

      [Anti-Discrimination and Harassment Policy] 
[Insert logo here] 

Our Mission
REMOVE PRIOR TO DISTRIBUTING: To help employees remember how the policy ties into your business, we recommend including your mission and/or vision statement here. This is a recommendation and not required for your policy. Note: Remember to remove all editing notes and brackets after making your customized updates to this document.

Our policy goals
REMOVE PRIOR TO DISTRIBUTING: Include your policy goals here. Your policy goals should align with the mission and vision of your business. We’ve included an  example  below which you may use in whole or in part (as appropriate for your organization).
[Liberty Locator’s policy: 
1. Supports individual liberties based on our mission
2. Clearly defines discrimination and harassment 
3. Explains how we discourage these predilections and behaviors by providing training on both inclusion and tolerance, as well as highlighting consequences for violations, for potential offenders. This training and education assists in the prevention of our employees, consumers and stakeholders from experiencing offensive, hurtful or harmful behaviors
4. Explains the policy’s audience and application 
5. Explains how individuals can report discrimination and harassment through documented channels and without retaliation
6. Explains how we will investigate and resolve discrimination and harassment complaints]

Our Anti-Discrimination Policy
REMOVE PRIOR TO DISTRIBUTING: Below is sample language that you may utilize in whole or in part (as appropriate for your organization), for your Anti-Discrimination Policy.
[The U.S Equal Employment Opportunity Commission (“EEOC”) provides the following information on its Policies of Non-Discrimination and the ramifications thereto[footnoteRef:2]:  [2:  U.S. Equal Employment Opportunity Commission at https://www.eeoc.gov/youth/what-employment-discrimination#:~:text=The%20laws%20enforced%20by%20EEOC,older)%2C%20or%20genetic%20information. 
] 

“To ‘discriminate’ against someone means to treat that person differently, or less favorably, for some reason. Discrimination can occur while you are at school, at work, or in a public place, such as a mall or subway station. You can be discriminated against by school friends, teachers, coaches, co-workers, managers, or business owners. The EEOC is responsible for protecting you from one type of discrimination - employment discrimination because of your race, color, religion, sex (including pregnancy, gender identity, and sexual orientation), national origin, disability, age (age 40 or older), or genetic information.”
The EEOC further describes “discrimination” as: unfair treatment based upon race, color, religion, sex (including pregnancy, gender identity, and sexual orientation), national origin, disability, age (age 40 or older), or genetic information; harassment by managers, co-workers, or others in the workplace because of race, color, religion, sex (including pregnancy, gender identity, and sexual orientation), national origin, disability, age (age 40 or older), or genetic information;  denial of a reasonable workplace change needed because of religious beliefs or disability; improper questions about or disclosure of genetic information or medical information; or retaliation based upon a complaint about job-related discrimination or a job discrimination proceeding, such as an investigation or lawsuit.[footnoteRef:3] [3:  U.S. Equal Employment Opportunity Commission at https://www.eeoc.gov/youth/what-employment-discrimination#:~:text=The%20laws%20enforced%20by%20EEOC,older)%2C%20or%20genetic%20information.] 

