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creed: sex: physical or mental disability; medical condition; marital status;
military or veteran status; sexual orientation; age; victim of domestic violence,
sexual assault, or stalking; or any basis protected by applicable federal, state,
or local law.
D. Sexual Harassment.

1) Sexual harassment is unwanted sexual advances; requests for sexual
favors; or visual, verbal or physical conduct of a sexual nature when:

a)

b)

c)

Submission to such conduct is made a term or condition of
employment; or

Submission to or rejection of such conduct is used as a basis for
employment decisions affecting the individual; or

Such conduct has the purpose or effect of unreasonably
interfering with an employee’s work performance or creating an
intimidating, hostile, or offensive working environment.

2) This definition includes many potential forms of offensive behavior. The
following is a list of some examples:

g)

h)

Unwanted sexual advances.
Offering employment benefits in exchange for sexual favors.

Making or threatening reprisals after a negative response to
sexual advances.

Visual conduct: leering, making sexual gestures, or displaying of
sexually explicit jokes.

Verbal sexual advances or propositions.

Verbal abuse of a sexual nature, graphic verbal commenf
about an individual's body or dress, sexually degrading word
describe an individual, suggestive or obscene letters, notes or
invitations.

Physical conduct: touching, assault, impeding or blocking
movements.

Retaliation for threatening to or reporting harassment.
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i) Sexual harassment can occur between members of the sar~~ ~~
opposite sex. Sexual harassment on the job is unlawful wh
itinvolves co-worker harassment, harassment by a supervi:
manager, or harassment by anyone doing business with or tor
the City.

E. Supervisor. Any employee having authority to hire, transfer, suspend, lay-*
recall, promote, discharge, assign, reward, or discipline other employees
the responsibility to direct them, or to adjust their grievances, or to effect-ely
recommend that action, if, in connection with the foregoing, the exercise o1 that
authority is not merely of a routine or clerical nature, but requires the use of
independent judgment.

Mandatory Training.

A. All Employees. A copy of this Policy will be given to all employees of the City
on the first day of employment, and acknowledgment will be requirer as
described in Section 10 of this Policy. This Policy shall be redistributed to all
employees following any amendment action, and acknowledgment w be
required as described in Section 10.

B. Supervisory Employees.

1) All supervisors will be trained once every two (2) years, as scheduled by
the City’'s Human Resources/Risk Management Division, on matters
relating to the prevention, reporting, and investigation of harassment,
discrimination, and retaliation. Further, individuals appointed to
supervisory positions from a non-supervisory position or as a new
employee shall receive training within six (6) months of their * " ing or
assumption of the supervisory position.

2) Supervisory training will last for a minimum of two (2) hours.

3) Supervisory training will be conducted in a classroom or other
interactive setting and will, at a minimum, cover the following topics:

a) Information and practical guidance regarding federal and state
statutory laws about harassment, including sexual harassment;

b) Information about the correction of harassment and the
remedies available to victims of harassment; and

c) Practical examples aimed at instructing supervisors in the
prevention of harassment, discrimination, and retaliation.
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questions, | shall submit any questions in writing to the Personnel
Officer or Human Resources Analyst within seven (7) days of receipt of
the Policy and signing the acknowledgment form.

The City Manager or his/her designee may determine that certain volunteers and
contractors shall also be required to receive, read, and acknowledge receipt of the
City of Moorpark Policy against Harassment, Discrimination, and Retaliation.

This Policy shall be redistributed to all employees and applicable volunteers arA
contractors following any amendment, and no less than once every two years, wiui
reading and receipt acknowledgment required as described above.

Policy 2.7: Drug-Free Workplace

1.

General Policy: It is the goal of the City of Moorpark (“City”) to create a healthy and
safe work environment in order to deliver the best and most cost-efficient municipal
service. ltis the responsibility of the City employees to cooperate in efforts to protect
the life, personal safety, and property of co-workers and fellow citizens. Substance
abuse has been found to be a contributing factor to absenteeism, substandard
performance, increased potential for accidents, poor morale, and impaired public
relations. It is the goal of this policy to prevent substance abuse in the workplace.
Employees must take all reasonable steps to abide by and cooperate in the
implementation and enforcement of this policy. Alcohol and/or drug abuse will not be
tolerated on or off the job for any employee, and disciplinary action, up to and
including termination, will be used as necessary to achieve the goal of eliminating
substance abuse in the workplace.

This policy applies to all City employees. Certain City employees are also subject to
the Omnibus Transportation Employee Testing Act of 1991 (Pub. L. No. 102-143, 105
Stat. 952), which requires alcohol and drug testing of safety-sensitive transportation
employees who are required to have a commercial driver’s license (49 CFR Parts 40,
382, as amended).

In order to comply with the Department of Transportation regulations, the City has
developed specific guidelines regarding when and how drug-alcohol testing will occur,
as well as provisions on rehabilitative services available to all covered employees.
The specific guidelines for employees who are required to have a commercial driver's
license are set forth in Policy 2.8.

Definitions:
A. Alcohol: Any liquid containing ethyl alcohol (ethanol).

B. Applicant: Any person applying for employment with the City who has been
extended a conditional offer of employment.



