~~al nature, unwelco~e 
sexual invitations, sexual jokes, propositions or invitations; 
unwanted verbal commeneary abouc an individual/s body. ~exual 
prowess or sexual deficiencies; unwan~ed touching. pinching l 

massaging. rubbing. coerced sexual acts or blocking of normal 
movements; unwanted flirtations, advances. leering or whistli~g; 
unwan~ed reque5t5 for toucning. plnching. massaging or rubbing; 
visual exhibition of sexual posters, photographs, cartoons. drawings 
or gestures or otn~r displays in the workplace o! sexually 
sU7,gestive obj~cts o~ piccurQs; and unwanted conduoe or comments 
~1r~~ted at an indiv1~ual'S sexual orientation. 

D. DIScaIKINATOR~ HARASSHENT 

Harassment because of an employee'g r~~e. color, ralig~on. 
gend~r. sexual on entatiOn,- etiiii_l~ ·-or:il~t;I"ona:r· orl:gin. age, physic:al 
or mental diSability, medicar'condition, or any other faccor __ 
prohibited by law will not be colerated. Discrimina~ory harassment 
occurs when conduct has the purpose or effect o~ unreasonably 
interfering with an individual's work performance or creating an 
intimidating or hostile work environment because of one or more sue,tl, 
factors_ D@pending on the faets and circumstanc~S. conduce which 
may be deemed discrimina~ory harassment includes: derogaeory or 
insulting comments. slurs, epi~hets. jokes. etc .• relaeed eo 4 
person's race. color, religion, g. ~der. sexual orieneation. ethnic 
or national origin. age. physical or mental disability, medical 
condition, or any other factor prohibi~ed by law. 

Virco will not colerace or condone retaliation against 
any employee who r~por~s pereeived hara~~ment or who participates 
in any invesCigation or disciplinary proceeding involving claims. 
of perceived harassment_ Employees should report.any s~ch ~erce~ved 
retaliation immediately using the internal repor~~ng guidel~ne~ 
outlined be1ow. Vireo will creat actual incidents Qf retal~ac~on 
~n the same manner as actual incidents of harassment· 



JL~-04-9a 15:30 Fram:EEOC +9015440111 T-794 P.12/21 J)br96S 

';. aEPOR.'rDlG PlDtCErv:Im JlAJlASSKDI'1' 1L)ID IlAltAS&KDlT-u:LA.TED 
RETALZATION 

Vireo encourages individuals who perceive they a~e being 
harassed or re~a~~ated ag4ins~ to fipmly and promptly noeify the 
perceived offender that his or her behavior is unwelcome, unless 
such diLecc communicacion would be inad~isable or impracticable 
under the circumstances. Whether or not you directly confront the 
perc~ived offenOer, you should take the following two steps: 

1. Promptly contact the Human Resources Manager at your 
local division. Failure to promptly contact the Human Resources 
Manager can compromise the ability to conduct a thorough and 
effective investigation. !f your complaint involves harassment, 
discrimination, or retaliation by a member of the Human Resources 
Department, you may contact your division's General Manag~r instead. 

2 . To en5ura that Vireo h:;;u: an· accurate record of your 
grievance, .which is necessary for resolving a. form~l complainc. you 
~hou~d .ign and Q~t ~ w~ittQn aooount of the objaoc1onablQ 
behavior to the Human Resources Manager. If you ~ish, you may ask 
the Human Resources Hanage~ to write down your complaint as you 
deseribe the situation to them. If you ch~ose to let the Human 
Resource8 Manager record your ~omp~ainc, you should review the 
written statement for accuracy and ensure that any necessary 
corrections have been m&de before si~ng the compla~nt. 

Vireo's local division Human Resources Deparcment and/or 
other Company designees will conduct an investigation commensurate 
w1th the circumstances and attempt to resolve all complaints. ·WhEn 
practicable, Vireo will endeavor to have two or more persons conduct 
tne investigation. Vireo will try to maintain conridenLialicy of 
a complQint or investigation to Lhe extent reasonably feasible. 
Please be advised that Vireo likely will not be able to keep a .. 
complaint or investigation confidential if someone sues or sol~c~ts 
outside action against the Company or it.s employees. 

In conducting an investisation. the investigators should 
consider the following guidelines in det.ermining the appropriaCe 
investigation to conduct under the circumstances: 

1. Con!irm in a writing signed by the complainant the 
nature of the complainer as well as the names and p05itions of 
chose involved in the perceived miscond\lc:e~ including witnesses·. 
The written complaint should descrihe in detail the relevant facts, 
including the frequency. type, location and dates of the alleged 
mi~conduct underlying the complaint. 

