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Purpose: To provide a work environment that is free from all forms of harassment. To 
communicate expectations of conduct and what to do in situations of suspected 
harassment. 
 
Pine Haven is committed to providing a work environment in which all individuals are 
treated with respect, dignity, and in line with Pine Haven’s values. Staff are expected to 
establish and maintain relationships that are professional and free of discrimination, 
prejudice, or harassment.  This policy applies to interactions between Pine Haven staff 
and co-workers, residents, family members, visitors, contractors, or vendors.  
Appropriate behavior is expected in business-related situations, including off-site 
meetings, events, or social functions. 
 
Prohibited Conduct 
Discrimination:  Unjust or prejudicial treatment of individuals in protected classes or 
categories.  Legally protected classes include, but are not limited to, age, disability, 
national origin, ethnicity, gender, and sexual or gender orientation. 
 
Harassment: Verbal or physical conduct with the purpose of threatening, intimidating, or 
coercing an individual.  This includes racial or ethnic slurs that in the recipient’s view 
negatively impact the ability to perform his or her job.   
 
The Equal Employment Opportunity Commission (EEOC) defines sexual harassment as 

“unwelcome sexual advances, requests for sexual favors, and other verbal or physical 
conduct of a sexual nature...when...submission to or rejection of such conduct is used 
as the basis for employment decisions...or such conduct has the purpose or effect 
of...creating an intimidating, hostile, or offensive working environment.” 
 
Examples (This is a partial list for demonstration purposes): 

• Unwelcome comments, slurs, or negative stereotypes related to nationality, race, 
color, religion, gender, sexual orientation, gender orientation, age, disability, 
appearance 

• Distribution, display, or discussion of print or graphic material that ridicules, 
insults, or is hostile toward an individual as described above 

• Unwanted sexual advances 

• Offering employment benefits in exchange for sexual favors 

• Making or threatening reprisals after a negative response to sexual advances 
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• Visual conduct that includes leering, making sexual gestures, or displaying of 
sexually suggestive objects or pictures, cartoons, or posters 

• Verbal conduct that includes making or using derogatory comments, epithets, 
slurs, or jokes 

• Verbal sexual advances or propositions 

• Verbal abuse of a sexual nature, graphic verbal commentaries about an 
individual's body, sexually degrading words used to describe an individual, or 
suggestive or obscene letters, notes, or invitations 

• Physical conduct that includes touching, assaulting, or impeding or blocking 
movement 

• Verbally telling or distributing inappropriate jokes or cartoons  
 
Retaliation: An employee may not be ridiculed or punished in any way for reporting a 
bona fide concern related to this policy or participating in an investigation of such a 
claim.  
 
Workplace Bullying: This is described by the Workplace Bullying Institute as “repeated, 
health-harming mistreatment of one or more persons (the targets) by one or more 
perpetrators that takes one or more of the following forms: Verbal abuse; offensive 
conduct/behaviors (including nonverbal) which are threatening, humiliating, or 
intimidating; work  interference or sabotage which prevents work from getting done.” 
 
Reporting Prohibited Conduct 
Employees are encouraged to report all perceived incidents of discrimination, 
harassment, retaliation, or workplace bullying.  Individuals who believe they may have 
been the victim of prohibited conduct should promptly report concerns to an immediate 
Supervisor or to Human Resources.   

Individuals who believe they are targets of or witnesses to prohibited conduct are 
encouraged to directly inform the offender that the behavior is unwelcome and ask that 
it stop.  This will resolve most situations.  An individual may prefer to resolve the matter 
through the complaint process.  

All allegations of sexual harassment will be quickly and discreetly investigated, either 
internally, by local law enforcement, or by the appropriate State agency.  To the extent 
possible, the confidentiality of the individual reporting the concern, any witnesses, and 
the alleged offender will be protected against unnecessary disclosure. While the 
investigation in on-going, the alleged offender may be suspended without pay pending 
the outcome of the investigation.  When the investigation is completed, the complainant 
and alleged offender will be informed of the outcome.  
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Any Supervisor or Manager who becomes aware of possible sexual or other unlawful 
harassment must immediately advise the Human Resources department so it can be 
investigated in a timely and confidential manner. Any employee who engages in sexual 
or other unlawful harassment will be subject to corrective action, up to and including 
termination of employment. 


