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As Commanding Officer of Mid-Atlantic Regional Maintenance Center (MARMC), it is my 
responsibility to promote a productive work environment that is free of discrimination and sexual 
and non-sexual harassment. To that end, MARMC will not tolerate verbal or physical conduct 
that harasses, disrupts, or interferes with work performance, or that creates an environment that 
is intimidating, offensive, and/or hostile. 

Harassment is a form of employment discrimination that violates Title VII of the Civil Rights 
Act of 1964, the Age Discrimination in Employment Act (ADEA) of 1967, and the Americans 
with Disabilities Act (ADA) of 1990. It is defined as unwelcome conduct based on race, color, 
sex, religion, national origin, disability, and/or age. Unlawful harassing conduct creates a work 
environment that is intimidating, hostile, or offensive to reasonable people. Offensive conduct 
may include, but is not limited to, offensive jokes, slurs, epithets or name calling, physical 
assaults or threats, intimidation, 1idicule or mockery, insults or put-downs, offensive objects or 
pictures, and interference with work perfonnance. Although a single utterance of an ethnic, 
sexual, or racial epithet that offends any employee may not be severe enough in some instances 
to constitute unlawful harassment, it is the policy of MARMC that such conduct is inappropriate, 
will not be tolerated, and must be stopped. Once notified of an allegation of offensive conduct, 
this command will not wait for a pattern to emerge, but will be proactive before the harassing 
conduct becomes as pervasive and offensive as to constitute a hostile work environment. 
MARMC will conduct or oversee prompt and impartial inquiries into allegations of harassing 
conduct. 

Sexual harassment is also a fonn of harassment that is based on sex and is an equal 
employment opportunity violation under the law. Additionally, there are also protections against 
harassment based on sexual orientation, marital status, political affiliation, and parental status as 
provided under the Civil Service Refonn Act of 1978 and Executive Orders 13807 and 13152. 
An employee harassed by his/her supervisor, a supervisor in another area, an agent of the 
employer, a co-worker, or a non-employee is protected by the Jaw. The victim does not have to 
be the person harassed, but can be anyone affected by the offensive conduct. Complainants, 
witnesses, and others who provide infonnation concerning claims of harassment will be 
protected from retaliation. MARMC will not tolerate retaliation or reprisal against any employee 
for making a good-faith report of harassing conduct or for assisting in any inquiry about such a 
report. 

Each MARMC employee is responsible for promptly reporting any behavior he/she views as 
harassment before it becomes as severe or pervasive as to constitute a hostile environment. No 
employee shall be a bystander of harassing conduct. If you hear something or see something that 
creates a work environment that is intimidating, hostile, or offensive to reasonable people, do 
something. An employee may raise an allegation of harassment with his/her immediate 
supervisor. However, if for any reason the employee does not wish to directly raise the issue 




