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ANTHONY RENDON

SPEAKER of the ASSEMBLY
Sixty-Third Assembly District

December 19, 2018

Sebastian Ridley-Thomas

Dear Mr. Ridley-Thomas:

Vida Thomas, Esq., of Stoel Rives LLP, an outside, independent attormey conducted an
investigation into complaints registered by two California State Assembly (“Assembly”) employees who
asserted that you engaged in inappropriate behavior towards them while you served as an elected
Assemblymember. The Assembly proceeded with completing this investigation even after receiving your
notice of resignation for health reasons effective December 31, 2017. Through this process, the Assembly
is committed to improving the culture in the California Capitol as it pertains to any form of harassment.

Ms. Thomas interviewed 15 individuals and reviewed pertinent documents obtained from the
Assembly and some of the individuals who were interviewed including, but not limited to, yourself. Her
Confidential Investigation Report is subject to the attorney-client privilege and neither you, nor the
complainants are entitled to a copy. (See City of Petaluma v. Superior Court (2016) 248 Cal.App.4th
1023, 1033-1035.) Ms. Thomas made factual findings regarding the allegations made against you, which
are summarized below.

The Assembly has a policy against sexual harassment. This policy is a strict, zero-tolerance
policy prohibiting sexual harassment in the workplace.

Allegation No. 1: In early 2016, you shook and held the hand of a female Assembly employee in
a manner that made her feel uncomfortable.

Finding: Based on interviews, the Investigator determined that this allegation was substantiated,
that is, it is more likely than not that on one occasion in early 2016, you held an Assembly employee’s
hand in a manner that made her feel uncomfortable. Your conduct violated California State Assembly
Policy Against Sexual Harassment.

Allegation No. 2: You repeatedly winked at an Assembly employee in a manner that made her
feel uncomfortable.

Finding: Based on interviews, the Investigator determined that this allegation was substantiated,
that is, it is more likely than not that on more than one occasion, you winked at an Assembly employee
making her feel uncomfortable. Your conduct violated the California State Assembly Policy Against
Sexual Harassment.

CapiToL OFFICE: STATE CaPrTOL, RoOoM 219 + SACRAMENTO, CA 95814 « Phone (916) 319-2063 + Fax (916) 319-2143
DISTRICT OFFICE: 4909 LAKRWOOD BOULEVARD, SUITE 400 * LAKEW90OD, CA 90712 * Phane (562) 529-3250 * Fax (562) 529-3255
WER SITE: ASMDC.ORG/SPEAKER * E-MAIL: SPEAKER.RENDON@ASSEMBLY.CA.GOV

o -é‘\*?j‘nu



Sebastian Ridley-Thomas
December 19, 2018
Page 2

Allegation No. 5: In August 2016, you made an unwanted sexual advance towards an Assembly
employee.

Finding: Based on interviews and documentary evidence, the Investigator determined that this
allegation was substantiated, that is, it is more likely than not that this conduct occurred. Your conduct
violated the California State Assembly Policy Against Sexual Harassment.

Allegation No. 6: You attempted to contact the Assembly employee identified in Allegation No.
5 after the unwanted sexual advance.

Finding: Based on interviews and documentary evidence, the Investigator determined that this
allegation was substantiated, that is, it is more likely than not that this conduct occurred. Your conduct
violated the California State Assembly Policy Against Sexual Harassment.

A copy of the Assembly’s Policy Against Sexual Harassment is enclosed.
In conclusion, ] remind you that the Assembly and the law prohibit retaliation. You may not
retaliate against anyone who you believe may have brought these complaints against you or anyone who

you believe may have participated in the investigation. If it is determined that you have engaged in
retaliatory conduct, that finding will be reported to the Chair and Vice Chair of the Rules Committee.

Sincerely,

nthony Rendon, Speaker
California State Assembly

Enclosure:
— California State Assembly Policy Against Sexual Harassment

cc: Assemblymember Marie Waldron, Republican Leader
California State Assembly
Assemblymember Kenneth Cooley, Chair
California State Assembly Rules Committee
Assemblymember Jordan Cunningham, Vice-Chair via email (w/o enc.)
California State Assembly Rules Committee
Diane Boyer-Vine, Legislative Counsel



pursuant to Part IV. If a Member has violated the policy,
the Chief Administrative Officer shall reporr to the Chair
and Vice Chair pursuant to Part V.

Both parties shall be informed in writing of the outcome of the
investigation immedjarely.

