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PURPOSESUMMAR
Y 

The Metropolitan Water District of Southern California maintains: 
• Nondiscriminatory employment practices; 
• An(“Metropolitan”) is committed to maintaining a respectful 
and professional workplace that promotes equal employment 
opportunity (EEO) programopportunities and prohibits 
discriminatory practices. 
 
The Metropolitan Water District of Southern California: 
• Will not tolerate discrimination against an employee or applicant 

based on a legally protected characteristic, or harassment of an 
employee, applicant, or contractor based on a legally protected 
characteristic; 

WillDiscrimination, harassment, and retaliation is illegal under 
federal, state, and local laws. As such, Metropolitan maintains 
this zero-tolerance policy, which strictly prohibits discrimination, 
harassment, and retaliation in any form. Abusive conduct is not 
yet prohibited by law, but it may lead to discriminatory conduct 
and is to be avoided.  
 
The objective of this policy is to define discrimination, 
harassment, and retaliation, as well as abusive conduct, and to 
reaffirm Metropolitan’s commitment to take actionany actions 
necessary to prevent and eliminate such conduct, as required by 
law..  
 
Metropolitan has a zero-tolerance policy for any conduct that 
violates this policy. Conduct need not rise to the level of a 
violation of law to violate this policy. Metropolitan will implement 
appropriate corrective action(s), up to and including formal 
discipline, in response to any violations of this policy, even if the 
violation does not rise to the level of unlawful conduct. 
•  

AUTHORITY Metropolitan maintains this Equal Employment Opportunity 
(“EEO”) policy consistent with federal, state, and local law. The 
General Manager delegates authority for administering and 
enforcing Metropolitan’s EEO program and this policy to the Chief 
EEO Officer. 
 

SUPERSESSION This Operating Policy supersedes Operating Policy H-07, dated 
April 29, 1998, and revised on September 25, 2001, June 2, 2005 
and, 
April 29, 2010., and November 5, 2012. This policy will be reviewed 
annually. 
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SUMMARYAUTHORI
TY 

The Metropolitan Water District maintains an True equal 
employment opportunity cannot be accomplished if 
discrimination, harassment, or retaliation is tolerated. 
Accordingly, all such conduct is expressly prohibited by this policy 
as authorized by federal, state. 

Metropolitan is committed to maintaining a respectful, 
professional, and local law. The General Manager delegates 
authority for administeringinclusive work environment that is free 
from discrimination and enforcingharassment based on a 
“Protected Characteristic” (as defined below), and an 
environment free from retaliation for participating in any 
“Protected Activity” (as defined below) covered by this policy. 
In accordance with this commitment, it is Metropolitan’s Equal 
Employment Opportunity Program to the Chief Administrative 
Officer and the Human Resources Group Manager.policy to 
provide equal employment opportunities to all employees and 
applicants for employment.  

In furtherance of these objectives, Metropolitan is committed to 
ensuring that no employee, applicant, intern, volunteer, or 
contractor is subjected to discrimination, harassment, or 
retaliation. Unlawful discrimination, harassment, or retaliation in 
any form will not be tolerated. 
 

SCOPE OF 
PROTECTION 

This policy applies to applicants and employees (including interns, 
volunteers, and contractors) of Metropolitan (hereinafter referred to 
as “Covered Individuals”). In addition, this policy extends to 
conduct with a connection to an employee’s work, even when the 
conduct takes place away from Metropolitan’s premises, such as a 
business trip or work-related social function.  
 

DEFINITIONS The definitions for equal employment opportunityProtected 
Characteristic – Discrimination and harassment against a Covered 
Individual (as defined above) based on any of the following actual 
or perceived Protected Characteristics is strictly prohibited by this 
policy:  

• age (40 and above); 

• race or ethnicity; 

• color; 

• national origin or ancestry; 

• citizenship status; 

• religion or religious creed (including religious dress and 
grooming practices); 
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• mental or physical disability;1 

• genetic information or genetic characteristics; 

• marital status; 

• medical condition (including AIDS/HIV status and cancer or 
having a history of cancer); 

• sex (including pregnancy, childbirth, breastfeeding, and 
related terms medical conditions); 

• gender; 

• gender identity or gender expression2 (which includes those 
who identify as transgender, those who are 
containedtransitioning or have transitioned, and sexual 
stereotypes); 

• sexual orientation; 

• military and veteran status; 

• requesting or taking a protected leave of absence; or 

• any other protected status in Administrative Code Sections 
6300 and 6305, as revised, and may be 
obtainedaccordance with all applicable federal, state, and 
local laws.  

Protected Activity – This policy strictly prohibits retaliation (or 
taking adverse employment actions) against Covered Individuals 
who engage in Protected Activity, including, but not limited to: 

• reporting suspected violations of this policy; 

• cooperating in investigations or proceedings arising out of a 
violation of this policy; 

• filing a complaint with an external regulatory agency;  

• resisting harassing behavior or intervening to protect others 
from the Equalharassing behavior; 

• refusing to obey an order reasonably believed to be 
discriminatory or illegal; 

• requesting accommodation for a disability or for religious 
beliefs; or 

• requesting or taking a protected leave of absence. 

