
The Bayou Vermilion District Sexual Harassment 

Policy 
 

Sexual harassment is a form of unlawful employment discrimination under Title VII of the 
Civil Rights Act of 1964 and is prohibited under BVD's anti-harassment policy. According to 
the Equal Employment Opportunity Commission (EEOC), sexual harassment is defined 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." 

 

Sexual harassment occurs when unsolicited and unwelcome sexual advances, 
requests for sexual favors, or other verbal or physical conduct of a sexual nature: 

• Is made explicitly or implicitly a term or condition of employment. 
• Is used as a basis for an employment decision. 
• Unreasonably interferes with an employee's work performance or creates an 

intimidating, hostile or otherwise offensive environment. 

Sexual harassment may take different forms. The following examples of sexual harassment 
are intended to be guidelines and are not exclusive when determining whether there has 
been a violation of this policy: 

 

• Verbal sexual harassment includes innuendoes, suggestive comments, jokes of a 
sexual nature, sexual propositions, lewd remarks and threats; requests for any type 
of sexual favor (this includes repeated, unwelcome requests for dates); and verbal 
abuse or "kidding" that is oriented toward a prohibitive form of harassment, 
including that which is sexual in nature and unwelcome. 

• Nonverbal sexual harassment includes the distribution, display or discussion of any 
written or graphic material, including calendars, posters and cartoons that are 
sexually suggestive or show hostility toward an individual or group because of sex; 
suggestive or insulting sounds; leering; staring; whistling; obscene gestures; 
content in letters, notes, facsimiles, e-mails, photos, text messages, tweets and 



Internet postings; or other forms of communication that are sexual in nature and 
offensive. 

• Physical sexual harassment includes unwelcome, unwanted physical contact, 
including touching, tickling, pinching, patting, brushing up against, hugging, 
cornering, kissing, fondling, and forced sexual intercourse or assault. 

Courteous, mutually respectful, pleasant, noncoercive interactions between employees 
that are appropriate in the workplace and acceptable to and welcomed by both parties are 
not considered to be harassment, including sexual harassment. 

 

Retaliation 
 

No hardship, loss, benefit or penalty may be imposed on an employee in response to: 

• Filing or responding to a bona fide complaint of discrimination or harassment. 
• Appearing as a witness in the investigation of a complaint. 
• Serving as an investigator of a complaint. 

Lodging a bona fide complaint will in no way be used against the employee or have an 
adverse impact on the individual's employment status. However, filing groundless or 
malicious complaints is an abuse of this policy and will be treated as a violation. 

 

Any person who is found to have violated this aspect of the policy will be subject to 
discipline up to and including termination of employment. 

 

All complaints should be submitted as soon as possible after an incident has occurred, 
preferably in writing. The HR director may assist the complainant in completing a written 
statement or, in the event an employee refuses to provide information in writing, the HR 
director will dictate the verbal complaint. All complaints and investigations are treated 
confidentially to the extent possible, and information is disclosed strictly on a need-to-
know basis. The identity of the complainant is usually revealed to the parties involved 
during the investigation, and the HR director will take adequate steps to ensure that the 
complainant is protected from retaliation during and after the investigation. All information 
pertaining to a complaint or investigation under this policy will be maintained in secure 
files within the HR department. 


