Sacramento Metropolitan Fire District

10545 Armstrong Ave., Suite 200 « Mather, California 95655 » Phone (916) 859-4305e Fax (916) 859-3715

ADAM A. HOUSE
Fire Chief

POLICY COMMITTEE — REGULAR MEETING AGENDA
Thursday, December 11, 2025 — 5:30 p.m.

Sacramento Metropolitan Fire District
10545 Armstrong Avenue, Boardroom, Suite 200, 2nd Floor
Mather, California
&
Remotely Via Zoom
Webinar ID: 827 3461 0232 #
Passcode: metro2101
Phone: 1 (669) 444-9171 or 1 (669) 900 6833
& Passcode: 838771796 #
https://us06web.zoom.us/j/827346102327pwd=SFILQ1Znd25RSmIhdXZVQVh4d1VWZz09

COMMITTEE MEMBERS
Director John Costa
Director Cinthia Saylors
Director D’ElIman Clark
Director Grant Goold - Alternate

CALL TO ORDER

PUBLIC OPPORTUNITY TO DISCUSS MATTERS OF PUBLIC INTEREST WITHIN
COMMITTEE'S SCOPE INCLUDING ITEMS ON OR NOT ON AGENDA

CONSENT AGENDA
The. Consent Agenda is acted upon with one motion unless a committee member requests separate
discussion and/or action.

Page No.
1. Action Summary Minutes 2
Recommendation: Approve the Action Summary Minutes for the meeting of
November 13, 2025.
ACTION ITEMS
1. Board Policy 01.005.04 — Workplace Harassment Policy 3

(Chief Human Resources Officer Melisa Maddux)
Recommendation: Approve the revisions to the Workplace Harassment Policy and
move to the full Board for approval.

NEXT MEETING DATE: February 12, 2026

ADJOURNMENT
Posted on December 8, 2025

Marni Rittburg, CMC, CPMC
Clerk of the Board
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Sacramento Metropolitan Fire District

10545 Armstrong Ave., Suite 200 « Mather, California 95655 » Phone (916) 859-4305« Fax (916) 859-3715

ADAM A. HQUSE
ks ACTION SUMMARY MINUTES — REGULAR MEETING

POLICY COMMITTEE
THURSDAY, NOVEMBER 13, 2025
SACRAMENTO METROPOLITAN FIRE DISTRICT
&

Remotely Via Zoom

CALL TO ORDER

The meeting was called to‘order at 5:31 p.m. by Director Saylors. Committee members present:
Clark, Goold, and Saylors. Committee members absent: Costa. Staff present: Deputy Chief Fiorica
and Board Clerk Rittburg.

PUBLIC CONMENTS: None
CONSENT AGENDA

Action: Moved by Goold, seconded by Clark, and carried unanimously by members present to
adopt the Consent Calendar as follows:

1. Action Summary Minutes
Recommendation: Approve the Action Summary Minutes for the meeting of October 9,
2025.
Action: Approved the Action Summary Minutes.

PRESENTATION ITEMS

1. Board Policy 01.023.02 — Non-Retaliation Policy
(Chief Human Resources Officer Melisa Maddux)
Recommendation: Review the edited Non-Retaliation Policy and move to the full Board for
approval. ,
Action: Moved by Clark, seconded by Goold, to move the policy to the full Board for
approval.

ADJOURNMENT

The meeting adjourned at 5:43 p.m.

Director Costa, Chair

Marni Rittburg, CMC, CPMC
Clerk of the Board
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Sacramento Metropolitan Fire District

10545 Amslrong Ave. Suite 200 * Mather, CA 95655 + Phone (916) 859-4300 + Fax (916) 859-3702

ADAM A, HOUSE

Fire Chief
DATE: December 11, 2025
TO: Policy Committee Members

SUBJECT: Revision of Board Policy
Policy 01.005.04 — Workplace Harassment Policy

TOPIC
Review edited Board Policy 01.005.04 Workplace Harassment Policy.
DISCUSSION

Attached is the edited Workplace Harassment Policy 01.005.04. The District is
committed to maintaining a safe, respectful workplace free from unlawful harassment,
discrimination, and retaliation. The policy outlines employee rights and responsibilities,
sets expectations for professional conduct, and provides a clear process for reporting
and addressing concerns. It ensures that all complaints are handled promptly, fairly,
and thoroughly, and.that employees can report misconduct and participate in
investigations without fear of retaliation.

This policy applies to all employees, members of the Board of Directors and any
individuals in any District workplace or worksite location, or other persons providing
services to the District. '

RECOMMENDATION

Recommend the Policy Committee approve the revisions to the Workplace
Harassment Policy and refer to the full Board for approval.

