
UNITED STATES INTERNATIONAL TRADE COMMISSION 

WASHINGTON, DC 20436 

February 2 1 , 2017 

MEMORANDUM TO ALL U.S. INTERNATIONALTRADE COMMISSION EMPLOYEES 

FROM: Rhonda K. Schmidt le in, Chairman H p ^ C S ^ 

SUBJECT: Ant i -Harassment Policy 

The U.S. In temat iona l Trade Commission is devoted to the prevent ion o f harassment in any f o rm . 

My goal is to p romo te a w o r k env i ronment tha t reflects the Commission's c o m m i t m e n t t o 

excellence and respect fo r all individuals. All supervisors and managers are responsible for 

p reven t ing and p rompt l y correct ing any harassment in t h e workplace before it rises t o t he level o f 

a v io la t ion o f federal law. Harassment in any f o rm (as stated be low) is proh ib i ted and wi l l not be 

t o l e ra ted . 

Harassment: 

Prohibi ted and un lawfu l harassment is any harassment based on protected classes 

inc luding race, sex, age, color, rel ig ion, nat ional or ig in, disabil i ty, parental status, sexual 

o r ien ta t ion , pro tec ted genetic in fo rmat ion , and any act iv i ty pro tected u n d e r t h e 

ant i -d iscr iminat ion statute. Harassment occurs when there is unwelcome conduct 

t h a t : substantial ly interferes w i th an employee's job per fo rmance, benefi ts, or 

oppor tun i t ies ; or creates an in t imidat ing wo rk env i ronment . 

Examples include: 

• Mak ing negative comments about an employee's personal religious beliefs, or 

t r y ing t o convert t h e m t o a certain religious ideology; 

• Using racist slang, phrases, or n icknames; 

• Mak ing remarks about an individual 's skin color or o ther ethnic t ra i ts ; 



• Mak ing remarks about an individual 's skin color or o ther ethnic t ra i ts ; 

• Displaying racist drawings, or posters t ha t might be offensive t o a part icular g roup; 

• Mak ing offensive gestures; 

• Mak ing offensive reference to an individual 's mental or physical disabi l i ty; 

• Sharing inappropr iate images, videos, e-mails, let ters, or notes of an offensive 

na tu re ; 

• Offensively ta lk ing about negative racial, ethnic, or religious stereotypes; 

• Mak ing derogatory age-related comments ; or 

• Wear ing c lothing tha t could be offensive t o a part icular ethnic g roup. 

There is no single si tuat ion tha t const i tutes harassment and may be direct or indirect. 

Sexual Harassment: 

Sexual harassment is a f o rm of sex discr iminat ion tha t violates Tit le VII o f t h e Civil Rights 

Act o f 1964. The Equal Employment Oppor tun i ty Commission def ines sexual harassment 

as: 

Unwelcome sexual advances, requests f o r sexual favors, and o ther verbal or 

physical conduct of a sexual nature when submission to such conduct is made 

e i ther explicit ly or impl ic i t ly a t e r m or condi t ion of an individual 's emp loyment , 

submission t o or reject ion of such conduct by an individual is used as the basis 

f o r emp loyment decisions af fect ing such individual, or such conduct has the 

purpose or ef fect o f unreasonably in ter fer ing w i th an individual 's wo rk 

per fo rmance, or creat ing an in t imidat ing, hosti le, or offensive work ing 

env i ronment . 

Such conduct may include: 

• an employer or supervisor condi t ion ing p romot ion , j ob assignments, or o ther 

tangib le job benefi ts based on acquiescence t o unwelcome sexual conduct , or 

penalizing an individual for refusing to part ic ipate in such conduct ; 

• sexist or stereotypical remarks about a person's c lothing, body, appearance or 

act iv i t ies; 

• sexually or iented jokes, stories, remarks or discussions; 

• descript ions of sexual acts; 

• post ing or displaying sexually graphic pictures anywhere in the workp lace; 

• del iberately touch ing, pinching, pat t ing, or giving inappropr iate looks t o another 

person; 

• pressure for dates or sexual activity; 

• unwe lcome te lephone calls, e-mail messages, social ne twork postings or letters o f 

a sexual nature; or 

• demands for sexual favors. 

In sexual harassment, the harasser may be male or female, and the v ic t im may be o f 

t he oppos i te sex or the same sex as the harasser. Even a consensual re lat ionship 



between the harasser and the v ic t im may involve sexual harassment. For example, if 

the v ic t im agrees t o sexual behavior out o f fear o f re ta l ia t ion, t he conduct of t he 

o ther par ty may still const i tu te sexual harassment despi te the v ic t im's consent. The 

focus is on whe the r the conduct was unwelcome, not consensual. 

Managers and supervisors must set t he tone for a posit ive and professional w o r k 

c l imate, and must take immedia te act ion on observed or repor ted incidents. It is 

impor tan t tha t employees conduct themselves in an appropr ia te manner, and mon i to r 

the i r personal behavior regarding the i r words and act ions. All employees are 

accountable for the i r conduct in the workplace. 

Employees who feel they are vict ims of harassment are encouraged t o report t h e 

incident immediate ly , w i t h o u t fear of reprisal, t o a supervisor, management of f ic ial , the 

Office o f Human Resources and /o r t he Office of Equal Employment Oppor tun i ty (EEO). 

The individual must contact the EEO wi th in 45 days o f t h e last harassing incident. All 

claims of harassment wi l l be investigated prompt ly and thorough ly , and where 

allegations are substant iated, appropr iate action wi l l be taken . 


