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IN THE UNITED STATES DISTRICT COURT
FORTHE DISTRICT OF MARYLAND

EQUAL EMPLOYMENT OPPORTUNITY J
COMMISSION, !

Plaintift, }
Case No. JFM-05-CV-0890

%

!
)
FHE MARYLAND CLASSIFIED i
EMPLOYEES ASSOCIATION, INC,, }
¥
}
}

Defendant,

CONSENT DECREE

bantilh, the U8, BEgua! Emplovment Opportunity Commission {the "Comprssion’

TEEOCTY commenced this action on March 310 2005, in the Uniied States Distriet Court for the
Distriet of Marviand (Northern Division) against Defendant The Marviand Classified Emplovees

Associaton, Inc ("MCEA”), In s Complaint, the Commission aleged that Defends

uniawiul employment practices by subjecting Charging Party Vance McDonald w retalintory
4

discharge i vielation of Title VIE of the Civil Rights Act of 1984, gs amended, 42 US.C 4 20002

. (Title VI,

Az g result of setlement discussions, the Commission and Defendant desire 1o resolve this

on and all issues rased by the Complaint without the tme and expense of contested ltigation,

For the purpose of resolving this action, the parties acknowledge the jurisdiction ol the

%

United Stases District Court for the Disirict of Murvland (Northern Division) over the subject matier
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and over the partics to this case for the purpose of entering this Consent Decrec and, 1 necessary,
enforomg this Decree

e Court, having examined the terms and provisions of the Consent Decree, finds that 1t is
reasonable and just inaccordance with the Federal Rules of Civil Procedure and Title VIL The entry

o

ot this Consent Decree wit] further the objectives of Tithe Vil and will be in the best interests of the

parties and those oy whom the EEOQC seeks reliel

This Decree constitutes a full discharge and satisfuction of any and all claims which have

been aticged in the Complaint filed In this Title VI action by the EEOC based on the EEOUs

£

dorerminaetions of diserimination regarding the charge filed by Vance MeDonald (EEOC

mirative charge number 120-2004.02387y

NOW, THEREFORE, I'T IS ORDERED, ADJUDGED AND DECREED THAT:

NON-DISCRIMINATION

P

I Detendant, its officers, divectors, agents, emplovees, successors, assigns, and ail persons in

active concert or participation with them or any of them shall comply with all provisions of

sre vintations of Title VI Prolubiicd discrunination

mination because of conduct protecied under Section 704(4)

NON-BETALIATION

2 Delendant 1s offcers, directors, agents, employees, successors, assigns, and all porsors

active concert or participation with thenor any of them shall not engage in reprisal or retaliation

v person because such person, cither m the past or in the future: (a) opposed any

ki i

i

practice made unlawiul or reasonably belicved (o be unlawful under Title VIL (b) filed a charge o
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LNy was wentified as

apotential witness forthe EEOC i an action; (d) requested and/or recetved reliefin accordance with

this Decree; (e participated in any manner i an action under Ttle VH or in any investigation

B action; or (0 asserted any rights under this Decree. In this regard, Det

mke any action against any personds) which constitutes mtimidation, courcion, reia

harassment, or interference with the exercise of such person's rights under Title VI because of e

o, 120-2004-02387 with the EEOC, which form the basis forthis case. or b

SLCH pUrson(s) gave estmony or assistance. or participated 10 any manner in any mvestiy

seecdinng i connecton with this ¢ase under Tile VIL

s

Defendant shall submit written reports to the Commission 5

itakes any adverse action, disciplinary or otherwise, against any person whom the Commission

dror Plamtith-Intervenor Vance MeDonald disclosed to Defendant during this action as a person
with relevant knowledge ora potential oranticipated witness. Such reporis shall be submtted within

thirty (301 days of any such adverse action, shali be provided ina written nurrative m the form ol a

deciaration made under penalty of perjury, and shall set forth the following information: {431