2. Ask how the cQmplainan~ responded to the perceived 
misconduct. 

_ 3 
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J. Ascertain tram the complainant any additional details 
no~ set for~h in the wri~ten complaint. 

4. ABk the complainane what action he/she would like the 
C~mpany to cake if't~ complaint prov~s to have merit. 

5. Develop an understanding of the workplace 
relationship of the camplainanc and the perceived offender. 

6· Incerview the alleged offender and witnesses 
concerning the perceived m1scondu~c by aSking ques~1ons in a 
nonjudgmental fashion to the extent it is practicable to do so. 
Ascertain from the alleged otfender if he or she is aware o~ any 
wicnesse5 that should be interviewed. 

7. Remind those involved, inclUding witnesses, that 
virco will not tol~Tate or condone retaliation agains~ anyone who 
reports perceived misconduct or who par~icipates in an investigation 
of such a report. 

11. ImSOLVING THE COJlllLAINT 

In order to minimize discomfort to the compl~inant and the 
alleged O££QndQ~. ~hQ PQrs~n(s) who conducted the invesciqacion will 
communicate their findings and intended ~ction as expeditiously as 
possil:>le. 

If the per50n(s) conduc~ing ~he inveG~~g_~ion conclude 
that the alleged offender violated this policy, then, depending on 
th$ cir~umstances, the alleged of tender will be subject to 
instructive and/or disciplinary acci.on by the Company. The 
comp1ainan~ ~nd ~he ~1leged offender will be informed of arty such 
conclusion and the action to be taken. If the person(s) condu~cing 
cbe 1nves~iga~lon con~lude chac th~5 policy was no~ viol.tad, th~n 
cne complainant and alleged offende~ will be informed of chac 
eonelusion. If the person(s) conducting the invest1gat~on cGnnQ~ 
determine whether or nee chis policy has been violace4, for exa~ple, 
due to inconclusive evidence, the complainanc and the alleged 
offender will be info~d that the matter is concluded as 
unresolved. 

If the complainant and/or ~he allege~ or!enoer is . 
dissatisfied wieh che result of the investigation. they may sub~t 
a deeailed writcen objectiort eo the General Manager or ~he local 
division or tha~ person's designee wichin five calendar dayS af~er 
receiving cbe decermination of the person(s} who co~ucted the 
investigation. The person who receives the detailed wr~~te~ 
Objection will meet wich ~hose who conducced the inve~~~ga~~cn a~d, 
if necessary, other persons inva~ved in ehe investigaeion in . 
reviewing tne written objection. The person who reviews ~he w~~~cen 
objection will communicate his or her determination to bach the 
cOlnplainant and the alleged offender as soon as pracc1Cable . 

4 
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I. PALSE COMPLAINTS 

It is a violation of this policy for a person to bring an 
internal complaint which is deliberacely false, made with reckless 
disregard for the truth, or made for soma other inappropriate reason 
or motive. It is alsO a violation of this policy for any person 
participating in an investigation to provide knowingly false 
infcrma~ion. or to provide information ~iLh re~ss disregard for 
the truth. 

:t. SANCTIONS 

Virco will sanction an individual !ound to have violated 
this policy in a manner that. the Company deems is appropriat.e und.er 
the circumstances. At. a minimum, the sanction will be a documen~ed 
reprimand. Ad~1eional acc10n may include, buc is noC li~t~d to. 
one or more of the following: a written notice to desis~, education 
or training, withholding 0' a promotion or pay raise. rea5~i~ent, 
demotion, suspension without pay or termi~tion. 

OUr ability to discipline a non-employee harasser ,may be 
limited by the degree of control, if any, that we have over the 
alleged harasser and our legal obligations. However, any employee 
who perceives he or she has beeu subjec~ed to ha.assmene ~y a non­
employee dOing b~~ine55 with Vireo is stron91y encouraged eo file 
a ~omplaint in accordance with our internal complaint guidelines 
set. forch above. 

ThA guid~lines descr~ed above apply to internal 
complaints of harassment and harassment-related retaliation and we 
strongly enc~urage employees to use them. Should an employee desire 
~o oonsult with·a governmental agency with ~e5ponsihility tor 
enforcing an~i-harassmsnt and retaliation laws, the employee can 
contacc the local div~sion Human Resources Manager. The Ruman 
Resources Manager may be able to provide employees wi~h a listi~g 
of such agencies and information about the procedures and remed4e~ 
available Ch~ough chem. The Human Resource& Manager will maintain 
any such list.ings and infortnation that are required by local, st.a.te , 
and federal law. 