1. RIGHTS GF APPEAI

The clecision of the Chief Administrative Officer shall be final.
Howuver, the accused or the complainant may appeal this
decision to the Chair and Vice-Chair of the Rules Commirtee
by filing written objections with the Chief Administrative
Offic:zr within 10 working days of receipt of notification of the
decision. If the Chair and Vice-Chair both determine thart the
accuszd or the complainant has been denied a fair evaluacion of
the complaint, the Chair and Vice-Chair shall direct the Chief
Administrative Officer 1o take remedial action. Remedial action
includes any of the forms of discipline or sanctions specified in
Parts IV and V and may also include further investigation of
the complaint.

Upor determination that a violation of this policy has occurred,
the Chief Administrative Officer shall rake appropriate
corrective action, and shall also impose appropriate discipline
on an employee which may include, bur is not limited to,
repritnand, suspension without pay, reduction in pay, demorion,
or terminarion. In addition, an employee may be required
to participate in additional training or individual counseling
abou: sexual harassment and the responsibilities of personnel to
main in a working environment free from harassment.

With n five working days after che expiration of the appeals
periad, the Chief Administrative Officer shall notify an
employee found to have violated this policy of the discipline
1o be imposed.

V. SiNCTIONS AGAINST A MEMTER

Upor receipt of a report by the Chief Administrative Officer
thara Member has violated this policy, the Chair and Vice-Chair
of th: Rules Commitree shall consult with the Speaker and
Mincrity Fioor Leader to determine whar further actions, if any,
shall se raken. If appropriate, they may bring the marter before
the Rules Commiutee in closed session. The Rules Commirtee
may decide on discipline, including, bur not limited to,
additional training or counseling about sexual harassment and/
or a 1ecommendation to the Speaker to change the Member's
budgzt(s), commitree assignments, or leadership positions.

The Rules Committee may also vore to present a resolution
to the floor of the Assembly for the formal discipline of a
Member. Formal discipline may include reprimand, censure, or
expulsion. Inaddition, a Member may be required to participate
in additional training or individual counseling abour sexual
harassment and the responsibilities of supervisory personnel 1o
mainain a working environment free from harassment.

VI NOTICES AND RECORD-KEEPING IN ALL CASES

A, Nauee of Action Taken

The Rules Committee shall promptly inform the complainant
and the accused of the outcome of its investigation under this
policy, including any corrective actions taken as a result of the
complaint and investigation. The Rules Committee will limic
the information conveyed in order 1o protect the reasonable
expectations of privacy of the parties and witnesses.

e Recordy Lo be Mainwined

B

The Rules Committee shall keep written records for ar least
6 years of any supervisor’s reports, internal or external Rules
Committee investigations, and any recommendarions for
discipline, corrective action, or sanctions made pursuant to

this policy.
VL STATE AND FEDERAL COMPLAINTS

In addition to or in lieu of filing a complaint with the Assembly
under this policy, a person who believes that he or she has been
subjected to sexual harassment in violation of law may file a
complaint wich the California Department of Fair Employment
and Housing (DFEH) or the Federal Equal Employment
Opportunity Commission (EEOC). A complaint with the
DFEH generally must be filed within one year of the last act of
harassment. A complaint with the EEOC must be filed within
300 days of the last act of harassment.

EEOC (800) 6694000 TDD (415) 744-7392
DFEH (800) 884-1684 TDD (213) 897-2840 L.A.
TDD (916) 324-1678 SAC.

No Assembly supervisor or Rules Committee investigator may
attempt to dissuade any person from filing a complaint with the
DFEH or the EEOC. To the contrary, an employee who is not
satisfied with the complaint procedure outlined in this policy
may pursue his or her claim with these outside agencies.

VITL PERSONAL LIABILITY
A Member of the Assembly who is found liable by a court of law

for acts or omissions constituting sexual harassment, as defined
by law, or constituting retaliation pursuant to Part IX, may be

personally liable ro the plaintiff for the rotal judgment and for
the costs of the Member's defense (see Sec. 815.3, Gov. C.).

Any employee of the Assembly who is found liable by a court
of law for acts constituting sexual harassment, as defined by
law, or constituting retaliation pursuant to Part IX, may be
personally liable to the plaintff for money damages awarded
because of those acts.

X. RETALTATION 15 PROHIBITED

Retaliation for reporting sexual harassment, filing 2 complaint,
or providing information or assisting in the investigation of
any complaint of sexual harassment is prohibited by this policy
and by law if the reporting employee reasonably believed, at
the time of the reporring, thar the conduct reported would
constitute sexual harassment. Retaliation in any form is pro-
hibited. Examples of reraliation include, but are not limited 1o,
verbal abuse, reduction in pay, termination, refusal to hire, or
any other adverse employment actions which are intended to
have a detrimental effect on an employee and are substandally
influenced by improper retaliatory morives.