name and ttie of the person against whom adverse action was taken; {0 the bl name and 1
ali persons who participated in any manner in the decision o take the adverse action; {0} as 0 cach
such person, thotr spectfic role in the decision; (dy the date of any and all mecungs or

commumications i which the discharge was discussed. the identities of the partes 1o those

s and attendees at the meetings, and a summary of each communication: and (¢ the
reasen(sy Defendant took adverse action, as well as apy facts supporting those reasons, The

aforemennoned report shall be deliversd 1o FEOC s Baltimore Field OfTice to the atiention of the

h
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Hs :Z ional Atio Y.

RECORD-KEEPING

4, Defendant shiall comply with all applhicable record-keeping requirements of Title VI and
the Comunission’s regulations, including but not limited to. 29 CF R § 160214

COVERED FACILITIES

2 The provisions of this Consem Decree shall apply to all of Defendant’s facilities,

DURATION OF DECREE

6. This Consent Decree shall be in effect for a pertod of two (2) years from the date it 13

entered by the Cowrt

MONETARY RELIER

Defendant shall pay monetary relief to Charging Party Vance McDonald 10 the amount of

S3S,000.00 in monetary relief, Ofthis monetary relict) S12,600 shall be paid w Edelstein, Radiord
& Perkinson on August 12, 2006, The remaining $23.000 shall be paid 1o Vance McDonald in five

ti ]

The first pavment of S13,000 shall be paid on August 12, 2000, The second pavine

i the amount of 2000 shall be paid on September 12, 2006, The third pavment in the amou

paid on October 12, 2006, The fourth pavimentin the amount of S2600 shall be pan
on November 12, 2006, The 1th pavment in the amount of S2000 shall be paid on Decembuer 12

20060 Defendant shall mail the aforementioned payments to Mr, McDonald by certificd mail atan

tdress 1o be provided by EEOC. Within three (3) Cays of such payment. Defendant shall send o

wek pavable to Vance McDonald, along with a photocopy of the Certif

SO0 s Baltimorg taeld

SO0 Supervisory Trial Atomey Tracy Hudson Spicer at the B

OMce. Fatlure o omake this pavment within the tme set for paviment 1 this suhparagraph shall

L
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constitute a material breach of the parties” agreement and noncompliance with this Decree for which
Defendant shall pay additional damages and penalty in the amount of one hundred doflars (S 160 per
dav to Vance McDonald for each day Defendant is late in making said payment to My McDonald,

st compounded at the IRS quarterly rate for unpaid taxes, for all payment in arrears by

5 In the cvent that the above-referenced pavment cannot be delivered to Chargimg Party Vance

MeDonald at the address provided. Defendant shall promptly contact EEOC Supervisory Trial

Avorney Tracy Mudson Spicer or EEOGC Sentor Trial Attorney Ronald L. Phillips o obtainac
address for Mr. MceDonald for the purpose of prompt Certified Mail delivery, or. ifa current mathing
address s not available, to otherwise make arrangements for prompt payment. Detendant shadl

thercaller promptly report any efforts made to deliver payment and shall exercise duc difigence to

complete such delivery.
b, Adter the conclusion of the present calender vear, Defendant shall promptiy ssuc 1o Vance
MeDonald an IRS Form 1099-Mise for the monetary reliefl
OTHER CHARGING PARTY REMEDIES
[0, Not fater than fourteen (14) davs after entry of this Decree by the Court, Defendant shall

provide to Charging Party Vence McDonald a positive letter of reconmmendation, 1o be agread upon
by the parties prior to entry of this Decre
i Defendant shall answer any inquires about Charging Party Vance MceDonald from his

prospective emplovers by providing a neutral reference stating that he was emploved by Defendant,

the dates of hus emplovment, and his position. Defendant shall not provide any further information
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bout Mr. MeDonald w prospective emplovers, including but not limited (o anv assessment ot

» performance, this Consent Decree, this Action, the charge of diserimination filed by Mr

MeDonalid, hisallegations of discrimination, or anv personal information concerning Mr. MeDonald.