Adverse Employment Opportunity Manager.Action – An adverse 
employment action is conduct or an action that materially affects 

 
 1 Metropolitan recognizes and supports the obligation to reasonably accommodate employees with disabilities or 
religious beliefs or practices in order to allow those employees to perform the essential functions of their jobs. If an 
employee believes they need a reasonable accommodation based on disability or a religious belief or practice, the 
employee should discuss the matter with their supervisor or the Human Resources Department. 
 2 See definitions section below on “gender identity” and “gender expression.” 
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the terms and conditions of employment or would deter a 
reasonable employee (or Covered Individual) from engaging in 
“Protected Activity” (as defined above). Even actions that do not 
result in a direct loss of compensation may be regarded as an 
adverse employment action when considered in the totality of the 
circumstances. 

Gender Identity – The term gender identity refers to a person’s   
deeply felt internal understanding of their gender, or the perception 
of a person’s gender identity, regardless of actual sex. A person 
may identify as male, female, a combination of male and female, 
neither male nor female, a gender different from the person’s sex 
assigned at birth, or transgender. 

Gender Expression – The term gender expression refers to a 
person’s gender-related appearance or behavior, or the perception 
of such appearance or behavior, which may or may not conform to 
socially defined characteristics typically associated with being 
either masculine or feminine. 
 

POLICIESPROHIBIT
ED CONDUCT 

1. Metropolitan requires a work environment free of discrimination 
or harassment on the basis of race, sex (gender or pregnancy), 
creed, national origin, color, disability (physical or mental), 
protected veteran status, religion, age (40 and above), medical 
condition, genetic information, marital status, ancestry, sexual 
orientation, gender identity or expression, or other characteristic 
protected by law. 

 
2. Metropolitan does not and will not tolerate discrimination against 

any applicant or employee in opportunities, terms, conditions, or 
privileges of employment on the basis of any characteristic 
protected by law, which are listed above. Metropolitan also does 
not and will not tolerate harassment of any applicant, employee, 
or contractor on the basis of any characteristic protected by law. 
Such discrimination and harassment is 

All of Metropolitan’s employees, applicants, interns, volunteers, and 
contractors (“Covered Individuals”) must be treated with respect 
and dignity. As such, Metropolitan strictly prohibits discrimination, 
harassment, or retaliation based on any Protected Characteristic(s). 
Metropolitan will take affirmative steps to correct and eliminate any 
conduct that is in violation of this policy.   

This policy prohibits discriminatory, harassing, and retaliatory 
conduct, regardless of whether the conduct rises to the level of a 
legal violation. 

A. Discrimination – As used in this policy, discrimination is defined 
as the unequal treatment of Covered Individuals in any aspect of 
employment, including discrimination based on the Covered 
Individual’s actual or perceived Protected Characteristic(s). 
Discrimination also includes unequal treatment because of a 
Covered Individual’s association with an individual with a Protected 
Characteristic. 
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Examples of discriminatory behavior includes, but is not limited to: 

1) Basing an employment decision (e.g., decision to hire, 
promote, transfer, discipline, etc.) on one’s Protected 
Characteristic(s). 

2) Taking adverse employment action (e.g., discipline, 
demotion, termination, etc.) based on one’s Protected 
Characteristic(s). 

3) Treating an applicant or employee differently with regard to 
any aspect of employment because of their actual or 
perceived Protected Characteristic(s). 

B. Harassment – Harassment is defined as disrespectful or 
unprofessional conduct, including disrespectful or unprofessional 
conduct based on any of the Protected Characteristics listed above.  

Harassment may take many forms, but most commonly includes the 
following: 
 

1) Verbal harassment such as epithets, derogatory statements, 
slurs, jokes, unwelcome remarks about an individual’s body,  
dress, clothing, color, physical appearance or talents, 
questions about a person’s sexual practices, and/or patronizing 
terms or remarks;  
 

2) Physical harassment such as assault, unwanted touching or 
physical contact, impeding or blocking normal movement, 
physical interference with normal work, and/or threatening, 
intimidating, or hostile acts that relate to a Protected 
Characteristic(s);  
 

3) Visual harassment such as displaying offensive pictures, 
cartoons, drawings, posters, screensavers, virtual 
backgrounds, or electronic or media-based visuals (such as 
emails, text messages, memes, emojis, gifs and video games), 
or displaying offensive objects, gestures, letters or notes, or 
any other graphic material that denigrates or shows hostility or 
aversion towards an individual because of the individual’s 
Protected Characteristic(s); and 
 

4) Use of social media to conduct discriminatory harassment. 

Harassment prohibited by this policy. also includes sexual 
harassment, which is discussed in further detail in Operating Policy 
No. H-13. 