If you r~ceive a cha~ge or complaint filed ~i~h a 
governmental agency or a cour~. please concacc the ~ocal division 
Human ReSOurCes Manage. immediately. Vireo seri~ely prohibics 
retaliatioo against ~~y person who tiles a formal charge o~ 
comp1ainc of harasgm~nt or retaliation. Any a~ch re~aliat1on will 
~ubj ec~ you tQ dis'cipline up tQ and including discharge-

5 
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L. CONCl'U5"I01I 

Vireo has developed this policy to reaffirm its 
longstanding commitment to maintaining a work environment tree 
of harassment. We welcome your questions, comments and suggestions. 
Please diree~ them to your local division Human Resources M~nager. 

6 
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nllCO IIPG. COlU'ORA'tIOH 

POLIZA AmIACOSAJ)QRA Y AN'l'InlSo..IJIlNArolUA 

Vireo se camprome~e al ideal de un ambiente de 
crabajo colegia1 y e6modo en e1 eual se les erata a todoS'los 
empleadoa con ~speto y digniaad. Noa e8for~amo. para lograr 
que nuestros empleados tr~ajen en un ambiente que estimule la 
igualdad de oportunidades y que prohibe pr~cticas 
discriMinatorias, incluso 109 aeosos sexuales 0 de otra c1ase­
En Vireo, el aco~o, la discriminaciOn y represalias, ya sean 
verhales, fisicas 0 amhientales, son irtaceptables y no seran 
toleradas. 

B. DmIVIDUOS llXPARADOS POR ES'rA POLIZA 

Esta poliza se apliea a todos los empledos de Vireo y 
a los aspirantes de empleo, y r~afil:lna. e1 compromiso de Vireo 
de largos afios de mantener un lugar de trabajo· libre de acoso. 
d~scriminaei6n y represalias. Vireo no tolerara acosos 
sexuales 0 de otra clase, discriminacion 0 represalias en 
contra de cualquier empleado 0 aspirante de ernpleo. Adema5, 
al ex~remo en que podamos influenciar o' cont~olar tal 
comportamiento, no toleraremcs ~'e nuestros empleados sufr~ 
aCOS03 sexuales 0 de oera clase a manos de extranos 0 de 
entidadas que t:.ienen negocias con Vireo. fi~te les 
animamos reportar todos los incidentes de ~C050S, 
discriminaci6n y represalias que perciban, sin tener en cuenta 
la idenci4ad, e1 ~itulo 0 la posicion del supuesto ofensor. 
Loa proeQdi~entos ~nternos ~ara ~eportar SUpUGstos acoAO~, 
discriminacion 0 represalias se describen maS adelante. 

La discriminaci6n prohibida par esta poliza y a la 
que se ref~eren ~os procedi~entoB que se describen ~a 
adelante, se define en terminos generales como eualquier 
acci6n de empleo que se tome en contra de un empleado a 
aspirante d~ empleo en la contracaci6n, el despido, 0 105 
terminos 0 condiciones de empleQ a ~ai~ de su ra~o, co~or, 
religi6n, sexo, orientacion sexual, or1gen etnieo 0 nacional, 
edad, incapacidad fisica 0 menta1, condici6n med~ca. emha~azo 
o condiciones afines 0 cualquier o~ro factor prohibido por 
~ey_ 

c. DEP7N~CIOS DE ACOSO SEXUAL 

B1 a~Q50 s~xual es ilegal y, para ~05 prop6.i~o3. de 
e'sta po~iza, se define como reql.l.erl.mientos a.~rosos 

1. 
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inoportunos 0 no deseado5. demandas de favares sexuales y 
cualquier otra clase de comportamiento verbal. visual 0 fisico 
de nacuraleza sexual cuanao! 

1. Se usa la sumision 0 e1 rechazo a tal 
comportamiento como un factor en aecisiones que afectan la 
contrataci6n. evaluaci6n, promoci6n 0 eualquier otra condici6n 
de empleo. 

2. Razonablemente se podria anticipar que tal 
comportamien~o obstacu1i7aria 0 ob~t~culi2a 81 ~mpleo de un 
individuo 0 ~~ea un ambiente laboral de intimidaCi6n 0 hoscil. 