FEQUITABLE RELIEF: REPORTS TO EEOC OF DISCRIMINATION
LEGATIONS AND WITNESSED CONDUCT

g

12 Defendant shall submit written notification to the Commission regarding any and all

P &8

complaints or reports of retaliatory harassment and’or retabiafory discrimination and any action taken

by Defendant 1 response to the complaints or reports, as well as all documentation related 10 the

gations, investigation and disposition of the complaint or report. Defendant’s notification o the
Commuission must be sent to the Commission’s Baltmore Field Office, to the attention of the
Regional Attorney, within thinty (30) days of any complaimls or reposts 10 managers, Suparvisors or

porson designated by Defendant, Such notifications must be updated and sent to the Commussion

Haliimor

wereafior antil final sction is taken by Defendant on

I

the complaint or report. Defendant shall append o all notifications requived by this provision of the
Decree any and all documents generated or obtained m the course of their investigations, inciuding

mited to, any mvestigatory reports, memoranda, notes, wimess statements, affidavits or

aither investoation-related materials,

EQUITABLE RELIEF: POLICIES AND TRAINING

13 Defendant shall adopt and adhere to the anti-harassment/ang-diserimination policy set forth

!

Atiachment AL Defendant shall distribute a copy of thelr anmti-harsssmentanti-discrimination

G
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current officers, emplovees and independent contractors within twenthy-one {

of the entry of this Consent Decree by the Court. Defendant shall provide a copy of thi

all new oificers, emplovees and independent contractors hired during the operation of this

on such person’s first day of work, With regard to any persons whom Defendant determines are

Hmited in the ability to read and understand the English language, Defendant shall make all
ahiectively reasonable efforts o explain the above-referenced policy to such persons by means of
connmunication that such persons understand. Defendant may not delete or alter the meaning ofany

of the content of the policy set forth in Attachment A, However, Defendant shallt

- orotections afforded by this policy by (w) designating additional avenues of complamnt for
il victims anddor (b defining and profubiting forms of diserimination notexpressiy prohibited

by federal statutes enforced by the EEQC as of the date of entey of this Decree, including but not

wedd 1o disevinmnation because of sexual orientation or marital status andfor (¢) modilving the
selicy o contorm 1o changes in conireiling law,
14 Defendant shall require any and all current and future managers, supervisors, and persons

designated 1o recerve and or tvestigate complaints of harassment andsor discrimination o atle

i the reguirements of Titde VL with particular emphasis on {8y sexssexual and

retadietory harassment and other forms of sex/sexual and retaliatory diserimination and (b) taking

Ve achion to prevent, investigate and correct such harassment and ¢
Such wraining 1s o be not less than four (4) hours in duration and provided by a third-party at the
expense of Defendant, with format and content of training subject to review by the Commission.
Phe tratnming must be conducted within three (3 ) months after entrv of this Decree and six {6 months

after the commencement of emplovment for all new hires i such positions, The EEOU must be

o
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o owriting. as to the dentity and qualifications of the trainer, all content of such training

(including training manuals and handowt materials), method of presentation, length of raming

course(s and the names and job titles of attendees within one (1Y month of such raming. Defondare

shall have the option of videotaping the first four-howr waining session and then fulfilling its duty

ent raiming sessions reguired by this Decree by requiring attendance of

0 provide any subsoqu

aviewing of the videotape, Any trainee who receives training by viewing a videotupe of

s session shall be given the name and telephone number of a Defendant contact person and

RN
G IR HAER S
; &

mstructed o direet any questions regarding the content of the training 1o thatl contact person,

13 Detendant shall provide a four (4) hour traning session to all current and {uture emplovess
ding the anti-haressmentanti-discrimination policy set forth i Attachment A on cach such
employee’s (irst day of work, o the case of current eraplovees, within thirty (30) davs ol entry of

dhs Lrecree.