C. Retaliation – Retaliation occurs when a Covered Individual is 
subjected to an adverse employment action because they engaged 
in activity protected under this policy (“Protected Activity”), such as 
reporting suspected violations of this policy and/or cooperating in 
investigations or proceedings arising out of a violation of this policy. 

1) As stated above, an adverse employment action is conduct 
that materially affects the terms and conditions of 
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employment, or any conduct that would deter a reasonable 
employee (or Covered Individual) from engaging in Protected 
Activity. 

2) Examples of retaliation under this policy include, but are 
not limited to: demotion; suspension; reduction in pay; denial 
of a merit salary increase; failure to hire or consider for hire; 
refusing to promote or consider for promotion because of 
Protected Activity; harassing another employee for filing a 
complaint; denying employment opportunities because of 
Protected Activity; changing someone’s work assignments 
for identifying harassment or other forms of discrimination in 
the workplace; treating people differently such as denying an 
accommodation; or not talking to an employee when 
otherwise required by job duties; singling a person out for 
harsher treatment because of Protected Activity; lowering a 
performance evaluation because of Protected Activity; 
withholding pay increases or assigning more onerous work, 
abolishing a position, taking a form of disciplinary action 
because of Protected Activity; spreading rumors about a 
complaint or a complainant because of Protected Activity, or 
otherwise excluding the employee from job-related activities 
because the employee engaged in Protected Activity. 

D. Abusive Conduct – Abusive conduct means conduct by an 
employer, employee, intern, contractor, or volunteer in the 
workplace, with malice, that a reasonable person would find hostile, 
offensive, and unrelated to an employer’s legitimate business 
interests. Abusive conduct may include repeated infliction of verbal 
abuse, such as the use of derogatory remarks, insults, and epithets, 
verbal or physical conduct that a reasonable person would find 
threatening, intimidating, or humiliating, or the gratuitous sabotage 
or undermining of a person’s work performance. A single act shall 
not constitute abusive conduct, unless especially severe and 
egregious. Notably, abusive conduct does not include actions 
directed at a person because of their actual or perceived Protected 
Characteristic(s). 

Examples of abusive conduct include, but are not limited to: 

• Mocking, insulting, or ridiculing; 

• Spreading rumors, hurtful gossip, or innuendo; 

• Offensively discounting a person’s ideas in front of others 
without a legitimate business reason; 

• Repeated yelling, shouting, or using a threatening tone 
towards another; 

• Using foul and profane language; 

• Unwanted physical contact or physical gestures that 
intimidate or threaten; 

• Repeatedly calling someone a humiliating “nickname”; 
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• Glaring at a person to intimidate them; and 

• Intentionally and repeatedly discrediting another’s work 
without a legitimate business reason.  

Any person who believes that they have been subjected to abusive 
conduct should promptly report the incident to a supervisor or any 
other member of Metropolitan’s management team, or to the Human 
Resources Department. All allegations will be investigated promptly. 
Complaints will be kept as confidential as possible. If the allegation 
is sustained, prompt and appropriate remedial action shall be taken. 

Abusive conduct is misconduct which may result in disciplinary 
action, up to and including termination. 

RIGHTS OF 
COVERED 
INDIVIDUALS 

1) The right to a discrimination-free, harassment-free, and 
retaliation-free work environment. 

2) The right to file a complaint of discrimination, harassment, or 
retaliation. Employees are encouraged to report 
inappropriate conduct immediately and, whenever possible, 
to put the complaint or concern in writing.  

a. Please see the EEO Complaint and Investigation 
Procedures for Metropolitan’s full written 
investigatory procedures and processes, which can 
be obtained from Metropolitan’s EEO Office. 

3) The right to a full, impartial, and prompt investigation by a 
qualified Metropolitan representative or designee into 
allegations of conduct that would violate this policy. 

4) The right to be free from retaliation or reprisal after filing a 
complaint or participating in the complaint or investigation 
process. 

5) The right to file a complaint directly with the California 
Department of Fair Employment and Housing, the federal 
Equal Employment Opportunity Commission, or other 
appropriate state or federal agencies, or to file a civil action 
in the appropriate court. 
 

RESPONSIBILITIES Metropolitan takes all complaints seriously and will take affirmative 
steps to resolve any problems that may arise. It is the responsibility 
of each individual at Metropolitan, whether directly involved in the 
incident or not, to assure that discrimination, harassment, or 
retaliation does not occur in the workplace. 

If a Covered Individual believes that prohibited harassment, 
discrimination, or retaliation is occurring, or observes any such 
prohibited conduct, that individual should promptly report the 
incident(s) to Metropolitan’s EEO Office. Supervisors or managers 
who learn of any potential violation of this policy are required 
to immediately report the matter to the EEO Officer and must 
follow that officer’s instructions as to how best to proceed. 
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No individual will be retaliated against or otherwise disciplined for 
reporting, in good faith, an incident of harassment, discrimination, or 
retaliation, or for participating in an investigation. The complainant 
and all participants in an investigation have the assurance of 
Metropolitan that no reprisals will be taken as the result of the 
complaint, unless the complaint was filed in bad faith or for an 
improper purpose. 
 

