
CITY OF DALY CITY 
 
 
 
 
 
 
 

July 14, 2004 
 
 
Honorable Jonathan E. Karesh 
Judge of the Superior Court  
Hall of Justice 
400 County Center, 2nd Floor 
Redwood City, CA  94063-1655 
 
Dear Judge Karesh: 

In response to the 2003-2004 San Mateo County Civil Grand Jury’s “white 
paper” that raises the issue of whether “workplace relationship policies and their 
implementation adequately protect the County and the cities within the County 
from legal liability exposure under laws governing harassment,” the following 
overview of the City of Daly City’s policies and practices is provided.  

BACKGROUND 

The City of Daly City has had a firmly established and observed written 
Harassment Policy and Complaint Procedure for more than twenty years.  The 
policy clearly states that its purpose is “to establish (the City’s) strong 
commitment to prohibit harassment in employment . . ., to define discrimination 
harassment and to set forth a procedure for investigating and resolving internal 
complaints of harassment.”   

The policy continues, “Harassment of an applicant or employee by a supervisor, 
management employee, or co-worker on the basis of race, religion, color, 
national origin, ancestry, disability, medical condition, marital status, sexual 
preference, sex or age will not be tolerated.”  The application of the policy 
applies to “all terms and conditions of employment including, but not limited to, 
hiring, placement, promotion, disciplinary action, layoff, recall, transfer, leave of 
absence, compensation and training.”  Retaliation agains t a person for “ filing a 
harassment charge or making a harassment complaint is prohibited, “ and 
“disciplinary action up to and including discharge” will be instituted for both 
harassing and retaliating against anyone filing a charge or complaint.   

Further, all employees and new employees are provided with of copy of the 
policy.  A copy of the State of California Department of Fair Employment and 
Housing’s pamphlet on harassment that outlines an external complaint  
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procedure and provides telephone numbers of DFEH offices and a DFEH 
website is attached to the policy.  Several individual departments have 
Departmental Manuals with regulations against workplace discrimination 
harassment that closely mirror the citywide policy.  

Although the City has not adopted a formal written policy relating to nepotism 
and/or consensual relationships in the workplace, the City has communicated 
guidelines for hiring and promotion that direct that the City will not knowingly 
place a close relative or partner of a current employee in any supervisory or 
subordinate position with that employee.  It has never been the intent of the City 
to regulate the social interaction of relationships freely entered into by or 
between City employees. 

DISCUSSION 

Over the last twenty years of the City’s established, written harassment policy 
and complaint procedure, Human Resources staff and managers in individual 
departments have provided regular training and oversight of the policy’s terms 
and conditions.  Citywide training regarding the policy has been provided on the 
average of every eighteen to twenty-two months and training /review is 
continually reinforced at the department level.   

Each new fulltime, regular employee is provided a copy of the policy at a one-
on-one orientation in the Human Resources Department.  The new employees 
are targeted for inclusion in the next scheduled training session on the policy.  
The Chief of Police has directed Sergeants and Lieutenants in the Police 
Department to review the policy regularly with their teams as well as addressing 
the issue with the Police Management Team.  The training schedule rotation in 
the Fire Department has incorporated a review of the Policy on a yearly basis 
and each time a Fire Department employee receives a formal Performance 
Evaluation, never less than once a year, he or she also reviews the policy and 
signs a written acknowledgement of that review.  

The City has held three 4-to-6-month supervisory/leadership academies in the 
last eight years and the issues of harassment prevention and remediation as 
well as the supervisor’s role in ensuring a harassment-free work place have 
been addressed.  Since 1998, employees in divisions of the Department of 
Public Works, the Department of Parks and Recreation, and the Department of 
Finance have had 8-to-16 hour extended training on harassment/discrimination 
in workplace relationship issues including one-on-one interviews and team 
building sessions with skilled facilitators.  In 2001, every sworn and civilian  
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employee in the Police Department was scheduled during a weeklong period for 
a four-hour workshop on harassment prevention 

 
Human Resources has received an average of two discrimination and/or 
harassment complaints yearly over the last eight years. Those have included 
allegations of sexual or gender harassment and harassment and/or  
discrimination based on race, disability, age, and religious belief, though most 
complaints have been related to sexual/gender issues.  The complaints have 
been investigated promptly and as confidentially as possible and we have 
received no complaints of retaliation for the proceedings.  We assert that our 
remedies to these complaints have been effective and deterrent.     
 
The City’s Harassment Policy and Complaint Procedure has been reviewed and 
the following are being implemented: 

§ when a DFEH pamphlet is updated, it replaces the current pamphlet 
attached to the City’s harassment policy 

§ the pamphlet clearly provides information - telephone numbers, website, 
TTY Number – about how any individual can file a complaint     directly 
with the California Department of Fair Employment and Housing 

§ changes in federal law that are stricter than California law are reviewed in 
the context of the City’s policy and incorporated if necessary 

§ a concise statement of the policy prohibiting harassment that includes a 
written acknowledgement that an employee has “read, understands it and 
his or her obligations and rights and willingness to attend training 
regarding it, “ will accompany the initial provision of the policy to all 
employees 

§ in light of court decisions that have found employers strictly liable for all 
acts of “sexual harassment” by supervisors under the FEHA , 
“supervisory” employees are identified for focused training and can be 
liable for stricter penalties 

§ any employee who comes forward with a complaint regarding 
harassment is immediately reminded of his or her access to the City’s 
employee assistance program, Managed Health Network, for help in 
dealing with his or her emotional concerns regarding the experience  
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§ all hourly employees will be scheduled, within the next three months, for 

a two-hour review session to ensure that they, too, are familiar with the 
policy and its procedures   

 
§ hourly employees will also be regularly included in the schedule for 

fulltime, regular employees or provided with separate training 
opportunities depending on their work schedules 

§ all employees will be promptly notified in writing regarding any update in 
relevant policies and procedures, and 

§ the City will not tolerate and will take appropriate action regarding 
harassing or discriminatory behavior towards City employees on the part 
of contractors, vendors or others who do business with the City. 

In summary, the City of Daly City agrees in part with the findings, disagrees in 
part with the findings, and is implementing several minor elements of the 
report’s recommendations. 

      Sincerely. 
 
 
 
      Sal Torres 
      Mayor 
 
 
 
 
 

 

 