Reraliarory conduct is a separate violation of this policy and
state and federal laws and is subject to the same procedures for
investigation, discipline and sanctions that are applicable to
sexual harassment.

X. SELECTION OF COMPLIANCE OFFICER AND
OQETSIDE INVESTIGATOR

The Chief Administrative Officer shall make the selection of a
Compliance Officer and shall select an outside investigator when
one is needed from a list of candidates previously approved by
the Chair and Vice-Chair of the Assembly Rules Commitree.

NO EFFECT ON EMPLOYMENT RELATTONSIIP
OR LEGAL REMEDIES

Nothing in this policy shall alter the at-will employment
reladonship between the employee and the Assembly as set forth
in the Personnel Policy Manual for Assembly Employees.

Nothing in this policy shall create any new cause of action
or waive, extend, or otherwise alter any applicable statute of
limitations in state or federal law.

Policy Adopred February 1993; revised July 1995; revised July
1997; revised May 2001; revised July 2003; revised September
2005; revised May 2007.

@alifornis State Assemhly

POLICY AGAINST
SEXUAL HARASSMENT

t is the policy of the California State Assembly thar sexual
_harassment in the workplace is prohibited. This policy is
intended to prevent sexual harassment of Assembly employees
and ocher persons with whom Assembly employees interact in
the course and scope of their employment. The Assembly will
take all reasonable steps to prevent harassment from occurring,
and will take prompt and appropriate action when it knows that
sexual harassment kas occurred.

Sexual harassment in the workplace is also prohibited by stare
and federal law. Under the California Fair Employment and
Housing Act, sexual harassment is in violation of the law if
the harassment is sufficiently severe or pervasive as to alter
the conditions of employment and create an abusive working
environment, or if submission o conducr of a sexual narure
is made either exglicitly or implicitly a term or condition
of employment. Sexual harassment is prohibited in similar
drcumstances under federal law by Title VII of the Civil Rights
Actof 1964. Rerahiation for making a complaint or providing
informarion abour sexual harassment is also prohibited by

California and federal law and Part IX of this policy.

The sexual harassment policy of the Assembly imposes a stricter
standard of conduct than that in state and federal law. Ttisa
“zero tolerance” standard, prohibiting sexual harassment (defined
below) even though the conduct may not be sufficiently severe or
pervasive to constitute sexual harassment in violation of law.

This policy does nct create a contract. The Rules Commirtee
may, in its discretion, discipline employees for conduct or follow
procedures not described in this policy.

A summary of this policy shall be posted in every office and
distributed with the employee handbook. A copy of the policy
shall be given to every employee upon employment, at the
beginning of every session, and whenever the policy is revised.

Assembly Members and employees are required to participate in
sexual harassment prevention training programs provided by the
Assembly Rules Conmitee during the first six months of every
session or within tte first six months of employment



WA IS SEXUAL HARANSMENT?

For pirposes of this policy, sexual harassment includes unwanted
sexual advances, requests for sexual favors, and other visual,
verbal, or physical conduct of a sexual narure when: (1)
submission to the conduct is made either an explicit or implicit
term 1 condition of employment; (2) submission to or rejection
of the conduct is used as the basis for an employment decision;
or (3) the conduct has the purpose or effect of unreasonably
interlering with an individual’s work performance or creating
an in:imidaring, hostile, or offensive work environment.

Conc uct which violates this policy may take many forms and
includes, but is not limited o, shurs, jokes, statements, gestures,
pictures, or cartoons. Examples of conduct which may violate
this policy also include requests for sexual favors, conversation
contzining sexual comments which would be offensive w0 a
reasonable person of the same sex as the complainant, and
unwelcome sexual advances. Specific examples of conduct which
may Dye found to violate this policy are:

1. Offering employment benefits in exchange for sexual favors.

2. Making or threatening reprisals after a negative response to
sexual advances.

3. Verbal sexual advances or propositions; or pressuring or
persistendy asking an employee for dates.

4. Visual conduct: leering, sexual gestures, display of sexually
sugpestive objects or pictures, cartoons, calendars or posters.

5. Verbal conduct: sexually degrading or derogatory comments,
epithers, slurs or jokes regarding a person's sex, sexual orientarion,
«r physical appearance; frequentdy questioning someone about
his or her personal life and speculating about his or her sex life.

6. Written conduct: suggestive or obscene letters, notes,
clectronic mail messages, or invitations.

7. Physical conduct: unwelcome touching, assaulr, or
impeding or blocking normal movement.

8. Orther unwelcome conduct of a sexual nature which is
unbecoming of an Assembly official or employee and
which creares an intimidating, hostile or offensive work
¢nvironment.