EQUITABLE RELIEEF: POSTING OF NOTICE

16 Defendans shall post copies of the Notice attached as Attachment B in a conspicuous focation
at ail of thew faciinies and at all places where emplovee notices are posted, The Notice shall be

posted fora period of two (2) veurs, with such period commencing upon entry of this Decree. Such

Notice shall be typed legibly using not less than twentv-four {24 point font Wmuliiple paves are

¥

used for each such Notice, they shall not be displaved one page behind another but must be posted

so that all pages are in order and simuliancously visible (L., in horizontal row or vertical column

e

son). Inaddition, Defendant shall post notice of all applicable federal equal emplovment

spportupity laws and all other notices required by law. I the event that any of aforementioned
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notices becomes deluced, marred or otherwise made vareadable, Defendant shall immediately post

a readable copy of such notice(s).

DRDISPUTE RESOLUTION AND COMPLIANCE

L7 s Court shall retam junsdiction w enforce the terms of this Decree and will have ol
available powers 1o enforce this Decree, including but not linmuted to monetary sanctions

aunctive relied

Lpon motion of the Commission, this Court muy schedule a hearing for the purpose of

ceviewing comphance with this Consent Decree. Prioy o such motion, the Commission shall noufs

endant, inwriting, ofthe alleged non-compliance. Uponreceipt of writien notice, Defe

iu. HIg

shall have fifieen (13) days o either correct the alfeged viotation, and so inform the other party, or

ced violation, in writing:
AL [fthe parves remain indispute they shall attemptin good faith 1o reselve they
dispute;
8. [ the partios can not in good faith resolve their dispure. the Commnussion may
file with the Court @ motion 1o correct and remuedy the breach,
hoparty shall bear 11s own costs, expenses and attorney's feos incurred in
connection with such gotion: and

o Jurisdiction 1o resolve any digoute arising under ¢

Upited States District Court for the District of Marviand.
. The Compnussion, 1ts agonts and emplovees shall wotherr diseretion have the fogal nght w

b

enter any of Defendant’s factlities, without any prior notice to the Defendant, and conduct an on-sie

Y
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inspection to ensure compliance with Title VIl and any of the terms of this Decree. Such inspections
miay, at the discretion of the Commission, include access to any and all documents for the purposes
of inspection and duplication: interviews or depositions of any persons; inspection of any arca within
she facility: and anyv other mvestigatory technique or procedure permitted by Title VI or the

-

Commission’s regulations. The Comumission may at any time move the Court for a hearing for the

1

surpose of compelling Defendant o cooperate in any aspect of on-site luspection under the terms
of this Decree. Netther the Commission’s right to conduct on-site inspections nor any other
provisions of this Decree shall be construed to Himit or impair in any manner any other Comniission

ations of the Defendant that is provided by law, including, but not limited

Pot

arges of discrimination flled under Title VIl the Equal Pay Act ("EPA”
Discrimination in Employment Act (CADEA”), Title Lof the Americans with Disabilities Act, and
any stalute over which the Commission is given jurisdiction in the future, and conducting direcied
mvestigations authorized underthe EPA the ADEA, and any future statute which authorizes directad

R LM‘“di [R50

COURT COSTS AND ATTORNEY FEES

20, Each party shall bear 1ts own court costs and attornevs’ fees, expect as specilied.

ITI1S AGREED:

FOR PLAINTIFF EQUAL EMPLOYMENT OPPORTUNITY
CONDVIRSION

i Counsel

DGLYN YOUNG REAMS
12 General Counsel
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IHCQUELINE H. MONAIR

qu tonal Attomey
EEOC-Philadelphia District Office
City Crescent Building, 3 Floor
10 South Howard Street
Boltimore, MD 21201

Offce (215 440-2666

Facsumibe #: {2151 440-27064
Nated: K‘:‘{:&, f;;‘.