ADDRESSING AND 
REPORTING 
VIOLATIONS OF 
THIS POLICY 

Any Covered Individual who experiences or witnesses behavior that 
they believe violates this policy is encouraged to immediately tell the 
offending individual that the behavior is inappropriate, if they feel 
comfortable doing so, and to tell the offending individual to stop the 
behavior.  

The Covered Individual should also immediately report the alleged 
violation to their supervisor, manager, or the EEO Office. If a 
supervisor or manager learns of a potential violation of this 
policy, they are required to immediately report the matter to the 
EEO Officer. There is no chain of command when contacting the 
EEO Officer; an individual does not need supervisor or manager 
approval to do this. If the alleged offender is the employee’s 
supervisor or manager, the employee should report the conduct to 
any other supervisor, manager, or the EEO Officer. Covered 
Individuals are not required to report the matter directly to the 
offending individual or their immediate supervisor and may opt to 
report the matter directly to the EEO Office. A complaint may be 
brought forward verbally or in writing. 

Please see the EEO Complaint and Investigation Procedures for 
Metropolitan’s full written investigatory procedures and processes, 
which can be obtained from Metropolitan’s EEO Office. 

Upon receiving a complaint alleging violation(s) of this policy, 
Metropolitan will promptly look into the facts and circumstances of 
any alleged violation, as appropriate. Even in the absence of a 
formal complaint, Metropolitan may initiate an investigation where it 
has reason to believe that conduct that violates this policy may have 
occurred. Moreover, even where a complainant conveys a request to 
withdraw their initial formal complaint, Metropolitan may continue the 
investigation to ensure that the workplace is free from discrimination, 
harassment, and retaliation. Anonymous complaints will also be 
investigated. All investigations will be fair, impartial, timely, and 
promptly initiated and promptly completed by qualified personnel.  

In addition, Covered Individuals may file formal complaints of 
discrimination, harassment, or retaliation with the agencies listed 
below. Individuals who wish to pursue filing with these agencies 
should contact them directly to obtain further information about their 
processes and time limits.  
 

California Department of Fair Employment and Housing 
(DFEH) 
2218 Kausen Drive, Suite 100  
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Elk Grove, CA 95758  
800-884-1684 (voice), 800-700-2320 (TTY) or California’s Relay 
Service at 711  
contact.center@dfeh.ca.gov  
https://www.dfeh.ca.gov  
 
Los Angeles Equal Employment Opportunity Commission 
(EEOC) 
Roybal Federal Building 
255 East Temple St., 4th Floor 
Los Angeles, CA 90012 
Phone: (213) 785-3090 
Fax: (213) 894-1118 
1-800-669-4000 or 510-735-8909 (Deaf/hard-of-hearing callers 
only) 
http://www.eeoc.gov/employees 
 

CONFIDENTIALITY To the extent possible, Metropolitan will endeavor to keep the 
reporting of the Covered Individual’s concerns confidential; however, 
complete confidentiality cannot be guaranteed when it interferes with 
Metropolitan’s ability to fulfill its obligations under this policy. All 
employees are required to cooperate fully with any investigation. 
This includes, but is not limited to, maintaining an appropriate level 
of discretion regarding the investigation and disclosing any and all 
information to the EEO Office that may be pertinent to the 
investigation. Upon completion of the investigation, if misconduct is 
substantiated, Metropolitan will take appropriate corrective and 
preventive action calculated to end the conduct, up to and including 
formal discipline where warranted. 
 

TRAINING All Metropolitan employees are required to participate in sexual 
harassment prevention training. The training will be aimed at 
increasing the understanding of, and preventing, workplace sexual 
harassment and other types of harassment, discrimination, and 
retaliation based on EEO Protected Characteristics, and abusive 
conduct. 

Metropolitan employees are required to take this mandatory training 
in accordance with the following: 

1. All supervisory employees are required to take two (2) 
hours of training within six months of assumption of their 
supervisory role. 

2. All non-supervisory employees are required to take one (1) 
hour of training within six months of hire. 

3. Temporary, seasonal, or any other employee expected to 
work less than 6 months must complete this training within 
30 calendar days after hire or within 100 hours worked, 
whichever occurs first.  

All employees must take this mandatory training at least once every         

mailto:contact.center@dfeh.ca.gov
https://www.dfeh.ca.gov/
http://www.eeoc.gov/employees
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two years, thereafter. 

Metropolitan will make this training available to employees during 
regular working hours at no cost to the employee. Metropolitan will 
maintain records of these mandatory trainings.  
 