Harassment may involve outside vendors, lobbyists, visitors or
other members of the public. If the harassment is by a person
who is not employed by the Assembly, or if a person who is not
employed by the Assembly believes he or she has been harassed,
the conduct should nevertheless be reported to one of the

people listed below.

Not all conduct which an employee may find offensive will
necersarily violate this policy. For example, an ordinary social
invicition to an employee, made under circumstances and in a
manner that would not intimidate or offend a reasonable person
of the same sex under the same or similar circumstances, is not

sexual harassment, even though the particular employee may
find the conduct objectionable.

WHAT TQ DO IF YOU BELIEVE YOU HAVE 5EEN
SEXTALLY HARASSED

Ifyou have been subjected to conduct of a sexual nature that is
not welcome, you may choose to speak directly with the person
responsible for the conduct. This could be a quick and effective
way to bring the offensive conduct to a halt.

If you believe you are being sexually harassed or have been ex-
posed to a sexually hostile work environment, you should bring
the problem to the attention of one of the following people: your
supervisor, the Member of the Assembly in whose office you
work, a Compliance Officer, the Chief Administrative Officer,
or any Member of the Rules Commirtee. If you receive a sexual
harassment complaint or observe conduct in the workplace
which you believe violates this policy, you should notify one of
these same people. Complaints of sexual harassment should
be reported as soon as possible after the incident or incidents
have occurred. You are not required to nortify your supervisor
first, especially if your supervisor is the individual whom you
believe is doing the harassing.

ASSEMBLY RULES COMMITTEE COMPLAINT PGLICY
AN PROCEDQURES

All complaints of sexual harassment reported to the Assembly
Rules Commirtee within one year of the harassment will be
investigated by the Rules Committee’s designated representative.
The Rules Commirtee’s designated representative will prompdy
investigate these claims and, if necessary, appropriate corrective
action will be wken. The complainant and the accused will
be interviewed. Other employees and witnesses may also be
interviewed if circumstances warrant.

In most cases, the Rules Committee’s designated representative

will attempt to resolve the problem internally. If internal reso-
lution is not feasible or appropriare, the Assembly Rules Com-
miutee’s Chief Administratve Officer may initiate an external

investigation, with specific findings. If the complaint is found

1o have merit, disciplinary action may be recommended.

If a complaint involves a Member of the Rules Committee or
a Rules Committee administracive scaff person, the Member or
staff person shall recuse himself or herself from participation in
the investigation and disposition of the complaint. Complaints
against Rules Commitee administrative staff shall be referred
10 Legislative Counsel for resolution pursuant to this policy and
Legislative Counsel's findings and recommendations shall be
reported to the Chair and Vice Chair of the Rules Commirtee.

For purposes of this policy, “Rules Committee administrative
staff” means the Chief Administrative Officer, the Depury Ad-
ministrative Officer, the Fiscal Officer and Chief Counsel.

The Rules Committee will strive to limit disdosure of any com-
plaint to those directly concerned, consistent with its duty of
faimess to the people involved and its duty to prevent harassment
from occurring in the future. However, complete confidentiality
cannot be guaranteed.

In determining whether or not particular conduct violates this
policy, the Rules Commitree’s designated representative will
take into account the totality of the circumstances in each case,
induding the severity and nature of the conducr, the frequency
of the conduct, and the total number of days over which all of
the conduct occurred. In addition, the Assembly prohibits retalia-
ton against any employee for making a complaint or cooperating
in an investigation. As set forth below, reraliation is a separate
violation of this policy and the law.

TOINTERNAL INVESTIGATION AN RESGIITTTON

A, Internal imestigrtion and Fexobtion by @ Supervisar
If a complaint of harassment is initally brought to the aren-
tion of a supervisor, the supervisor may attempt to resolve the
problem within 10 working days, or may immediately refer the
marter 10 a Compliance Officer. If the supervisor attempts to
resolve the problem and either the complainant or the accused
rejects the proposed resolurion, the supervisor shall report
both the complaint and the proposed resolution promptly 1o a
Compliance Officer. If the supervisor successfully resolves the
problem, both the complaint and its resoludon shall be reported

promptly to 2 Compliance Officer.

B. Ioternal Tovesgation and Rewslution by the Rales
Commitee

Any unresolved complaint of harassment brought to the atten-
ton of the Rules Commirtee shall be investigated and, where
appropriare, effective corrective action shall be taken. The Rules
Commirree in its sole discretion may investigate the complaint
through internal procedures, and will complete these procedures
within 21 working days whenever possible.