S — ok S

ey g -

- e $i

%%ax UHSON SPICER
Siﬁ'a Vi 2 Tl Attorney
FEOC-Balimaore Fleld Offee
Uiy Crescens Building, 3% Floor
HE South Howard Soreat
HBaltimore, MD 21208
Office #: {410y 962-4023
Facsimile # (410) 902427072817

A RONALD L. PHILLIPS
Senior Trial Attorney
pEOC-Baltmore Field Office
City Crescent Building, 3™ Floor
10 South Howard Street

nore, MDD 212018
Gfice % (4101 902-4628
Facstmile 0 (4109 962427072817

Diated:

Filed 08/16/2006

Page 11 of 12
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1’('}‘{ DEFENDANT THE MARYLAND CLASSIFIED
LOYLES \%\()(i’x FTON, INC,

URAIGF. BALLEW, ESQ.
Ferguson, Schetelich & Ballew, PAL
1401 Bank of America Centor

YO0 South Charles Street

Baltimore, MDD 21207

Auorneys for Defendant

Dated:

FOR PLAINTIFFANTERVENOR VANCE MUDONALD

ATRICK PERKINS, ESQ.
Fdelstein, Radford & Perkins
PG Saint Paul Street, Sutte 402
Baltumore, MDD 21202-1723

;-ikmsm\.}n mr Plaintiff-Intervenor

ITIS SO ORDERED:

// )/ﬂé

/ 977///%/

Page 12 of 12

ONCRABL ;&mif/xzﬂ)ow
United States Dhsin
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ATTACHMENT A

MARYLAND CLASSIFIED EMPLOYEES ASSOCIATION, INC.
POLICY PROHIBITING HARASSMENT AND DISCRIMINATION

MCEA has zero tolerance for harassment and discrimination. It is the policy of MCEA to
maintain a work environment that is free from harassment and discrimination based on (1) sex
{whether or not of a sexual nature), (2) national origin, (3) color, (4) race, (5) religion, (6) age, (7)
disability, and (8) pregnancy, childbirth or related medical conditions, and from (9) retaliatory
harassment and discrimination based on opposition to harassment/discrimination or participation in
harassment/discrimination complaint proceedings. In addition, it is MCEA policy that no retaliation
will be tolerated against any employee for reporting harassment or discrimination under this or any
other policy or procedure, or for assisting in any investigation. Harassment and discrimination
violates both federal and state law and will not be tolerated.

WHAT IS DISCRIMINATION?

The types of discrimination prohibited by this policy, and by federal and state law, include actions
that relate to hiring, layoff, recall, firing, promotion, suspension and other discipline, pay, leave and
other benefits, breaks, and all other aspects of the employment relationship. Decisions regarding
these matters are not allowed to be based upon sex, national origin, color, race, religion, age,
disability, pregnancy, childbirth or related medical conditions, or because someone has opposed
harassment/discrimination or participated in harassment/discrimination complaint proceedings.

WHAT IS HARASSMENT?

Generally speaking, “harassment” is defined as any unwelcome verbal or physical conduct based
on someone’s sex (whether or not of a sexual nature), national origin, color, race, religion, age,
disability, pregnancy, childbirth or related medical conditions, or because someone opposed
harassment/discrimination or participated in harassment/discrimination complaint proceedings
when: (1) the conduct negatively affects the work environment or (2) an employment decision
affecting the employee is based on the employee’s acceptance or rejection of such conduct. While
there are many different kinds of acts that can constitute harassment (because there are many
different ways a person may be mistreated for illegal reasons), some examples include:

(a) sexual advances, sexual comments and innuendo, requests or demands for sex, offensive

touching, sex-related jokes, etc.;

(b) unwelcome comments about a person’s attractiveness or her/his body, unwelcome

statements expressing romantic interest in another person;