REFERENCES • Administrative Code Sections 6219, 6300—6305, 7111  

• Operating Policy H-03 and H-13 [may need to be updated] 

• Applicable executive orders, federal, state, and local laws, statutes, 
and regulations 

• Discrimination Complaint Procedures [may need to be updated] 

• Applicable Metropolitan Board directives and policies 

• Memoranda of Understanding 
 

APPROVAL  
 
 

___________________________                  __________ 
  Adel Hagekhalil, General Manager                 Date 

 

http://www.mwdh2o.com/Who%20We%20Are%20%20Fact%20Sheets/1.2_adminCode.pdf
http://intramet/resources/reference/operatingpolicies/Ethic03.pdf
http://intramet/Resources/Reference/OperatingPolicies/H-13.pdf
http://intramet/resources/reference/operatingpolicies/EEOComplaintProcedures.pdf
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POLICIES 
(continued) 

 
3. Discrimination of an applicant or employee, and harassment of 

an applicant, employee, or contractor, based on a legally 
protected characteristic is also prohibited by state and federal 
law. In addition, state and federal law prohibit retaliation against 
a person for filing a complaint, assisting or participating in an 
investigation or proceeding, or opposing discrimination or 
harassment based on a legally protected characteristic. 

 
4. Engaging in discrimination or harassment in violation of this 

policy is conduct subject to disciplinary action, up to and 
including dismissal. 

 
5. All complaints of discrimination or harassment based on a 

legally protected characteristic are taken seriously, investigated 
promptly as appropriate, and appropriate action is taken against 
individuals found to have engaged in such discrimination or 
harassment. Metropolitan has established and maintains an 
internal complaint procedure for processing alleged violations of 
the EEO Policy. 

 
6. The prohibition against discrimination and harassment based on 

a legally protected characteristic applies to all transactions of 
Metropolitan’s business, whether at a Metropolitan-operated 
facility or external site. 

 
7. If an employee or applicant believes that he or she has been 

subjected to discrimination based on a legally protected 
characteristic by any Metropolitan employee or representative; 
or if an employee, applicant, or contractor believes that he or 
she has been subjected to harassment based on a legally 
protected characteristic by any Metropolitan employee, 
consultant or other contractor, vendor, client, or other business 
contact; the individual should immediately report the incident 
directly to: (1) the EEO Investigations Staff or the Employee 
Relations Section Manager, who are responsible for receiving 
and processing such reports for Metropolitan; (2) the Ethics 
Office, who is responsible for receiving and processing reports 
regarding alleged director misconduct; or, (3) to another 
manager or supervisor, including but not limited to, the HR 
Group Manager, another Group Manager, or the Ethics Officer. 
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POLICIES 
(continued) 

8. Metropolitan does not retaliate, nor tolerate retaliation, against 
employees, applicants, or contractors who, in good faith, make a 
complaint of discrimination or harassment based on a legally 
protected characteristic, assist or participate in a related 
investigation or proceeding, or oppose discrimination or 
harassment based on a legally protected characteristic. Such 
retaliation is prohibited by this policy. Any act of such retaliation 
should be reported immediately to: (1) the EEO Investigations 
Staff or the Employee Relations Section Manager, who are 
responsible for receiving and processing such reports for 
Metropolitan; (2) the Ethics Office, who is responsible for 
receiving and processing reports regarding alleged director 
misconduct; or, (3) to another manager or supervisor, including 
but not limited to, the HR Group Manager, another Group 
Manager, or the Ethics Officer. Reports will be investigated as 
appropriate and, where appropriate, corrective action will be 
taken. Any person who engages in such retaliation is subject to 
disciplinary action, up to and including dismissal. 

 
9. Complaints made frivolously, in bad faith or without factual basis 

may be actionable by the respondent. Such complaints may 
result in disciplinary action, up to and including dismissal. 

 
10. Metropolitan employees will receive a copy of this policy during 

new employee orientation and review it as part of their 
mandatory unlawful workplace harassment training. 

 
11. Metropolitan maintains an affirmative action plan and 

nondiscrimination program in accordance with applicable law. 

 
RESPONSIBILITIES 

 
It is the responsibility of every District manager and supervisor to: 
• Provide employees under his or her direct supervision, 

applicants, and contractors with a discrimination and 
harassment-free work environment, which includes not engaging 
in, condoning or tolerating behavior that could reasonably be 
considered a violation of this policy and monitoring the work 
environment of employees for conduct that could violate this 
policy. 

• Enforce the District’s EEO Policy and inform employees under 
his or her direct supervision of the District’s EEO Policy, and their 
right to recourse for activities that may violate the policy. 
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RESPONSIBILITIES 
(continued) 

• Create an environment where employees, applicants, and 
contractors do not feel intimidated and/or prevented from 
reporting an incident in violation of this policy. 

• Immediately report any conduct that may reasonably violate this 
policy, or any such allegation to the EEO Investigations Staff. (If 
appropriate, such conduct may also be reported outside of the 
Human Resources Group, to the Legal Department and/or Ethics 
Officer.) 