A Compliance Officer, or other person designated by the Rules
Committee, will conduct an internal investigadon. The internal
investigator will interview and take statements from the com-
plainan, the accused, and as appropriate, other individuals. The
internal investigator will aempr to verify the veracity of the
statements provided and may review other evidence. The Rules
Commirtee will strive to keep the investigation confidential to the
extent possible, Disciplinary action pursuant to Secdon TV of this
policy may be imposed under the intemnal resolution procedure.

Upon completion of an internal investigarion, either an em-
ployee, applicant or independent contractor who has reported a

complaint or the accused may request that the matter be handled

through the external resolution procedure oudined below. Ifan

external investigation is initiated, the internal investigator shall

prepare a written report for the Chief Administrative Officer,
induding a summary of the internal investigation and copies

of the statements provided.

At any rime the Chief Administrative Officer, 2 Compliance
Officer, or Legislative Counsel in a matter involving a complaint
against Rules Committee administrative staff, may decide thar
any claim is to be handled through the external investigation
and resolution procedure.

L EXTERNAYL INVESTIGATION AND RESOLU FION

The Rules Committee’s Chief Administrative Officer will initi-
ate an external investigation under the following guidelines:

A, dnterviews and nfurmarion Gerhering

1. If the internal resolution procedure has not resolved the
complaint an ourside investigator will review all reasonably
available evidence and will interview the complainant,
the accused, and as appropriate, other individuals with
informarion on the matter.

2. The investigator will attemprt ro complete the investigation
within 90 calendar days. The Chief Administrative Officer
may exerdise sole discretion to extend the time for compledon
of the investigaton.

3. The Rules Committee will strive to keep the investigaton
confidential to the extent possible.

4. The matter may be resolved internally at any time during
the external resolution procedure.

B. Findings and Recommendations

At the conclusion of the investgation, the investigator shall
prepare a written report of findings of fact, and shall file the
report with the Chief Administrative Officer.

1. Ifthe Chief Administrative Officer determines that the facts
found by the investigator do nort constitute a violation of
this policy, the investigarion is complere.

2. If the Chief Administrative Officer determines that the
facts found by the investigator constitute a violation of
this policy, the Chief Administrative Officer shall promptly
notify the Chair and Vice-Chair of the Rules Commirree
of the determinarion thar a violation of this policy has
occurred.  If an employee has violated the policy, the
Chief Administrative Officer shall also norify the Chair
and Vice-Chair of any corective action that the Chief
Administrative Officer proposes to take, and any discipline
that the Chief Administrative Officer proposes to impose
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ANTHONY RENDON

SPEAKER of the ASSEMBLY
Sixty-Third Assembly Distiict

December 19, 2018

Dear INE:

Vida Thomas, Esq., of Stoel Rives LLP, an outside, independent attorney conducted an
investigation into your complaints regarding former Assemblymember Sebastian Ridley-Thomas
while he was serving as an elected Assemblymember. As you may know, Mr. Ridley-Thomas
resigned for health reasons in December 2017, as the Assembly representative for California’s 54"
Assembly District. Notwithstanding this fact, the Assembly proceeded with the investigation.
Through this process, the Assembly is committed to improving the culture in the California Capitol
as it pertains to any form of harassment.

Ms. Thomas interviewed 15 individuals and reviewed pertinent documents obtained from the
Assembly and some of the individuals who were interviewed. Her Confidential Investigation Report
is subject to the attorney-client privilege and neither you, nor Mr. Ridley-Thomas is entitled to a
copy. (See City of Petaluma v. Superior Court (2016) 248 Cal.App.4™ 1023, 1033-1035.) Ms.
Thomas made factual findings regarding your allegations, which are summarized below.

The Assembly has a policy against sexual harassment. This policy is a strict, zero-tolerance
policy prohibiting sexual harassment in the workplace.

Allegation No. 1: In early 2016, then Assemblymember Sebastian Ridley-Thomas shook
and held your hand in a manner that made you feel uncomfortable.

Finding: Based on interviews, the Investigator determined that this allegation was
substantiated, that is, it is more likely than not that on one occasion in early 2016, then
Assemblymember Sebastian Ridley-Thomas held your hand in a manner that made you feel
uncomfortable. Then Assemblymember Ridley-Thomas’ conduct violated the California State
Assembly Policy Against Sexual Harassment.

Allegation No. 2: Assemblymember Sebastian Ridley-Thomas repeatedly winked at you in a
manner that made you feel uncomfortable.