(c) name calling, teasing, slurs, offensive visual displays/pictures/gestures, or any negative

comments or jokes about a person’s race, national origin, color, sex, religion, age, disability,

pregnancy, childbirth or related medical conditions, actions in opposition to discrimination

or participation in a discrimination complaint process;

(d) acts of physical violence, threats of violence, or other acts that are physically threatening
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in nature such as using one’s body to “corner” another employee;

(e) destruction or theft of another person’s property;

(f) interference with another person’s work or attempts to interfere with that work;

(g) disciplinary actions, threats of disciplinary actions and any other discriminatory acts; and
(h) negative comments or offensive actions toward or about another person when the reason
is the other person’s race, national origin, color, sex, religion, age, disability, pregnancy,
childbirth or related medical conditions, actions opposing harassment/discrimination or
participation in a harassment/discrimination complaint process. This is harassment even if
the victim’s sex, national origin, etc. are not mentioned by the person doing the harassment.
An example ofthis would be treating a person of sex or ethnic group differently from persons
of another sex or ethnic group by calling him/her vulgar or insulting names or cursing at
him/her.

WHO IS PROTECTED BY THIS POLICY?

Both federal and state law and this policy protects all employees and job applicants from harassment
or discrimination by any person, including directors, officers, managers, supervisors, co-workers of
any rank or position, contractors, vendors and members.

WHAT ARE THE CONSEQUENCES FOR VIOLATING THIS POLICY?

Any person who engages in harassment or discrimination will be subject to appropriate
disciplinary action, up to and including immediate firing. Furthermore, failure of a supervisor
or manager to perform any of their responsibilities under this policy will result in appropriate
disciplinary action, up to and including immediate firing.

WHAT SHOULD IDO IF IBELIEVE THAT I AM BEING HARASSED OR DISCRIMINATED
AGAINST?

Persons who believe that they are being harassed or discriminated against should report it to any
supervisor, any management official, any MCEA officer, the President, or to [Defendant shall insert
here name, title and telephone number of person designated to receive and take action regarding
reports]. In addition, you have a right under the law to report harassment or discrimination to (A)
the U.S. Equal Employment Opportunity Commission (“EEOC”), which is a U.S. Government
agency that enforces the federal laws that prohibit harassment and discrimination, or (B) the
Maryland Commission on Human Relations (“MCHR”), which is the State of Maryland agency that
enforces state laws prohibiting harassment and discrimination. MCEA respects yourright to contact
the EEOC and MCHR and will not take any action against you because you have contacted either
agency or have filed a written complaint (called a “Charge of Discrimination”) with them. The
EEOC can be reached at (410) 962-3932 or toll free at 1-800-669-4000. For the hearing impaired,
TTY numbers are (410) 962-6065 and 1-800-669-6820. MCHR can be contacted at(410) 767-8600.
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WHAT HAPPENS AFTER THERE IS A REPORT OF HARASSMENT OR DISCRIMINATION?

After a report of harassment or discrimination made by an employee, either about her/himself or
about another person who may be harassed or discriminated against, MCEA will conduct a prompt,
fair, and complete investigation. Until it completes the investigation, MCEA will also take necessary
steps to make sure that there is no further harassment or discrimination against you. When the
investigation is completed, MCEA will take appropriate corrective action as warranted. Reports
made by employees and investigations of those reports will be kept confidential unless disclosure
is required to complete the investigation or by law. There will be absolutely no retaliation or

negative action taken against you for reporting harassment or discrimination.

WHO IS RESPONSIBLE FOR ENFORCING THE POLICY?

MCEA and its officers, directors, managers, and supervisors are responsible for enforcing this policy.
We take that responsibility very seriously. All employees of whatever rank are also responsible for
obeying the policy and for cooperating fully in its enforcement.

WHAT RESPONSIBILITIES DO MANAGERS AND SUPERVISORS HAVE UNDER THIS
POLICY?