Submitted By: Approved By:

p ‘ /’/’/\ F /f,r‘ ‘/' %/A
Meliga Maddust doseph Fiorica
Chief Human Resources Officer Deputy Chief of Administration

Serving Sacramento and Placer Counties

P3




Sacramento Metropolitan Fire District
BOARD POLICY

POLICY TITLE: Workplace Harassment OVERSIGHT: Administration

POLICY NUMBER: 01.005.0&3EFFECTIVE DATE: -04/21/1993 REVIEW DATE:06/27/18 12/11/2025

Background

The Sacramento Metropolitan Fire District (District) is committed to maintaining a-werk
environment-for-all-employees-that-is- safe, respectful workplace free ef-all-forms-of from from
unlawful harassment,_discrimination, and retaliation. including—sexual—harassment:
Discriminatory harassment based upen-+raseon the following characteristics: race, color,
religion, religious creed_(including religious dress and grooming practices), national
origin, ancestry, citizenship, physical disability;or mental disability, medical condition,
genetic information, marital status, sex (including pregnancy, childbirth, breastfeeding, or
related medical conditions), gender, gender identity, gender expression, age_(40 years
and over), sexual orientation, er-ilitary—and-veteran or military status-ef-any—person,

medical leave or other types of protected leave (requested or approved for leave under
the Family and Medical Leave Act or California Family Rights Act;-), domestic violence

victim status. political affiliation, and any other characteristic protected by state or federal
anti- dlscr|m|nat|on Iaw covennq employment is unlawful—under—%he—GMI—nghts—Aet—ef

Purpose

To prevent unlawful harassment, discrimination, and retaliation in the workplace and to
ensure compliance with California state and federal law. The policy outlines employee
rights and responsibilities, sets expectations for professional conduct, and provides a
clear process for reporting and responding to concerns. The policy ensures that all
complaints are handled promptly, falrlv, and thorouthv. and that the workplace remains

safe and respectful.

Scope

This policy applies to all employees, members of the Board of Directors and/er any
individuals in any District workplace or worksite location, or other persons providing
services to the District.

Definitions

1. Bullving: unwelcome, abusive, or harassing behavior that occurs over a
period of time and is meant to harm someone who feels powerless to respond.

2. We;leplaee—Dlscrlmmatlon Any form of unwanted or unwe[comed beha\nor
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Workplace Harassment
01.005.0304
06/27448_12/11/2025

seX-gender-genae
] 1 1

.on any protected characteristics.

3. Workplace Harassment: Any-form-of unwanted-or-Uunwelcomed _disrespectful

or unprofessional conduct, including disrespectful or unprofessional conduct
based on any of the protected characteristics. Harassment can be verbal (such
as slurs, jokes, insults, epithets, gestures, or teasing), visual (such as the
posting or distribution of offensive posters, symbols, cartoons, drawings,
computer displays, or emails), or physical conduct (such as physically
threatening another person, blocking someone’'s way, or making physical

contact in an unwelcome manner).  behavierranging-from-unpleasantremarks

4, Hostile Work Environment: Unwelcome conduct on the basis of sex, gender,
gender identity, gender expression, or sexual orientation by any person in the
workplace that unreasonably interferes with an employee’'s work performance
and/or creates an intimidating, hostile _or otherwise offensive working

environment.  Ary—unweleeme

- - ala
- i
.

cl na_atea 0) - in
= Si= e ime S 7O

hostile—or—offensive-working—envirenment—It is conduct that both a reasonablé
person would find hostile or abusive and the person who is the object of the
harassment perceives to be hostile or abusive.

5. Protected Class/Characteristic: Harassment is prohibited based on any
protected characteristic, including but not limited to: race, color. ancestry,
national origin, religion or creed, sex, gender, gender identity, gender
expression, sexual orientation, pregnancy, childbirth, or related conditions, age
(40+). disability (physical or mental), medical condition, genetic information,
marital status, military/veteran status, reproductive health decision-making, and
any other status protected by state or federal law.

56. Quid Pro Quo (this for that) Harassment: A form of unlawful sexual
discrimination that occurs when a person with the power to influence an
employment decision or condition seeks a sexual favor in return for a positive
outcome. Quid pro quo harassment occurs when submission to or rejection of
such conduct by an individual is used as the basis for employment decisions.

