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SEXUAL and WORKPLACE 

HARASSMENT 

 

1. Purpose: 
 The purpose of this policy is to develop and maintain an awareness of the personal dignity of 
 others by fostering a work environment free of unlawful harassment, and to establish procedures 
 for dealing with unlawful harassment when it occurs.  This policy applies to harassment of or by 
 employees/volunteers from or toward anyone, including any supervisors, co-workers, the public 
 or independent contractor.  All employees have a right to a work environment free from all forms 
 of unlawful discrimination and conduct which can be considered harassing, coercive or 
 disruptive, including sexual and workplace harassment.  Harassment is a form of employee 
 misconduct which undermines the integrity of the employment relationship.  Harassment 
 debilitates morale and interferes with work productivity and therefore, will not be tolerated.  Any 
 employee who engages in harassment is subject to discipline, up to and including dismissal. 

 

2. Scope: 

This policy applies to all employees of the Hillsborough Fire District including all 
Volunteer Firefighters of Hillsborough Volunteer Fire Companies who are  considered 
employees, and contractors of the Hillsborough Township Board of Fire Commissioners 
and Fire Commissioners. 

 

 Definition(s): 
 
 Sexual Harassment – consists of unwelcome sexual advances, requests for sexual favors, 
 sexually motivated physical conduct or other verbal or physical conduct, gestures or 
 communication of a sexual nature when: 
 

a. Submission to that conduct or communication is made a term or condition, either explicitly or 

implicitly, of obtaining or retaining employment; or 

 
b. Submission to or rejection of that conduct or communication by an individual is used as a factor 

in decisions affecting that individual’s employment, or 
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c. That conduct or communication has the purpose or effect of substantially or unreasonably 

interfering with an individual’s employment, or creating an intimating hostile or offensive 

employment environment. 

 
Workplace Harassment – generally refers to any activity directed toward a person which: 
 

a. Would not have occurred but for that person’s race, color, religion, sex, sexual orientation or 

preference, national origin, handicap or disability, Vietnam-era or disabled veteran status, age, 

marital status, citizenship status or any other status or category protected by law status; and 

 
b. Is severe or pervasive enough to cause a reasonable person in that status to believe that the 

workplace has become hostile or abusive, i.e. slurs, jokes, or other verbal, graphic or physical 

conduct relating to an individual’s membership in a protected class; 

 
c. Harassment includes, but is not limited to slurs, jokes, or other verbal, graphic, or physical 

conduct relating to an individual’s sex, color, race, ancestry, religion, national origin, age, 

physical handicap, medical condition, physical or mental disability, marital status, veteran status, 

citizenship status, sexual orientation or other protected group status.  Any form of harassment 

related to an employee’s protected group status violates this policy and will result in appropriate 

disciplinary action up to and including termination of employment. 

 
Physical Assaults of a Sexual Nature –  
 

a. Sexual assault or criminal sexual conduct or the attempt to commit these offenses; or 

 
b. Intentionally physical conduct which is sexual in nature, such as touching, pinching, patting, 

grabbing, brushing against another employee’s body, or poking another employee’s body. 

 
Unwanted Sexual Advances, Propositions or other Sexual Comments –  
 

a. Sexually oriented gestures, noises, remarks, jokes, or comments about a person’s sexuality or 

sexual experience; or 

 
b. Preferential treatment or promise of preferential treatment to an employee for submitting to 

sexual conduct, including soliciting or attempting to solicit any employee to engage in sexual 

activity for compensation or reward; or 

 
c. Subjecting or threatening to subject an employee to unwelcome sexual attention or conduct; or 

 
d. Intentionally making performance of the employee’s job more difficult because of the employee’s 

sex.  Sexual harassment also occurs when one person harasses another solely because of the 
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victim’s gender.  This type of sexual harassment may involve unwelcome sexual demands or 

overtures, but it may also take the form of other harassing conduct not necessarily sexual in 

nature.  For example, this would include comments about the lesser abilities, capacities, or the 

“proper role” of females.  It also includes subjecting a women or a man to non-sexual 

harassment solely because of her or his gender. 

 
e. Sexual harassment is prohibited whether the harasser is male or female, and whether the 

harassment is opposite sex or same-sex harassment. 

 
Sexual or Discriminatory displays or Publications anywhere in the Organization’s Workplace by the 
Organization’s Employees 
 

a. Displaying or otherwise publicizing in the work environment, pictures, posters, calendars, graffiti, 

objects, promotional materials, reading materials, or other materials that are sexually revealing, 

sexually suggestive, sexually demanding, or pornographic; or 

 
b. Displaying signs or other materials purporting to segregate an employee by sex in any area of 

the workplace, other than restrooms and similar semi-private locker/changing rooms. 

 
Retaliation for Sexual and/or Workplace Harassment Complaints 
 

a. Disciplining changing work assignments of, providing inaccurate work information to, or refusing 

to cooperate or discuss work-related matters with any employee because that employee has 

complained about or resisted harassment, discrimination or retaliation; or 

 
b. Intentionally pressuring another person to give false information about an alleged incident of 

sexual and/or workplace harassment for the purpose of covering up such incident. 

 
Quid Pro Quo 
 

a. No supervisory employee shall threaten or insinuate either directly or indirectly, that an 

employee’s refusal to submit to sexual advances will adversely affect the employees continued 

employment, evaluation, compensation, assignment, advancement, or any other condition of 

employment.  Similarly, no supervisory employee shall promise or suggest either directly or 

indirectly, that an employee’s submission to sexual advances will result in any improvement in 

any term or condition of employment for the employee. 