• Cooperate in an investigation related to any complaint of a 
violation of this policy. Managers and supervisors are prohibited 
from discussing the complaint outside of the investigative 
process, unless this is done in connection with performing the 
manager’s or supervisor’s job duties, required or permitted by 
law, or authorized by the Legal Department or other appropriate 
authority. Failure to cooperate or deliberately providing false or 
misleading information during an investigation, or discussing the 
complaint outside the investigative process, may be grounds for 
disciplinary action, up to and including dismissal. 

• Not engage in, condone or tolerate behavior that could 
reasonably constitute retaliation of an employee, applicant, or 
contractor for alleging or opposing discrimination or harassment 
based on a legally protected characteristic, or participating in a 
related investigation or proceeding. 

• Successfully and timely complete unlawful workplace 
harassment prevention training as mandated and ensure that 
employees under his or her direct supervision timely and 
successfully complete such training. 

 
It is the responsibility of every District employee, including 
supervisors and managers, to: 
• Be familiar with and understand Metropolitan’s EEO policy on 

maintaining a discrimination and harassment-free work 
environment, including the procedures for reporting violations of 
that policy. 

• Act in a manner that does not discriminate against or harass 
other employees, applicants, or contractors based on a legally 
protected characteristic, or engage in behavior that could 
reasonably be considered a violation of this policy. 

• Understand that a violation of the EEO Policy can result in 
disciplinary action, up to and including dismissal; and that 
California law allows an employee to sue another employee for 
harassment based on a legally protected characteristic. 
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RESPONSIBILITIES 
(continued) 

• Cooperate in an investigation related to any complaint of a 
violation of this policy. Employees are prohibited from discussing 
the complaint outside of the investigation process, unless 
required or permitted by law, or authorized by the Legal 
Department or other appropriate authority. Failure to cooperate 
or deliberately providing false or misleading information during an 
investigation, or discussing the complaint outside of the 
investigative process, may be grounds for disciplinary action, up 
to and including dismissal. 

• Understand and comply with the objectives of Metropolitan’s 
nondiscrimination policies while performing day-to-day job duties 
and representing Metropolitan in business transactions. 

• Not engage in behavior that could reasonably constitute 
retaliation of an employee, applicant, or contractor for alleging or 
opposing discrimination or harassment based on a legally 
protected characteristic, or participating in a related investigation 
or proceeding. 

• Successfully and timely complete unlawful workplace 
harassment prevention training as mandated. 

 
It is the responsibility of the Employee Relations Section Manager 
to: 
• Supervise the activities of the EEO Investigations Staff. 
• Enforce an EEO Policy which prohibits discrimination and 

harassment based on a legally protected characteristic. 
• Maintain an internal complaint procedure for processing and 

investigating alleged violations of the EEO Policy. 
• Receive and process internal complaints alleging a violation of 

this policy, and ensure that complaints are investigated as 
appropriate, promptly, thoroughly and impartially. 

• Ensure that Metropolitan takes immediate and appropriate 
corrective action when it is determined that a violation of this 
policy has occurred. 

 
It is the responsibility of the Ethics Office to: 
• Coordinate with the EEO Investigations Staff or the Employee 

Relations Section Manager concerning allegations and 
complaints of discrimination or harassment received by the 
Ethics Office, including immediately reporting any conduct that 
may reasonably violate this policy to the EEO Investigations Staff 
or Employee Relations Section Manager. (If appropriate, such 
conduct may be reported outside of the Human Resources Group 
to the Legal Department.) 
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RESPONSIBILITIES 
(continued) 

It is the responsibility of the Equal Employment Opportunity 
Manager to: 
• Establish and maintain an EEO Policy which prohibits 

discrimination and harassment based on a legally protected 
characteristic. 

• Provide unlawful workplace harassment training to all employees. 
• With the Legal Department and in compliance with the 

Administrative Code, receive and respond to EEO related 
charges filed with state or federal agencies. 

• Establish and maintain an affirmative action plan and 
nondiscrimination program in accordance with applicable law. 

REFERENCES • Administrative Code Sections 6219, 6300—6305, 7111  
• Operating Policy H-03 and H-13 
• Affirmative Action Plan for Covered Veterans and Persons with 

Disabilities 
• Equal Employment Opportunity Policy Statement 
• Nondiscrimination Program 
• Applicable executive orders, federal, state, and local laws, 

statutes, and regulations 
• Discrimination Complaint Procedures 
• Applicable Metropolitan Board directives and policies 
• Memoranda of Understanding 

 
APPROVAL 

 

  
Original signed by Jeffrey Kightlinger  11/05/12 

 Jeffrey Kightlinger, General Manager Date 
 



<<

  /ASCII85EncodePages false

  /AllowTransparency false

  /AutoPositionEPSFiles true

  /AutoRotatePages /None

  /Binding /Left

  /CalGrayProfile (Dot Gain 20%)

  /CalRGBProfile (sRGB IEC61966-2.1)

  /CalCMYKProfile (U.S. Web Coated \050SWOP\051 v2)

  /sRGBProfile (sRGB IEC61966-2.1)