% Retaliation: Any adverse action, direct or indirect, taken against an employee
because they engaged in a protected activity. Examples include but are not

limited to: discipline, demotion, termination, harassment, unfavorable

88 Sexual Harassment: Harassment based on sex (including pregnancy,
childbirth, breastfeeding, or related medical condition), gender, gender identity,
gender expression or sexual orientation. It may include all of the actions
described above as harassment, as well as other unwelcome sex-based
conduct, such as unwelcome or unsolicited sexual advances, requests for
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Workplace Harassment
01.005.0304
06/27/49 12/11/2025

sexual favors, conversations regarding sexual activities, or other verbal or
physical conduct of a sexual nature. Sexually harassing conduct need not be of
a sexual nature or be motivated by a sexual desire. It may include situations

that beqan as recmrocal relatlonshlps. but that Iater cease to be recmrocal

types-of-sSexual harassment _is generally categorized into two types: quid pro
quo and hostile work environment.

Policy

1.

f

The District prohibits all forms of harassment, discrimination, bullying, and

42,

2:3.

retaliation in the workplace.

The District shall—eemplycomplies with all_applicable state and federal laws
regarding-governing unlawful harassment, discrimination, and retaliation.

All_Eemployees, Board members, and individuals providing services to the

District must maintain a professional environment that is free from unlawful
conduct. -will-net-engage-in-werkplace-harassment-as-defined-in-this-pelicy-

Supervisors and managers must take immediate and appropriate action when

they observe or receive information about conduct that may violate this policy.

Employees must report concerns as soon as possible, even if the conduct

appears minor or informal.

The District will treat all complaints seriously, respond promptly, and conduct a

fair, thorough, and objective investigation in accordance with legal requirements.

The District prohibits retaliation against any individual who reports a concern,

3-8.

participates in an investigation, or opposes conduct they reasonably believe to be
unlawful.

The District will maintain a Fhe-work environment willremain-free from unlawful

4-9.

discrimination, sexual harassment, bullying, and intimidation, including but-net
limited-tovisual, verbal and physical harassment.

Unwelcome sexual advances, requests for sexual favors, and other visual, verbal
or physical conduct of a sexual nature constitute sexual harassment when
submission to sueh-the conduct_is made a condition of employment or a basis for
employment decisions, or when the conduct unreasonably interferes with work
performance or creates a hostile, intimidating, or offensive work environment:
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8:10.

&8:11.

Workplace Harassment
01.005.8304
06/27/40_12/11/2025

10. _Inappropriate conduct between a non-employee and-antoward employees may
also constitute workplace harassment when the District knows or should know of
the conduct and fails to take prompt corrective action.-

Individuals who violate this policy may be subject to Empleyees-whe-vielate-this

policy—are—subject—to—disciplinary action up to and including termination of
employment.

Procedures

1.

Employees mustitis-the-respensibility-of-each-employee-te- conduct themselves

2.

in suesh—a manner that promotes a workplace free from discrimination,
harassment, bullying, and retaliation as to contribute to an environment free of
workplace harassment.

2. Employees have a duty to report unlawful conduct diserimination—and/or
werkplace—harassment-to their chain of command or the Human Resources
Division

Supervisors and Mmanagers are responsible for enforcing the policy. They must
take immediate and appropriate action when they observe or receive information
suggesting a potential violation. They must notify Human Resources promptly to
ensure the matter is properly addressed. Supervisors and managers must
actively prevent and correct conduct that could constitute_unlawful discrimination
or harassment. They are also responsible for counseling employees; when

appropriate; to prevent andfer-cerrect-workplace-harassment—misconduct.

The District will provide harassment prevention training as required by California

law.

a. All supervisory personnel shall-takemust complete at least two_(2) hours of
interactive harassment prevention training_every two (2) years.

b. Non-supervisory employees must complete at least one (1) hour of interactive
harassment prevention training every two (2) years.

c. Newly hired or newly promoted supervisors must complete training within six
(6) rnonths of assummq super\nsorv I'eSDOI’lSlbllllV— and-at-least-one-hour-of

d. Newly hired nonsupervisory employees will be provided this policy during the
employee new hire orientation.

4|Page
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Workplace Harassment
01.005.0304
08/27/49 12/11/2025

e. Allinitial and/or refresher training on Workplace Harassment shall be
coordinated between the Human Resources Division and the Training
Division.

4.f. ‘Workplace Harassment_prevention training includes—ineluding but is not
limited to the following areas:

Definition of workplace harassment

Unlawful discrimination

Obligation to promptly investigate any report of unlawful discrimination
Confidentiality

Applicable federal, California state and local laws

District policy on workplace harassment and retaliation

Harassment prevention and correction

S@ ™o a0 T

Remedies available to victims

Appropriate disciplinary actions
All employees shall be provided training in the following areas:

. Definition of workplace harassment

. District policy on workplace harassment and retaliation

a

b

c. Employee rights

d. How to report workplace harassment
e

. Penalties associated with retaliation

+8.