Dependiendo de los hechas y de las eircunstancias.el 
compor~a~ento que podria entend~r~~ como acoao $e~'al 
incluye: requerimien~os amorO$OS no deseados; demandas de 
favores sexuales a cambia de erato favorable 0 ~ontinuaci6n de 
empleo: amenazas y demandas de sumision a requerimien~os 
~=xuales para o~tene~ ~ ~etener cualquier benet1c10 de empleoj 
comentaria~ despectivos. calumnias a insultos de natur~le2a 
sexual: 1nvl~aciones sexuales, enisLes sexuales, proposiciones 
o invitaeiones inoportunasi comentarios verbales no deseados 
acerca del cuerpo, proeza a deficiencia S~l~~ de un 
individuOi el tocar, pellizcar, dar masajes, friccionar. 0 
aetos sexuales farzados no deseados a el bloqueo de 
movimientos normales; flirteos, requerimientos sexuales, 
miradas impudicas a silbidos no deseadosj demandas no 
dese~das de tocar. pelli~car. dar masajes. 0 friccionar; 
exposicion visual de carteles. fotografias, caricaturas_ 
dibujos 0 gescos de naturale2a provocativa 0 otras 
exposiciones de objecos 0 ilustraciones sexualmente sugestivas 
en el lugar de trabajo; y conducta no deseada 0 comentarios 
dirigidos a la orientaci6n sexual d~ un individuo. 

D. ACOSO DrSC~~A~IO 

NO se tolerar6 el acoso a raiz de raza, colo~, 
religion, saxo, ori~n~a~i6n sexu~, origin ~~ni~o ~ nacional, 
edad, incapacidad fisica 0 mental, condicion medica 0 
cual~ier atro factor prohibido por ley. El acoso 
discriminacorio acurre cuando ~l comportamieneo de un 
~ndividuo eiQne par abjeta 0 Qfeeto Ql Ob6taculizar 
irrazonablemente e~ desempeno del trahajo de aero 0 el crear 
~ ambienee de crabajo de intimidaci6n 0 hostil a raiz de uno 
o mas de escos tac~ores- Dependiendo de los hechos y ae la5 
circ~&~ancia6, compo~ca~iQnco que podr13 entenderse como 
acoso discr1minatorio incluye: comentarios despectivos 0 
insulcantes. calumnia5. epitetos, chistes, etc., afine~ a: 
r~2a, color, reliqion. saxo, orientacion sexual, origin etnico 
o nacional, edad,-incapacidad fisica 0 mental, condici6n 
medica 0 cualquier o~ro factor prOhiQlao por ley, 
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E. UPDSALIAS AF~S AL AC050 

Virco no tolerara 0 permitira que continuen 
represalias contra cualquier empleado que reporta algUn acoso 
percibido 0 que participa en cualquier investiga~ion 0 
p~ocedimiento disciplinario por quejas de aco~o percibido. 
Los empleados deberan reporcar inmediatamente~lquier 
represalia que noten mediante los principios de reporeaje 
interne que 5e describen mas adelante. Vireo tratara los 
incidents. reales de represaliaa d~l Mismo modo que tra~_ loe 
incidentes reales de acoso. . 

17 • UPOJiTAJE DE ACOSOS PmtCIBIDOS Y ACOSOS DB REPJZES.ALIA 
AP'INES 

Vi~co 1~9 animA a los individuos que perc~ ser 
objetos de acosos 0 represalias que de inmediaco y flrm@mente 
noci~iquen a1 of ens or percibiQo que 5U compor~~en~o es 
inoportuno, a menDS que bajo las ci~cunstanciaB, tal 
comunicacl6n d1recra sea desaconsejable 0 ~mprac~ica. Si Od. 
confronta a su of ens or percibido directamente 0 no, debe t~ 
~os dos pasos siguientes; 

1. Comunicarse 1nmediatamente con e1 Director ae 
Reeursos Humanos en SU divisi6n local. Falta de comunicarse 
inmediatamente con el Director de ReCU~S05 Rumanos podra 
comprometer la habilidad de conducir una inve6tigaciOn 
minucicsa yefecciva. Si SU queja se trata de acoso, 
discriminaci6n 0 represalia que cometio un ~embrQ del 
Departamento de Recursos Humanos, Ud. puedei por otra parte, 
dirigirse al Directo~ General de su division. 