  /CannotEmbedFontPolicy /Error

  /CompatibilityLevel 1.4

  /CompressObjects /Tags

  /CompressPages true

  /ConvertImagesToIndexed true

  /PassThroughJPEGImages true

  /CreateJobTicket false

  /DefaultRenderingIntent /Default

  /DetectBlends true

  /DetectCurves 0.0000

  /ColorConversionStrategy /CMYK

  /DoThumbnails false

  /EmbedAllFonts true

  /EmbedOpenType false

  /ParseICCProfilesInComments true

  /EmbedJobOptions true

  /DSCReportingLevel 0

  /EmitDSCWarnings false

  /EndPage -1

  /ImageMemory 1048576

  /LockDistillerParams false

  /MaxSubsetPct 100

  /Optimize true

  /OPM 1

  /ParseDSCComments true

  /ParseDSCCommentsForDocInfo true

  /PreserveCopyPage true

  /PreserveDICMYKValues true

  /PreserveEPSInfo true

  /PreserveFlatness true

  /PreserveHalftoneInfo false

  /PreserveOPIComments true

  /PreserveOverprintSettings true

  /StartPage 1

  /SubsetFonts true

  /TransferFunctionInfo /Apply

  /UCRandBGInfo /Preserve

  /UsePrologue false

  /ColorSettingsFile ()

  /AlwaysEmbed [ true

  ]

  /NeverEmbed [ true

  ]

  /AntiAliasColorImages false

  /CropColorImages true

  /ColorImageMinResolution 300

  /ColorImageMinResolutionPolicy /OK

  /DownsampleColorImages true

  /ColorImageDownsampleType /Bicubic

  /ColorImageResolution 300

  /ColorImageDepth -1

  /ColorImageMinDownsampleDepth 1

  /ColorImageDownsampleThreshold 1.50000

  /EncodeColorImages true

  /ColorImageFilter /DCTEncode

  /AutoFilterColorImages true

  /ColorImageAutoFilterStrategy /JPEG

  /ColorACSImageDict <<

    /QFactor 0.15

    /HSamples [1 1 1 1] /VSamples [1 1 1 1]

  >>

  /ColorImageDict <<

    /QFactor 0.15

    /HSamples [1 1 1 1] /VSamples [1 1 1 1]

  >>

  /JPEG2000ColorACSImageDict <<

    /TileWidth 256

    /TileHeight 256

    /Quality 30

  >>

  /JPEG2000ColorImageDict <<

    /TileWidth 256

    /TileHeight 256

    /Quality 30

  >>

  /AntiAliasGrayImages false

  /CropGrayImages true

  /GrayImageMinResolution 300

  /GrayImageMinResolutionPolicy /OK

  /DownsampleGrayImages true

  /GrayImageDownsampleType /Bicubic

  /GrayImageResolution 300

  /GrayImageDepth -1

  /GrayImageMinDownsampleDepth 2

  /GrayImageDownsampleThreshold 1.50000

  /EncodeGrayImages true

  /GrayImageFilter /DCTEncode

  /AutoFilterGrayImages true

  /GrayImageAutoFilterStrategy /JPEG

  /GrayACSImageDict <<

    /QFactor 0.15

    /HSamples [1 1 1 1] /VSamples [1 1 1 1]

  >>

  /GrayImageDict <<

    /QFactor 0.15

    /HSamples [1 1 1 1] /VSamples [1 1 1 1]

  >>

  /JPEG2000GrayACSImageDict <<

    /TileWidth 256

    /TileHeight 256

    /Quality 30

  >>

  /JPEG2000GrayImageDict <<

    /TileWidth 256

    /TileHeight 256

    /Quality 30

  >>

  /AntiAliasMonoImages false

  /CropMonoImages true

  /MonoImageMinResolution 1200

  /MonoImageMinResolutionPolicy /OK

  /DownsampleMonoImages true

  /MonoImageDownsampleType /Bicubic

  /MonoImageResolution 1200

  /MonoImageDepth -1

  /MonoImageDownsampleThreshold 1.50000

  /EncodeMonoImages true

  /MonoImageFilter /CCITTFaxEncode

  /MonoImageDict <<

    /K -1

  >>

  /AllowPSXObjects false

  /CheckCompliance [

    /None

  ]

  /PDFX1aCheck false

  /PDFX3Check false

  /PDFXCompliantPDFOnly false

  /PDFXNoTrimBoxError true

  /PDFXTrimBoxToMediaBoxOffset [

    0.00000

    0.00000

    0.00000

    0.00000

  ]

  /PDFXSetBleedBoxToMediaBox true

  /PDFXBleedBoxToTrimBoxOffset [

    0.00000

    0.00000

    0.00000

    0.00000

  ]

  /PDFXOutputIntentProfile ()

  /PDFXOutputConditionIdentifier ()

  /PDFXOutputCondition ()

  /PDFXRegistryName ()