Finding: Based on interviews, the Investigator determined that this allegation was
substantiated, that is, it is more likely than not that on more than one occasion, Assemblymember
Sebastian Ridley-Thomas winked at you making you feel uncomfortable. Then Assemblymember
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December 19, 2018
Page 2

Sebastian Ridley-Thomas’ conduct violated the California State Assembly Policy Against Sexual
Harassment.

A copy of the Assembly’s Policy Against Sexual Harassment is enclosed.

In conclusion, I remind you that the Assembly and the law prohibit retaliation. Ifin the
future you believe you are experiencing retaliation because you came forward with this complaint,
please notify the Assembly’s Human Resources Director, Tosha Cherry. On the other hand, you may
not retaliate against anyone who you believe may have participated in the investigation. Further, if
you believe anyone else who may have participated in this investigation has become a victim of
retaliation because of their participation in this process, please notify Ms. Cherry immediately.

I thank you for coming forward with your concerns which could not have been easy or
comfortable for you.

Sincerely,

California State Assembly

Enclosure:
— California State Assembly Policy Against Sexual Harassment

cc: Assemblymember Marie Waldron, Republican Leader
California State Assembly
Assemblymember Kenneth Cooley, Chair
California State Assembly Rules Committee
Assembiymember Jordan Cunningham, Vice-Chair via email (w/o enc.)
California State Assembly Rules Committee
Diane Boyer-Vine, Legislative Counsel



parsuant to Part IV. If 2 Member has violated the policy,
the Chief Administrative Officer shall report to the Chair
and Vice Chair pursuant to Part V.

Both parties shall be informed in writing of the outcome of the
investigation immediately.

HIL FIGHTS OF APPEAL

The dacision of the Chief Administrative Officer shall be final.
However, the accused or the complainant may appeal this
decision to the Chair and Vice-Chair of the Rules Commirtee
by filing written objections with the Chief Administrative
Officer within 10 working days of receipr of notificarion of the
decision. If the Chair and Vice-Chair both determine that the
accused or the complainant has been denied a fair evaluation of
the complaint, the Chair and Vice-Chair shall direct the Chief
Administrative Officer to take remedial action. Remedial action
incluces any of the forms of discipline or sanctions specified in
Parts 'V and V and may also include further investigation of
the complaint.

IV DISCIPIANE AGAINST AN EMPLOYEY

Upon derermination thar a violarion of this policy has occurred,
the Chief Administrative Officer shall take appropriare
corrective action, and shall also impose appropriate discipline
on an employee which may include, bur is not limited ro,
reprimand, suspension withour pay, reduction in pay, demorion,
or termination. In addition, an employee may be required
o participate in additional training or individual counseling
about sexual harassment and the responsibilities of personnel to
maintain a working environment free from harassment.

Within five working days after the expiration of the appeals
period, the Chief Administrative Officer shall notify an
emplcyee found to have violated this policy of the discipline
to be imposed.

V. SANCTIONS AGAINST A MEMBER

Upon receipt of a report by the Chief Administrative Officer
that a Member has violated this policy, the Chair and Vice-Chair
of the: Rules Commitree shall consult with the Speaker and
Minority Floor Leader to determine what further actions, if any,
shall be caken. Ifappropriate, they may bring the matter before
the Rules Commirtee in closed session. The Rules Committee
may decide on discipline, including, but nor limired ro,
additional training or counseling abour sexual harassment and/
ot a rzcommendation to the Speaker to change the Member’s
budger(s), commirtee assignments, or leadership positions.

The Rules Commirtee may also vote to present a resolution
1o the floor of the Assembly for the formal discipline of a
Member. Formal discipline may include reprimand, censure, or
expulsion. In additon, a Member may be required to participate
in additional training or individual counseling abour sexual
harassment and the responsibilities of supervisory personnel 1o
maintain a working environment free from harassment.

Vi, NOTICE

AND RECORD-KEEPING IN ALL CASES

A, Natice of Action Taken

The Rules Commitree shall promptly inform the complainant
and the accused of the outcome of its investigation under this
policy, including any corrective actions taken as a result of the
complaint and invesrigation. The Rules Committee will limit
the information conveyed in order to protect the reasonable
expectations of privacy of the parties and witnesses.

B, Wricten Records o oe Mainwiaed

The Rules Commitiee shall keep written records for at least
6 years of any supervisor’s reports, internal or external Rules
Committee investigations, and any recommendations for
discipline, corrective action, or sanctions made pursuant to

this policy.
Vil STATE AND FEDERAL COMPLAINTS

In addirion 10 or in lien of filing a complaint with the Assembly
under this policy, a person who believes that he or she has been
subjected to sexual harassment in violation of law may file a
complaint with the California Deparmment of Fair Employment
and Housing (DFEH) or the Federal Equal Employment
Opportunity Commission (EEOC). A complaint with the
DFEH generally must be filed within one year of the last act of
harassment. A complaint with the EEOC must be filed within
300 days of the last act of harassment

EEOC (800) 6694000 TDD (415) 744-7392
DFEH (800) 884-1684 TDD (213) 897-2840 L.A.
TDD (916) 324-1678 SAC.

