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POLICY: 
 
Employees strive to maintain and promote a productive working environment free of harassing 
or disruptive conduct.  All employees promptly correct and/or report to management any 
harassment, disruptive, or inappropriate conduct. 
 
No form of harassment or discrimination is tolerated, including harassment because of, or by 
inappropriately emphasizing an individual’s race, national origin, religion, disability, pregnancy, 
age, military status, gender, or sexual orientation.   
 
DEFINITIONS: 

"Workplace harassment" includes harassment, sexual harassment, intimidation and  
bullying, whether verbal or physical, occurring on City property or occurring during the  
performance of City duties or operations.  

"Harassment" is defined as including, but not limited to:  
 Slurs, inappropriate jokes, derogatory remarks, or any physical aggression related  

to another person's race, age, disability, religion, national origin, gender, or sexual  
preferences;  

 Threatening, intimidating, coercing, using abusive or vulgar language, or  
interfering with the performance of other employees; or  

 Any other conduct which creates a hostile or offensive work environment.  

"Sexual Harassment" is defined as unwelcome sexual advances, requests for sexual favors  
and/or other gender-based verbal or physical conduct when any of the following conditions  
exist:  

 Submission to such conduct is made either explicitly or implicitly a term or  
condition of an individual's employment;  

 Submission to or rejection of such conduct by an individual is used as the basis for  
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employment decisions affecting that individual; or  
 Such conduct has the purpose or effect of unreasonably interfering with an  

individual's work performance or creates an intimidating, hostile, or offensive  
working environment.  

 
The City of Glens Falls has a responsibility to maintain a workplace free from any form of  
sexual harassment. The City does not tolerate actions by managerial staff that threaten or  
insinuate, either explicitly or implicitly, that an employee's refusal to submit to sexual  
advances will adversely affect any condition of employment or career development.  

The responsibility for maintaining a workplace free of any form of sexual harassment is  
not limited to managers. All employees, vendors, suppliers, visitors, and customers of the  
City are prohibited from engaging in conduct including, but not limited to:  

 Insulting, lewd, or sexually oriented comments, jokes, innuendoes, or stories. This  
includes verbal harassment as well as written, voice mail, and e-mail messages;  

 Demeaning, insulting, or sexually suggestive comments used to describe an individual or 
the individual's appearance or body;  

 Leering, ogling, obscene gestures, or whistling;  
 Unwelcome sexual flirtations, advances, or propositions;  
 Unwelcome physical contact, including touching, groping, grabbing, hugging,  

massaging, fondling, or intentionally rubbing up against a person's body;  
 Viewing, displaying, storing, or transmitting sexually oriented or pornographic  

materials;  

It is unlawful for males to sexually harass females or other males and for females to  
sexually harass males or other females.  

"Intimidation or bullying" is defined as repeated, health-harming mistreatment of one or  
more persons by one or more perpetrators that includes, but is not limited to one or more  
of the following forms:  

 Exploitation of a known psychological or physical vulnerability.  
 Direct or indirect verbal comments, actions, behaviors or tactics such as verbal  

abuse or psychological manipulations that are used to harm an individual or to  
attempt to harm an individual including but not limited to, attempts to destroy or  
harm a person's self-esteem or confidence; constant and repeated negative  
remarks, criticism or sarcasm; isolating or systematically isolating the individual;  
spreading false information or rumors; tasks that are ambiguous, contradictory or  
that are deprived of purpose; false insinuations, attacks to the individual's dignity,  
integrity or self-image; attempts to humiliate or public humiliation.  
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 Leering/prolonged staring  
 Obscene gestures  

"Workplace violence" is a form of harassment. The City of Glens Falls strives to provide  
an environment that is safe and secure for all employees, vendors, customer/residents,  
business associates and visitors/guest of the City. Behavior that is threatening, harassing,  
intimidating or in any way dangerous or violent is strictly prohibited and will result in  
serious responsive action. Following types of behavior are some examples of workplace  
violence:  

• Verbal or physical harassment 
 Verbal or physical threats including harassing emails and non-verbal behavior  
 Assaults or other violence (e.g. hitting, punching, slamming or throwing an object).  
 Any other behavior that causes others to feel unsafe (e.g. bullying, sexual harassment, 

etc.)  
Employees are expected to refrain from conduct that may be dangerous to others. Conduct  
that threatens, intimidates or coerces another employee, vendor, customer resident,  
business associate or visitor/guest will not be tolerated. City of Glens Falls resources may  
not be used to threaten, stalk or harass anyone at the workplace or outside the workplace.  

Other Prohibited Harassment:  
Prohibited harassment based on race, religion, color, age, national origin, marital  
status, pregnancy, military status, arrest/conviction record, disability, genetic information,  
predisposition or carrier status, sexual orientation, domestic violence victim status, as well  
as any other status protected by applicable law, includes behavior similar to sexual  
harassment, such as but not limited to:  

• Verbal conduct such as threats, epithets, derogatory comments or slurs;  
• Visual conduct such as derogatory posters, photographs, cartoons, drawings, or  

gestures;  
• Physical conduct such as assault, unwanted touching or blocking normal  

movement; and  
• Retaliation for reporting harassment or threatening to report harassment.  