[Insert business name] is an equal employment opportunity organization that does not discriminate against individuals with protected characteristics as defined by, and with such discrimination prohibited under, applicable federal, state, or local law in any of its activities or operations. 
We are committed to providing an inclusive and welcoming environment for everyone we employ. [Insert business name]’s is committed to complying with government laws’ and policies’ expectations of addressing discrimination to ensure everyone is treated with respect and dignity free from intolerance and fear.
Harassment is unwelcome conduct that is based on race, color, religion, sex (including sexual orientation, gender identity, or pregnancy), national origin, older age (beginning at age 40), disability, or genetic information (including family medical history). Harassment becomes unlawful where 1) enduring the offensive conduct becomes a condition of continued employment, or 2) the conduct is severe or pervasive enough to create a work environment that a reasonable person would consider intimidating, hostile, or abusive. Anti-discrimination laws also prohibit harassment against individuals in retaliation for filing a discrimination charge, testifying, or participating in any way in an investigation, proceeding, or lawsuit under these laws; or opposing employment practices that they reasonably believe discriminate against individuals, in violation of these laws.
Petty slights, annoyances, and isolated incidents (unless extremely serious) will not rise to the level of illegality. To be unlawful, the conduct must create a work environment that would be intimidating, hostile, or offensive to reasonable people.
Offensive conduct may include, but is not limited to, offensive jokes, slurs, epithets or name calling, physical assaults or threats, intimidation, ridicule or mockery, insults or put-downs, offensive objects or pictures, and interference with work performance. Harassment can occur in a variety of circumstances, including, but not limited to, the following:
· The harasser can be the victim's supervisor, a supervisor in another area, an agent of the employer, a co-worker, or a non-employee.
· The victim does not have to be the person harassed, but can be anyone affected by the offensive conduct.
· Unlawful harassment may occur without economic injury to, or discharge of, the victim. [footnoteRef:4] [4:  U.S. Equal Employment Opportunity Commission at https://www.eeoc.gov/harassment ] 

[Insert business name] will hire and operate in a manner which discourages discrimination and/or harassment. We will take affirmative action measures to ensure against discrimination and harassment in all activities (i.e., employment, recruitment, advertisements for employment, compensation, termination, promotions, etc.). 
Our Anti-Discrimination Policy explains how we prevent discrimination and harassment and protect our employees, consumers, and stakeholders from offensive and harmful behaviors. This Policy supports our overall commitment to create a safe workplace free from discriminatory behavior.
Our organization complies with all Anti-Discrimination and Anti-Harassment laws. Our commitment goes beyond such law and policy expectations of discrimination to promote treatment of respect and dignity.]

Scope
REMOVE PRIOR TO DISTRIBUTING: We recommend using the language below, in whole or in part (as appropriate for your organization), for this section of your policy.
[This Policy includes, but is not limited to, employees, contractors, vendors and stakeholders. We will require acknowledgment from external sources of adherence.]

Discrimination and Harassment 
REMOVE PRIOR TO DISTRIBUTING: We recommend using the language below, in whole or in part (as appropriate for your organization),   for this section of your policy.
[We will not tolerate discrimination or harassment that creates or helps to create a hostile or unpleasant environment for any individuals identified in the Scope of this policy. This is not an exhaustive list, but here are some instances that we consider discrimination or harassment.
· Hiring individuals disproportionately by disqualifying male or female job candidates on purpose
· Managers bypassing team members with specific protected characteristics (e.g. race) for promotion without being able to formally document the reasons other employees were selected instead
· Employees making sexist comments
· Employees sending emails disparaging someone’s gender identification
· Sabotaging someone’s work on purpose
· Engaging in frequent or unwanted advances of any nature
· Starting or spreading rumors about a person’s personal life
· Ridiculing someone in front of others or singling them out to perform tasks unrelated to their job 

Employees who initiate or support discrimination or harassment with anyone identified by the EEOC or the relevant federal, state, or local laws as part of a protected class will go through our disciplinary process and we may reprimand, demote or terminate such individual(s) depending on the severity of their offense.
We recognize that sometimes discrimination is unintentional, as we may all have unconscious biases that could be difficult to identify and overcome. Where there have been allegations of discrimination or harassment that are not clearly outright and aggressive, we will attempt to support all employees by training and counseling, as well as implementing processes that mitigate biases. However, we may continue to move forward with other consequences such as demotion and/or termination on a case-by-case basis, utilizing factors including, but not limited to, the severity of the circumstance and the ability of the employee to change behaviors.
We will not be lenient in confirmed cases of assault, sexual harassment or workplace violence, whether physical or psychological. We will immediately terminate employees who are found to exhibit this behavior.]