No Assembly supervisor or Rules Commirree investigaror may
artempt to dissuade any person from filing a complaint with the
DFEH or the EEOC. To the contrary, 2n employee who is not
satisfied with the complaint procedure oudined in this policy
may pursue his or her claim with these ourside agencies.

VITL, PERSONAY, LIABTLITY

A Member of the Assembly who is found liable by a court of law
for acts or omissions consttuting sexual harassment, as defined
by law, or constiturting reraliation pursuant to Part IX, may be

personally liable ro the plaintiff for the total judgment and for
the costs of the Member's defense (see Sec. 815.3, Gov. C.).

Any employee of the Assembly who is found liable by a court
of law for acts constituting sexual harassment, as defined by
law, or constituting retaliation pursuant to Part IX, may be
personally liable to the plaintiff for money damages awarded
because of those acts.

IN. RETALIATION I$ PROHIBITED

Retaliation for reporting sexual harassment, filing a complaint,
or providing informarion or assisting in the investigation of
any complaint of sexual harassment is prohibited by this policy
and by law if the reporting employee reasonably believed, at
the time of the reporting, that the conduct reported would
constitute sexual harassment. Reraliarion in any form is pro-
hibited. Examples of retaliation include, bur are not limited 1o,
verbal abuse, reduction in pay, termination, refusal o hire, or
any other adverse employment actions which are intended to
have a detrimental effect on an employee and are substantally
influenced by improper retaliatory morives.

Retaliatory conduct is a separate violadon of this policy and
state and federal laws and is subject to the same procedures for
investigation, discipline and sanctions that are applicable 10
sexual harassment.

X, SELECTION OF COMPLIANCE OF
OUTSIDE INVES ITGATOR

The Chief Administrative Officer shall make the selection of a
Compliance Officer and shall select an outside investigator when
one is needed from a list of candidates previously approved by
the Chair and Vice-Chair of the Assembly Rules Commirtee.

Xi. NOEFFECT ON EMPIOYMEN( RELATIONSHIP
OR LEGAL REMEDIES

Nothing in this policy shall alter the at-will employment
relationship berween the employee and the Assembly as set forth
in the Personnel Policy Manual for Assembly Employees.

Nothing in this policy shall create any new cause of action
or waive, extend, or otherwise alter any applicable statute of
limitations in state or federal law.

Policy Adopted February 1993; revised July 1995; revised July
1997; revised May 2001; revised July 2003; revised September
2005; revised May 2007.

@alifornia State Assembly
POLICY AGAINST
SEXUAL HARASSMENT

t is the policy of the California State Assembly that sexual

harassment in the workplace is prohibited. This policy is
intended to prevent sexual harassment of Assembly employees
and other persons with whom Assembly employees interact in
the course and scope of their employment. The Assembly will
take all reasonable steps to prevent harassment from occurring,
and will wake prompt and appropriate acion when it knows that
sexual harassment has occurred.

Sexual harassment in the workplace is also prohibited by state
and federal law. Under the California Fair Employment and
Housing Act, sexual harassment is in violation of the law if
the harassment is sufficiently severe or pervasive as to alter
the conditions of employment and create an abusive working
environment, or if submission to conduct of a sexual nature
is made either explicidy or implicidy a term or condition
of employment. Sexual harassment is prohibited in similar
drcumstances under federal law by Tide VII of the Civil Rights
Actof 1964. Reraliation for makinga complaint or providing
informarion abour sexual harassment is also prohibited by
California and federal law and Part IX of this policy.

The sexual harassment policy of the Assembly imposes a stricter
standard of conduct than that in state and federal law. ITrisa
“zer0 tolerance” standard, prohibiting sexual harassment (defined
below) even though the conduct may not be sufficiently severe or
pervasive to constitute sexual harassment in violation of law.

This policy does not create a contract. The Rules Commirtee
may, in its discretion, discipline employees for conduct or follow
procedures not described in this policy.

A summary of this policy shall be posted in every office and
distributed with the employee handbook. A copy of the policy
shall be given to every employee upon employment, at the
beginning of every session, and whenever the policy is revised.

Assembly Members and employees are required to participate in
sexual harassment prevention training programs provided by the
Assemnbly Rules Committee during the first six months of every
session or within the first six months of employment



WHET IS SEXUAL HARASSMENT?