Confidentiality and Privacy:  

The City shall keep complaints as confidential as is consistent with a thorough  
investigation, applicable collective bargaining agreements, and other laws and regulations  
regarding employees. To the extent complaints made under this policy implicate criminal  
conduct, the City may be required by law to contact and cooperate with the appropriate law  
enforcement authorities.  
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I PROCEDURE: 
 
Sexual Harassment: 
 
Although no form of harassment or discrimination is to be tolerated, sexual harassment is also 
specifically and expressly prohibited. 
 
Unwelcome sexual advances, requests for sexual favors, and other verbal or physical conduct of 
a sexual nature constitute sexual harassment.  When submission to or rejection of such conduct 
is made a term or condition of employment (expressly or implicitly), or when such conduct 
unreasonably interferes with an individual’s work performance or creates an intimidating, 
hostile, or offensive working environment. 
 
Sexually harassing conduct includes, but is not limited to the following actions: 

 
1. Unwelcome sexual flirtations, propositions, offensive touching, or comments on a 

person's physical characteristics; 
2. Verbal abuse of a sexual nature to include: 

a. Repetitive use of offensive words of a sexual nature describing body parts or a 
sexual act; or, 

b. Telling suggestive ("dirty") stories. 
3. Conversation between employees about subjects which are sexual in nature and 

perceived as offensive; 
4. Displaying in the workplace sexually suggestive objects, pictures, pornographic 

magazines, or representations of any action or subject of a sexual nature which can be 
perceived as offensive; or 

5. Retaliation against employees for complaining about sexually harassing behavior.  
 

Offensive conduct between members of the same gender may constitute harassment, as well 
as conduct between members of the opposite sex. 
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II Reporting Requirement: 
 

1. Any employee, who believes that he or she has been subjected to unlawful or 
inappropriate harassment or discrimination, or has witnessed such conduct while on the 
job, must immediately report the incident to his or her supervisor. 
   

2. Complaints may be made verbally; however it is recommended that the employee 
submit the complaint form attached to this policy. 

 
3. If the supervisor is the subject of the alleged complaint, or if for any reason the 

employee does not wish to report such an incident to their supervisor, the employee 
will immediately report the matter directly to the the Assistant Chief of Police.   

 
4. In the event the employee alleges that the the Assistant Chief of Police is the subject of 

the complaint, the report will be made directly to the Chief of Police.   
 

5. In the case the Chief of Police is the subject of the complaint, the report will be made to 
the Mayor or the Human Resources Department.   

 
6. If the employee is unsatisfied with the response at any level, the employee may request 

the decision be reviewed at the next higher level.  
 
III Retaliation: 
 
Retaliation is forbidden.  The Glens Falls Police Department does not tolerate any form of 
retaliation against employees availing themselves of the responsibility to report harassment.  
The reporting requirement should not be construed, however, as preventing, limiting, or 
delaying the Glens Falls Police Department from taking disciplinary action against any 
individual, up to and including termination. 
 
This agency does not permit or condone any acts of retaliation against anyone who files 
legitimate harassment complaints or cooperates in the investigation of such complaints. 
 
 
 
 
 
 



Law Enforcement Policies and Procedures, 14.7 Workplace Harassment 
 
 

 
RESTRICTED LAW ENFORCEMENT DATA 

This data is proprietary and shall not be duplicated, disclosed, or discussed without the written permission of this agency.  Data 
subject to this restriction is contained throughout this publication. 

 
Page 6 of 6 

 
 

 
 

IV Investigation of Complaints: 
 
All reported incidents of harassment alleged against an officer, employee, or authorized visitor 
to the agency are investigated in a timely manner by the Chief of Police or his designee.  
 
Complaints against fellow employees are treated confidentially to the extent that a thorough 
investigation reasonably allows.  Statements of the complaining party and key witnesses are 
completed on official witness statement forms, signed, and witnessed.  Prior to any signing, 
each complainant, witness, or subject of an investigation are reminded of the perjury laws of 
the state, and the consequences of filing a false report.  Any individual determined to be a 
criminal suspect is read their Miranda Warning, prior to any interrogation. 
 
V Disciplinary Action: 
 
A violation of this policy may be grounds for disciplinary action, including but not limited to 
warning, suspension, discharge, demotion.  The Chief of Police may also impose other remedial 
actions including but not limited to counseling, training, treatment, placing of conditions on 
continued employment, and criminal referral. 
 
If it is concluded that a complaint or report of harassment was intentionally or knowingly false 
or that information provided in an investigation was intentionally or knowingly false, the 
individual(s) providing such false complaint, report, or information are subject to disciplinary 
action, and possible criminal charges for filing a false or misleading police report or official 
document. 
 
 
Authority: 

 
G. Joseph Boisclair 
Chief of Police 