 
All workplace harassment is forbidden and will not be tolerated and covers all employees. 
 
The above list of definitions is illustrative and should not be construed as an all inclusive list of 
prohibited acts under this policy. 
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3. Responsibilities 
.  

 
1. Employees 

 
a. Employees subjected to sexual and/or workplace harassment are encouraged, 

whether directly or through a third party, to notify the alleged harasser that the 
behavior in question is offensive and unwelcome. 

 
b. Failure to inform the alleged harasser that the behavior is unwelcome does not 

prevent the victim from filing a complaint pursuant to this policy. 
 

c. Employees subjected to sexual and/or workplace harassment are encouraged to 
promptly report all such incidents to the Chief of the Department, Immediate 
Supervisor or Fire Commissioner pursuant to procedures established in this policy. 

 
d. Employees who observe any behavior by another employee which constitutes sexual 

and/or workplace harassment shall promptly report the incident to the Chief of the 
Department, Immediate Supervisor or Fire Commissioner pursuant to procedures 
established in this policy. 

 
2.  Supervisors  

 
a. In order to ensure the integrity of the work environment, Supervisors are required to 

ensure adherence to and compliance with this policy; 
 
b. If a Supervisor learns of conduct that violates the policy, the supervisor must either (1) 

assist the victim in reporting the violation or (2) report the violation him- or herself, if 
the victim does not want to come forward. 

 
c. Supervisors are also responsible for monitoring the work environment to ensure that 

retaliation does not occur. 
 

A. Reporting Sexual and/or Workplace Harassment 
 

1. The Fire District encourages the prompt reporting of complaints so that rapid response and 
appropriate action may be taken.  Any complaint should be reported within 60 days to be 
considered current.   

 
2. Harassment or discrimination does not have to occur on Fire Company property during 

regular work hours for an employee to file a complaint. 
 

B. Complaint Procedure 
 

1. Any employee who feels he or she has been subject to harassment should report the incident 
directly to the Chief of the Department or Fire Commissioner. 
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2. Any individual uncomfortable reporting an incident to the Chief of the Department or a Fire 
Commissioner, should feel free to go to the Chief Fire Marshal or Fire Commissioner which 
he or she feels most comfortable to replay the problem. 

 
3. The Hillsborough Township Board of Fire Commissioners shall conduct an investigation into 

the harassment complaint to determine the merits of the allegations.  The Board of Fire 
Commissioners shall designate an objective investigator to determine the validity of any 
complaint.  The objective investigator may include the Chief Fire Marshal or the fire district’s 
attorney or any third party deemed appropriate.  The investigation shall be completed in a 
reasonable time frame. 

 
4. The investigation will, at a minimum, include an interview with the employee bringing the 

complaint and the accused.  Both the complaining employee and the accused will be advised 
of the outcome of the investigation, but not all the details of the investigation.  If the Fire 
District determines that the complaint has merit, the accused shall face appropriate 
disciplinary action based upon the severity of the complaint and any prior history of past 
charges against the individual.  Disciplinary action may include a written warning, 
suspension, demotion, and/or termination of employment.  Any disciplinary action shall be 
consistent with applicable collective bargaining agreements, the Hillsborough Fire District 
Personnel Policies, and applicable due process safeguards. 

 
5. Documentation of all actions taken at this stage shall be confidentially maintained. 

 
6. The investigation shall be conducted in a manner and to the degree appropriate to the scope 

and nature of the complaint. 
 

7. The investigation may include separate interviews with all persons whom the complaining 
employee or someone else identifies as being involved in or having knowledge of the alleged 
harassment. 

 
8. The alleged harasser will be informed of all complaints and given the opportunity to fully 

respond. 
 

9.  A report of the investigation will be prepared. 
 

C. Protection of All Parties 
 

1. All complaints will be addressed promptly and thoroughly investigated. 
 

2. All parties to the complaint shall be afforded al of the protection as in any internal affairs 
investigation. 

 
3. To the extent possible, the sexual and/or workplace harassment investigative proceedings 

will be conducted in a manner which protects the confidentiality of the complainant, the 
alleged harasser and all witnesses.  All parties involved in the proceedings will be advised to 
maintain strict confidentiality, to safeguard the privacy and reputation of all involved.  Any 
employee who unnecessarily compromises the confidentiality of an investigation will be 
subject to appropriate discipline. 
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4. The Hillsborough Township Fire District encourages victims of harassment to bring their 
complaints to management by ensuring that no reprisals or retaliation will result from the 
good faith reporting of harassment.  It is a violation of this policy for any personnel to retaliate 
against another because he or she filed a complaint or otherwise participated in the 
complaint procedures. 

 
5. In the event that the Fire Company and/or Fire District determine the complaint to be 

intentionally dishonest, appropriate disciplinary action may be taken against the employee 
who caused the complaint to be filed. 

 
D. Discipline 

 
1. If, as a result of any investigation, it is found that harassment has occurred, appropriate 

action shall be taken.  This may include the following: 
 

a. Disciplinary actions up to and including discharge from the Fire District/ Fire Company 
against the person who fails to abide by the Fire District’s policy against harassment; 

 
b. Changes in job responsibilities; 

 
c. Transfer to another job or department; or  

 
d. Requiring employee or employees to undergo counseling, sensitivity training or other 

appropriate educational seminars. 
 

 
2. All information disclosed during the investigation and all actions shall be held strictly 

confidential. 
 

3. Retaliation in any form against a complainant or anyone who participates in the complaint 
process or investigation process is strictly prohibited and may result in appropriate 
disciplinary action, including termination of employment. 

 
 

 