2. Para asegurarse que Vireo tenga un acta fiel de 
su agravio, 10 que es necesario para resolver una qu@ja 
formal. Ud. dabera tirmar y presenta~ un informe eserito de1 
camporca~ento cen~ur~le ante e1 Director de Recursos 
Humanos. Si desea, puede pedirle al Director de RecursOs 
Human08 que escriba 5U queja tal como Ud. le cementa 10 que 
paso. Si le pide al Director de Recursos Rumanos que le ponga 
au queja en escrito, antes de firmarla. Ud. debera examinar la 
daelaraeion escri~a para verificar su exact~tud y a5egurarse 
que se hayan hecho tooas las correceiones necesarias . 

. G . UlVESTlGACION l)E loA QtIEJA. 

La divisi6n local del Departamento de Recursos 
Hu~nos de V~rcQ y/o otros individuos nombrados por la 
Compania conduciran una investigaci6n conforme a las 
ei~cunstancia~ y tracaran de resolver ~odas las quejas. Si es 
plausible. Vireo tratara de ver que do~ 0 ~s personas 
condu%ca~ la inves~igaei6n. Vireo ~ratara de man~en4er la 
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confidencialidad de una queja 0 investigaci6n al excremo que 
sea razonablemente factible. Desea~s hacerle presen~e que 
p~obab1emente Vireo no podr6 mantener una queja 0 

inve5tigaci6n confidencial si alguien presenca una acci6n 
jud1Cial 0 solici~a acci6n ex~erna en cancra de la Compafiia 0 

de sus empleados. 

Al conducir una investigaciOn f ~os inveseigadores 
deberan considerar los principios siguientes para dete~nar 
la investigaci6n adecuada que debe conducirse bajo las 
circunstancias: . 

1. Confirmar en un escrito fi~do por el 
d~dante la naturale.za de la demanda. asi como los nombres y 
los puestos de aquellos iovclucrados en el ~ comportamieneo 
percibido, incluyendo los testigos. La demanda escrita deber~. 
describir en detalle los hechos pertinentes, incluyendo la 
frecuencia, &1 tipo, e1 sie~o y l.s fechas del supu~sto mal 
comportamiento que di6 lugar a la demanaa_ 

2. ~regunt~r como el demandate respondi6 al mal 
comportamdento percibido. 

3- Averiguar del demandante 5i tiene decalles 
adicionales que no se encuentran en la demanda escrita. 

4. Pregun~arle al demandante que acciOn desearia 
que tome ~a Compafila si la demanda result:.a t:ener meri.to. 

5. ~esarrollar un entend1mdent:o de las relacioues 
entre el demandan~@ y el of ens or percibido en el lugar de 
trabajo. 

6. Entrevistar al supuesto o'fensor y a los t.est1go·1~ 
con respec~o al mal comporcamiento perc~ido haciendo 
preguntas en tal modo que no refleje su opi~6n al extreme que 
esto sea posible. Averiguar del supuesto ofensor ~i el 0 ella 
sepa de algUn ~85tigo ~e se deba entrevist~. 

7. Recordarles a lOS que estan incluidos en esto, 
tambien a los testigo5, que Vireo no toler3ra 0 permitir4 
represalias contra cualquiera que reporta ma~ comportamiento 
percibido 0 que participa en una investigacian de tal informe· 

R. SOLUCJ:Ol!lAlaEN'rO nE LA DEKAlImA 

Para minimizar las preQc~paciones que tenga e1 
d~ante y el SUPUQst~ ~fensor. laCs) persana(s) que 
condujeron la inves~igAcion comunicaran sus resu1cados y 1a 
acci6n p~ayectada 10 mas pronto posible. 

Si laCs) persona(s) que condujeron la investigaei6n 
d6t6rm~nan que el supuesco Ofen50r infringi6 esta poliza, 
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entonces, dependiendo de las circunstancias, el supue6to 
ofenaor ~er~ sometido a una ~cci6n i~.t~ceiva y/o 
discipl~aria por la campania. El demandanee y el supuesto, 
of ens or sernn informedo,,; de cualquier conclusiOn y 1a ac:c:i6n 
que se t~ra. Si laCs) persona(s) que condujercn la 
invescigacion concluyen que no se infringi6 esea poli2a. ~l 
demandante y el supuesto of ens or seran informados de esa 
conclusiOn. Si laCS) persona(s) que conaujeron la 
investigacion no pueaen deeerminar si esea paliza fue 
infringida 0 no, por ejemplo. debido a evidencia no decisiva j 

el demandante y el supuesto of ens or seran informaaos que el 
asunto ha sida concluido sin resaluci6n. 