8:7.

A hostile work environment exists when m—detenmqed-—by—e%srdenﬂg—eﬂ
mmsbne%%@;;g-ﬂqe-ﬁequeﬂey—eﬁm&aﬂeged—ham&aﬂg—eenmn is
severe or pervasive enough to alter the conditions of employment. In
determining whether conduct creates a hostile work environment, the District
considers all circumstances, including the frequency and severity of the behavior,
fit—whether it is physically threatening or humiliating, and whether it
unreasonably interferes with an-employee's-work performance.

Any employee Anyene-who-feels-that who believes they have been subjected to

unlawful-discrimination, —andfer—sexual-erwerkplace-harassment or retaliation

may use either an informal or formal complaint has—the—ephen—ef—u%zmg—eﬁhe&—a
formal-or-an-informalreselution-process as follows:

5|Page
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Workplace Harassment
01.005.0304
08/27/49 12/11/2025

a. Informal options include:

|. Speaking directly and in confidence with the offending individual, or
writing a letter asking that person to stop the objectionable behavior or
conduct.

II. Speaking with a member of management confidentially for guiélance on
the problem.

Ill. Resolving the offending conduct informally with the help of a third party
who does not have a supervisory or management position, such as 9
peer.

b. Formal options include:

|. Reporting perceived violations to the chain of command.

Il. If the offender is within the chain of command, perceived violations should
be reported to the Chief Human Resources Bivisien-Officer

Dangrlina-perceived-delation na-the-Un ful-D A

8. Employee Reporting Procedures:

a. Employees must report any actual or potential wrongdoing, misconduct,
discrimination, harassment, bullying or retaliation as soon as they become
aware of it.

b. Reports should be made to the employee’s supervisor unless the supervisor is
involved or the employee believes reporting to the supervisor is inappropriate.
In such cases, the employee must report the concern to the next level in the
chain of command or directly to:

i. Chief Human Resources Officer

Phone: (916) 859-4533
Email:_hr@metrofire.ca.qov

ii. Confidential Employee Complaint Phone Line at (916) 202-1835
(The confidential employee complaint phone line is managed solely by the
Human Resources Division. All calls are received and monitored directly
by Human Resources)

c. _External Agency Reporting Information:

iii. California Civil Rights Department

651 Bannon Street, Suite 200

Sacramento, CA 95811

(Voice) (800) 884-1684

(TTY) (800) 700-2320 or California’s Relay Service at 711
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10.

Workplace Harassment
01.005.0304
06127149 12/11/2025

Contact.center@calcivilrights.ca.gov
www.calcivilrights.ca.gov

iv. U.S. Equal Employment Opportunity Commission
450 Golden Gate Avenue 5 West
P.O. Box 36025
San Francisco, CA 94102
(Voice) (800) 669-4000
(TTY) (800) 669-6820
(ASL Video Phone) (844) 234-5122

Www.eeoc.qov.

The District shall-will promptly, confidentially, and impartially investigate-any all
complaints of werkplase-harassment, discrimination, or retaliation.

The District will keep the complainant, and any subject of the complaint informed

of the investiaation status. Upon completion, the District will provide notice of its
findings within a reasonable time period of completion, and provide notice of its
findings as allowed by law and will offer the complainant an opportunity to meet
and discuss the results. '

40.11. Any interference—eoercion,—or—intentional—misrepresentation—during with an

investigation process___including _ coercion, _retaliation, or _intentional

misrepresentation, may result in -shall-be-grounds—fer-disciplinary action, up to
and including, termination of employment.

The District strictly prohibits retaliation against any individual who_reports a

12.
concern, participates in an investigation, or opposes conduct they reasonably
believe to be unlawful. Retaliation. violates District policy and may result in
disciplinary action, up to and including termination.

References

1L Age Discrimination Act of 1967

2. American with Disabilities Act of 1990

7|Page
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Workplace Harassment
01.005.0304
06/27/49 12/11/2025

5 California Civil Rights Department

4,  California Fair Employment and Housing Act
5. District Policy — Non-Discrimination Policy

6 District Policy — Non-Retaliation Policv\

4.7. Genetic Information Nondiscrimination Act of 2008

5.8. Government Code 12950, relating to employment

8:9. Title VIl of the Civil Rights Act of 1964
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