Actions to Prevent Discrimination 
REMOVE PRIOR TO DISTRIBUTING: We recommend using the language, in whole or in part, as appropriate for your organization, below for this section of your policy.
[To ensure that our conduct and processes are fair and lawful, we:
· Use inclusive language in job ads and include statement endorsed by the EEOC 
· Set formal job-related criteria to hire, promote and reward team members
· Offer compensation and benefits according to position, seniority, qualifications and performance, not protected characteristics
· Accommodate people with disabilities
· Require managers to keep detailed records of their decisions concerning their team members and job candidates
We will also consider additional measures to prevent discrimination, such as:
· Using hiring processes that reduce bias
· Organizing trainings on diversity, communication, and conflict management to improve collaboration among employees of different backgrounds]

What to Do in Cases of Discrimination or Harassment 
REMOVE PRIOR TO DISTRIBUTING: We recommend using the language below, in whole or in part (as appropriate for your organization), for this section of your policy.
[If you are the victim of discriminatory behavior (or if you suspect that others are being discriminated against,) please talk to HR (or your manager) as soon as possible. HR is responsible for hearing your claim, investigating the issue, and determining outcomes. We take these allegations very seriously. 
Consequences for discriminatory behavior depends on the severity of the offense. For example, inadvertently offending someone might warrant a reprimand, or some level of training and education. Conversely, confirmed willful and overt discrimination, or harassment based upon a protected characteristic, will result in termination.
If you bring an allegation of discrimination and/or harassment to our attention or decide to make a claim to a state or federal agency or Commission (e.g. the Equal Employment Opportunity Commission,) we are committed and bound by law not to retaliate against you.]

How We Address Discrimination or Harassment Complaints 
REMOVE PRIOR TO DISTRIBUTING: We recommend using the language below,  in whole or in part (as appropriate for your organization), for this section of your policy.
[HR is proactive and responsive about determining whether discrimination occurs. For example, we:
· Conduct discreet interviews and gather information
· Look into similar claims about individuals against whom discrimination allegations have been made, or processes to determine if discrimination is systemic
· Evaluate testimonials and reviews on social media that visitors, job candidates, or former employees have made to determine whether any policy changes or other specific actions are necessary.
We will investigate all claims discreetly. We will only disclose information about the complaint to the appropriate individuals or organizations where necessary to complete an investigation.  
We should all strive to prevent and address discrimination. Be aware of whether you have any implicit biases, and make sure to involve your manager or HR whenever you experience discrimination against yourself or others. If you have any ideas on how we can ensure a better policy of fairness and equality in our workplace, we are happy to entertain all ideas.]

NOTE TO EMPLOYER UTILIZING ANY OR ALL OF THE INFORMATION, MATERIAL, OR VERBIAGE INCLUDED IN THIS SUGGESTED POLICY TEMPLATE: Liberty Locator’s provision of the above information  does not, and is not intended to, constitute legal or consulting advice; instead, all information and content is informational and should be thoroughly vetted by the employer and its attorneys with respect to any legal outcomes or matters that result from the development of any anti-discrimination or anti-harassment policies or employment statements. The employer reviewing the above material should not take any action or refrain from acting on the basis of information provided in this recommended Policy Template without first seeking legal advice from its counsel in the relevant jurisdiction.  Only the employer’s attorney can provide assurances that the information contained herein, and both the employer and any other individuals’ interpretation of it,  is applicable or appropriate to the employer’s particular situation.  Use of, and access to, this suggested Policy Template, any part thereof, and/or links or resources contained within do not create any employment, independent contractor, or consulting relationship between the employer, its employees, subcontractors, vendors, or any others who may read, implement, interpret, or enforce internal employer policies and/or procedures. All liability with respect to actions taken or not taken based on the contents of this suggested Policy Template is hereby expressly disclaimed, and the employer, by utilizing any part of the material herein is indemnifying, holding harmless, and shall defend Liberty Locator and its directors, officers, employees, agents, stockholders if any, and affiliates  from and against all claims, demands, actions, suits, damages, liabilities, losses, settlements, judgments, costs, and expenses (including but not limited to reasonable attorneys’ fees and costs) whether or not involving a third party claim, which arises out of or relates to any act or omission, perceived or actual, of Liberty Locator and the material provided by Liberty Locator.  The content in this suggested Policy Template is provided "as is;" no representations are made that the content is error-free.
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