  /PDFXTrapped /False



  /CreateJDFFile false

  /Description <<



    /BGR <>

    /CHS <FEFF4f7f75288fd94e9b8bbe5b9a521b5efa7684002000410064006f006200650020005000440046002065876863900275284e8e9ad88d2891cf76845370524d53705237300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c676562535f00521b5efa768400200050004400460020658768633002>

    /CHT <FEFF4f7f752890194e9b8a2d7f6e5efa7acb7684002000410064006f006200650020005000440046002065874ef69069752865bc9ad854c18cea76845370524d5370523786557406300260a853ef4ee54f7f75280020004100630072006f0062006100740020548c002000410064006f00620065002000520065006100640065007200200035002e003000204ee553ca66f49ad87248672c4f86958b555f5df25efa7acb76840020005000440046002065874ef63002>

    /CZE <>

    /DAN <>

    /DEU <>

    /ESP <>

    /ETI <>

    /FRA <>

    /GRE <>



    /HRV (Za stvaranje Adobe PDF dokumenata najpogodnijih za visokokvalitetni ispis prije tiskanja koristite ove postavke.  Stvoreni PDF dokumenti mogu se otvoriti Acrobat i Adobe Reader 5.0 i kasnijim verzijama.)

    /HUN <>

    /ITA <>

    /JPN <FEFF9ad854c18cea306a30d730ea30d730ec30b951fa529b7528002000410064006f0062006500200050004400460020658766f8306e4f5c6210306b4f7f75283057307e305930023053306e8a2d5b9a30674f5c62103055308c305f0020005000440046002030d530a130a430eb306f3001004100630072006f0062006100740020304a30883073002000410064006f00620065002000520065006100640065007200200035002e003000204ee5964d3067958b304f30533068304c3067304d307e305930023053306e8a2d5b9a306b306f30d530a930f330c8306e57cb30818fbc307f304c5fc59808306730593002>

    /KOR <FEFFc7740020c124c815c7440020c0acc6a9d558c5ec0020ace0d488c9c80020c2dcd5d80020c778c1c4c5d00020ac00c7a50020c801d569d55c002000410064006f0062006500200050004400460020bb38c11cb97c0020c791c131d569b2c8b2e4002e0020c774b807ac8c0020c791c131b41c00200050004400460020bb38c11cb2940020004100630072006f0062006100740020bc0f002000410064006f00620065002000520065006100640065007200200035002e00300020c774c0c1c5d0c11c0020c5f40020c2180020c788c2b5b2c8b2e4002e>

    /LTH <>

    /LVI <>

    /NLD (Gebruik deze instellingen om Adobe PDF-documenten te maken die zijn geoptimaliseerd voor prepress-afdrukken van hoge kwaliteit. De gemaakte PDF-documenten kunnen worden geopend met Acrobat en Adobe Reader 5.0 en hoger.)

    /NOR <>

    /POL <>

    /PTB <>

    /RUM <>

    /RUS <>

    /SKY <>

    /SLV <>

    /SUO <>

    /SVE <>

    /TUR <>

    /UKR <>

    /ENU (Use these settings to create Adobe PDF documents best suited for high-quality prepress printing.  Created PDF documents can be opened with Acrobat and Adobe Reader 5.0 and later.)

  >>

  /Namespace [

    (Adobe)

    (Common)

    (1.0)

  ]

  /OtherNamespaces [

    <<

      /AsReaderSpreads false

      /CropImagesToFrames true

      /ErrorControl /WarnAndContinue

      /FlattenerIgnoreSpreadOverrides false

      /IncludeGuidesGrids false

      /IncludeNonPrinting false

      /IncludeSlug false

      /Namespace [

        (Adobe)

        (InDesign)

        (4.0)

      ]

      /OmitPlacedBitmaps false

      /OmitPlacedEPS false

      /OmitPlacedPDF false

      /SimulateOverprint /Legacy

    >>

    <<

      /AddBleedMarks false

      /AddColorBars false

      /AddCropMarks false

      /AddPageInfo false

      /AddRegMarks false

      /ConvertColors /ConvertToCMYK

      /DestinationProfileName ()

      /DestinationProfileSelector /DocumentCMYK

      /Downsample16BitImages true

      /FlattenerPreset <<

        /PresetSelector /MediumResolution

      >>

      /FormElements false

      /GenerateStructure false

      /IncludeBookmarks false

      /IncludeHyperlinks false

      /IncludeInteractive false

      /IncludeLayers false

      /IncludeProfiles false

      /MultimediaHandling /UseObjectSettings

      /Namespace [

        (Adobe)

        (CreativeSuite)

        (2.0)

      ]

      /PDFXOutputIntentProfileSelector /DocumentCMYK

      /PreserveEditing true

      /UntaggedCMYKHandling /LeaveUntagged

      /UntaggedRGBHandling /UseDocumentProfile

      /UseDocumentBleed false

    >>

  ]

>> setdistillerparams

<<

  /HWResolution [2400 2400]

  /PageSize [612.000 792.000]

>> setpagedevice