Si el demandante y/o el supue5to afensor no est' 
sacisfecho con el resultado de la invescigaci6n. puede 
presentar una obja~i6n detallada por escritQ ante el Director 
Ganaral de la division local 0 1a persona ~omhrada por este. 
dentro de cinco dias cixiles a partir del dia en que se 
reeibio la dQ~i£i6n de la(~) persona(~) que ~ondujero~ la 
in··~stigaci6n.· La persona. que recihe la Objec~6n detallada 
por escrito debera reunirse con aquellos que condujeron la 
ipvestigaci6n y, si es necesario. con otros partieipantes en 
la inveseigac~6n para examinar 1a objeci6n escrita. La 
persona que examina la objecion escrita comunicara su decisiOn 
al demanQ~te y al .~pu~sto oeen~or ~an pronto como Ie sea 
posible. 

I. DEMANDAS FALSAS 

Es una infraccion de esta poliz~ el que una persona 
presente una demanda interna deliberadamente fa1s., hecha con 
un incoQsiderad~ desprecio a 1a verdad 0 hecha par alguna otra 
ra~6n 0 ll\Oc1.vo l.napropriado. Tambi~n es una intracci,6n de 
es~a poli:a e1 que un participance en 1a investigaci6n a 
Sabienoas proporc1one 1ntormac16n falsa. 0 proporcione 
informaci6n con un inconside~ado desprecio a 1a verdad. 

J. SANCIONES 

Vireo san~ionara al individuo que infringe esta 
po1iza en la manera que la Campania considere apropiada bajo 
las circunstancias. Como ~nimo, la sancian sera una 
reprimenda documentada. Acci6n adicional podra ~C~U~~, pe~o 
no se limitara a uno 0 mas de lo siguiente: Una notificaci6n 
escri~a de desistir, educaci6n 0 adie5t~amieneo. retenc~on de 
una promoci6n ~ de un aumento de PASO. cambio de puesto, 
degradaci6n. $uspensi6n sin paga a despido. 

Nuestra habilidad de disciplinar a un acosador que no 
es empleado nuestro puede ser limitada por el grado de 
control. segUn sea ~1 case, que cengamos sohre al supuesto 
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acosador y nuestras Oblisa~iones le~ales_ Yo obstante. 
firmemente se anima a todo el1lpleado que percibe que esta 
6~tido al acosami&ntc de una parsona no Qmple~a que tiene 
negocio~ con Virco~ que preSeDte una demanda de. acuerdo con 
nuestros prino1pios intarnos para demandas de~critos ~s 
arriba. 

E. AC'l'DACI0H2S ~ 

Los principios descritos mas arriba se aplican a 
demandas incernas de acosamiento y represalias afines al acoso 
y firmemente animamos a los empleados que los USeI1. Si un 
empleado desea consul car con una agencia gubernamental 
responsable de hacer valer las leyes anti~cosadora5 y de 
represalias. puede comunicarse con el Director de Recursos 
Humanos de la division local. ~05iblemente el Direceor de 
Recursos Humanos pueda proporcicnar a los empleados una lista 
de ~~l~s agen~ias ~ infarmaci6n acerca de 105 proeedimien~os y 
remedios disponibles a traves de dichas agencias. El Director 
de Recur~o~ R\,l~oS m&ntendra tod .. s a.quell.'-.5 list.as e 
in! rmaci6n requeridas par las leyes locales, qstatales y 
federales. 

_ Si Ud. recibe ~na acusaci6n y demanda p~Q&entada ~~e 

"'~.1.,."):. ')~I.:,,:--, ~ 

una agenei~ gubernamantal 0 ante un tribuna~, airva 
ccmunicarse inmediacamen~e con el Director de Reeu~sos HumanQS 
de 1a divisi6n local. Vireo escrietamenee probibe represalias 
contra cualquier persona que presenta una aeu~aci6n o,demanda 
formal d@ acoso 0 de represa11a. En caso de r~presal~a par 
pa~e 5uya. 5e 1e sometera a disciplina que puede incluir 
hasca el despido. 

L. COIfCLUS lotf 

vireo ha desarrollado esta poliza para reafirmar SU 
compromiso de largos afios de mant.ener un ambiente de ~rabajo 
libre de acoso. Sus preguncas, c~entarios y sugereneias 
saran bien reeibidos- Sirvanse d~rigirlos al Director de 
Recursos Humancs de su aivisi6n local. 
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