First and foremost, it is the duty of all MCEA supervisors and managers to obey this policy,
including refraining from harassment and discrimination. You are expected to lead by example. The
success of the MCEA depends on this. Also, it is the duty of all supervisors and management
officials to monitor the workplace for harassment and discrimination. If you suspect that harassment
or discrimination has taken place, even if no one has reported it to you, it is your duty to promptly
report your observations and suspicions to the President and to [Defendant shall insert here name,
title and telephone number of person designated to receive and take action regarding reports].
Furthermore, it is the duty of all supervisors and all management officials who receive a complaint
of harassment or discrimination to promptly report the complaint to the President and to [Defendant
shall insert here name, title and telephone number of person designated to receive and take action
regarding reports]. Moreover, it is the duty of all supervisors and managers to know and understand
this policy, and to provide answers to questions that employees may ask about the policy.

WHAT RESPONSIBILITIES DO ALL EMPLOYEES HAVE UNDER THIS POLICY?

All employees must refrain from engaging in any harassment or discrimination. In addition, all
employees should promptly report any incidents of harassment or discrimination that they witness
and fully cooperate with any investigations.

WHAT DO I DO IF I HAVE ANY QUESTIONS ABOUT THIS POLICY?

If you have questions about this policy, you may ask any supervisor, any management official, any
MCEA officer, or [Defendant shall insert here name of person designated to receive and take action
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regarding reports].
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EQUAL
EMPLOYMENT
OPPORTUNITY

COMMISSION

NOT
BETWE

ICE TO EMPLOYEES POST

) PURSUANT

TO A CONSENT DECREE
N THE EQUAL LMPLO\ ME.,N T OPPORTUNITY COMMISSION,

AN AGENCY OF THE UNITED STATES GOVERNMENT
AND MARYLAND CLASSIFIED EMPLOYEES ASSOCIATION

This  Notice s heing  posted
pursuant to an Agreement between
the Equal Employment Opportunity
u ommission (EEQC) and Maryi and

assified Emplovees Association

Under Section 703 of Tide VI of
the Civil Rights Act of 1964, as
amended:

it shall be an unlawful emplovment
practice for an employer:

{1} 10 fail or refuse 10 hi 2
or 1o discharge any individual,
otherwise o discriminate wamf}i
any individual with respect fo
hisfher  compensation,  terms,
conditions  or  privileges  of
employment, because of such
individual's race, color, religion,
sex, or national origin .. .

Sexual harassment is a form of sex
discrimination under Title VI 01”
the Civil Rights Act of 1964,

amended. 42 1U.8.C. $2000¢ et _s___;
Sexual Harassment may be defined
as unwanted sexual advances or
demands  experienced  in an
employment relationship,  The
unwanted behavior may include,
hut is not limited to, verbal abuse
and humiliation, leers, indecent

suggestions, physical touching and
sexual assault, Harassment can be
overt or subtle, and behavior that may
be appropriate in a non-work setting
may be unacceptable in the workplace.

Under Section 704 of Title VI of the
Civil Rights Act of 1964, as amended
itis an unlawful employment practice
for an employer to discriminate or
retaliate in any manner against any
person because of opposition to any
practice declared unlawful under Tule
VII or because of the filing of a
charge, the giving of testimony or
assistance, or the paticipation in any
investigation, proceeding, or hearing
under Title VIL

WE WILL NOT engage in any acts or
prac:mf:. mam unlavful by the above
sections.

MCEA will ensure that supervisory
and ali other employvees abide by the
requirements of the company’s sexual
harassment policy and commit that
sexual harassment and retaliation will
not be condoned.

You also have the right to file a charge
with the Equal Employment
Opportunity Comnussion, Baltimore
Field Office, 10 S. Howard Street, 3%
Floor, Baltmore, MD 21201, 410-

C.8OV.

Date Posted:
Date Expires:

By:

Marvland Classified Emplovees
Association
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