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The Ohio Plan, including its Board of Directors,
= — B Service Providers and Agency Representatives,
e ———— attribute much of its continued success to the
= . high standards that have been set for delivering
customer service to its members. However,
it is recognized that there is always room for
—= = improvement and The Ohio Plan continues to
=== seek opportunities to not only meet, but exceed
S=t= our member’s expectations. With this in mind,
S you are asked to provide your feedback to help
us understand where The Ohio Plan stands
- %E 5 relative to your service needs and expectations

- = provided by any of our staff or representatives.
e R o j_ Included with this newsletter is a member
o 0 5 s E satisfaction survey, which has been developed to
i_!, ‘,..»;‘;;:L% assist us in gaining a further understanding of
-

Please Help Us

Help You

by completing this survey and returning it to the
following fax number: 419-259-6099 - to the attention
of Ms. Rebecca Swisher, at your earliest convenience.

00000000

We would appreciate your assistance
in distributing The Ohio Plan Report
— to the key people in your operation.

e N

how you view the services, provided by The Ohio
Plan. In addition to completing the survey, you
are encouraged to provide your comments and
suggestions regarding what can be done in the
future to better meet your needs and expectations.
You are encouraged to be as frank as possible in
your assessment. The survey has been designed
to be completed quickly and should take a limited
amount of your time. We express our gratitude
in advance for your time and willingness to share
your thoughts.

We look forward to hearing from every member and the results will be shared with the entire L e R O T UL

membership, once all responses have been gathered and reviewed.

Your continued support and participation is appreciated!!
Regards, Harry Wiebe Ohio Plan Chairman and Joe Seay Program Administrator

Happy Holidays

Additional information about The Ohio Plan can be accessed via The Ohio Plan website: www.theohioplan.org Then contact your
Ohio Plan Regional Representative (agent), one of the current Board Members, or the Plan Administrator about your interest.

All rights reserved. Although every effort to ensure the accuracy of information in this newsletter has been made, professional counsel should be sought before any action or decision is made based on the material contained herein.
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= Paving the Way for Municipal Brownfield Redevelopment
= Play Hard — Don't Blink

= Limiting Legal Exposure for Workplace Harassment
i

The Ohio Plan Report is published three times a year by the Ohio Government
Risk Management Plan Administrator-Hylant Administrative Services,
811 Madison Avenue, 11th floor, Toledo, OH 43624
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LIMITING LEGAL EXPOSURE FOR WORKPLACE HARASSMENT

Despite the increased attention given to
preventing all forms of harassment in the
workplace today, claims of workplace
harassment have remained relatively steady
while jury awards have been climbing higher
and higher. Your commitment to harassment
prevention training is as critical to your legal
protection as a written policy prohibiting
harassment in the workplace. The reason

is simple: the conduct involved occurs in

the daily interaction of employees and people
in general. To effectively and legally handle
issues of harassment, one must first know what
harassment is, why it is illegal, what to do
about it when it is discovered and what the
consequences of failure to properly handle
these issues can be.

Harassment can be based on sex, race, religion,
age and disability. Often times it isn’t necessarily
the original behavior that creates the potential
for massive liability claims, but rather the way
the issue is handled, or more importantly —
not handled, that subjects an employer to
significant legal and financial exposure. When
a complaint of harassment has been made,
an employer’s legal responsibility is to conduct
an immediate investigation and then to take
immediate and appropriate corrective action.

Although you may have documented and
distributed written anti-harassment policies,
it is especially important to conduct effective
harassment prevention training for ALL
employees, including managers, supervisors,
department leaders and employees.

One of the major challenges you may have in
presenting workplace harassment training is
participant resistance. People simply do not
want to be there! Often, the best way to gain
and retain people’s attention is to explain the
concept of personal liability. You might begin
by explaining your own policy prohibiting
harassment in the workplace and review
existing laws and regulations in this area.
Additionally, a review of the range of personal
consequences for an individual who engages
in forms of harassment can include disciplinary
actions, potentially job termination, personal
lawsuits and even criminal prosecution.

Harassment prevention training is often
approached from an ‘awareness’ perspective.
That is to say if employees and managers

zing Liability

are sensitized to the issues involved with
harassment, they will make efforts to question
their own behavior and that of others if it could
possibly be construed as offensive or could be
found illegal.

Following are some key steps that should
be considered when planning harassment
prevention training;

Carefully consider whether to combine
management/supervisors and staff in
the same training session.

An advantage to training employees of all levels
and position titles is that everyone will receive
the same material and receive the same
training and non-management employees will
have witnessed first hand that management
has heard the same message. Disadvantages
generally fall into two categories:

# 1 There is the risk that managers in the
session will not be knowledgeable about the
subject matter and will show their ignorance
to the employees in the session with them.

# 2 Employees may be too intimidated
to ask pertinent questions.

Obtain the support from the highest levels
of management within your entity.
Attendance at the meetings must be mandatory
for ALL employees and a record of attendees
must be documented and maintained.
Remember that training alone will not shield
an employer from liability IF that employer
fails to enforce its policies consistently, does
not take improper conduct seriously, AND fails
to properly investigate complaints and take
appropriate corrective action, where warranted.

Consider the training content carefully.
The training should reinforce participant
awareness and provide practical examples that
can be discussed. Some content that is critical
to legal compliance includes:

4 Management participants must understand
how to create an environment that
encourages recipients of unwelcome
behavior to talk with the employer.

# Clarify the specific differences between
compliments and sexually harassing
behavior.

¢ Clarify the employer’s, management’s and
the employee’s responsibilities to create a
harassment free workplace.

# Encourage participation in the training
with a non-judgmental attitude.

Use only qualified trainers.

The trainer must be professional at all times
and must take the issue of harassment
prevention seriously. The trainer should know
the audience, the entity’s harassment policy
and any unique issues that may affect the
program’s effectiveness. And finally, the ability
to avoid confrontation and ‘value judgments’
about employees’ comments and reactions
to the subject and to deal objectively and —

if needed — compassionately in the context
of the training is of utmost importance.