For puirposes of this policy, sexual harassment includes unwanted
sexual advances, requests for sexual favors, and other visual,
verbal, or physical conduct of a sexual nature when: (1)
submission to the conduct is made either an explicit or implicit
term or condition of employment; (2) submission to or rejection
of the conduct is used as the basis for an employment decision;
or (3, the conduct has the purpose or effect of unreasonably
interfering with an individual’s work performance or creating
an imimidating, hostile, or offensive work environment.

Conduct which violates this policy may take many forms and
includes, bur is not limited to, slurs, jokes, statements, gestures,
pictu-es, or cartoons. Examples of conduct which may violate
this policy also include requests for sexual favors, conversation
conmining sexual comments which would be offensive 1o a
reasonable person of the same sex as the complainant, and
unwe come sexual advances. Specific examples of conduct which
may be found to violate this policy are

1. Offering employment benefits in exchange for sexual favors.

2. Making or threatening reprisals after a negarive response 1o
sexual advances.

3. Verbal sexual advances or propositions; or pressuring or
fersistently asking an employee for dates.

4. Visual conduct: leering, sexual gestures, display of sexually
suggestive objects or pictures, cartoons, calendars or posters.

5. Verbal conduct: sexually degrading or derogarory comments,
epithers, slurs or jokes regarding a person's sex, sexual orientation,
cr physical appearance; frequendy questioning someone about
Fis or her personal life and speculating about his or her sex life.

6. Written conduct: suggestive or obscene letters, notes,
clectronic mail messages, or invirations.

7. Thysical conduct: unwelcome rouching, assault, or
inpeding or blocking normal movement.

8. Other unwelcome conduct of a sexual nature which is
tnbecoming of an Assembly official or employee and
vrhich creates an intimidating, hostile or offensive work
environment.

Hararsment may involve outside vendors, lobbyists, visitors or
other members of the public. If the harassment is by a person
who is not employed by the Assembly; or if a person who is not
employed by the Assembly believes he or she has been harassed,
the conduct should nevertheless be reported to one of the
people listed below.

Not all conduct which an employee may find offensive will
necessarily violate this policy. For example, an ordinary social
mvitation to an employee, made under circumstances and in 2
manrer that would nort intimidate or offend a reasonable person
of the same sex under the same or similar drcumstances, is not

sexual harassment, even though the particular employee may
find the conduct objectionable.

AT TQ 3O TF YOU BELIEVE YQU HAVE BEEN

S SALIY KARASSED)

If you have been subjected to conduct of a sexual nature thar is
not welcome, you may choose 1o speak directly with the person
responsible for the conduct. This could be a quick and effective
way to bring the offensive conduct to 2 halr.

If you believe you are being sexually harassed or have been ex-
posed to a sexually hostile work environment, you should bring
the problem to the attention of one of the following people: your
supervisor, the Member of the Assembly in whose office you
work, a Compliance Officer, the Chief Administrative Officer,
orany Member of the Rules Committee. Ifyou receive a sexual
harassment complaint or observe conduct in the workplace
which you believe violates this policy, you should notify one of
these same people. Complaints of sexual harassment should
be reported as soon as possible after the incident or incidents
have occurred. You are nor required to notify your supervisor
first, especially if your supervisor is the individual whom you
believe is doing the harassing.

ASSEMBLY RULES COMMITTEE COMPLATNT POGLICY
AND P DURES

All complaints of sexual harassment reported to the Assembly
Rules Commirtee within one year of the harassment will be
investigated by the Rules Committec’s designated representarive.
The Rules Commirtee’s designated representative will promptly
investigare these claims and, if necessary, appropriate corrective
action will be taken. The complainant and the accused will
be interviewed. Other employees and witnesses may also be
interviewed if circumstances warrant.

In most cases, the Rules Commirtece’s designated representarive
will attempt to resolve the problem internally. If internal reso-
luton is not feasible or appropriate, the Assembly Rules Com-
mittee’s Chief Administrative Officer may initiate an external
investigation, with specific findings. If the complaint is found
to have merit, disciplinary action may be recommended.

If a complaint involves a Member of the Rules Commitzee or
a Rules Committee administrative staff person, the Member or
staff person shall recuse himself or herself from pardcipation in
the investigation and disposicion of the complaint. Complaints
against Rules Committee administrarive staff shall be referred
to Legislative Counsel for resolution pursuant to this policy and
Legislative Counsel’s findings and recommendations shall be
reported to the Chair and Vice Chair of the Rules Commitree.

For purposes of this policy, “Rules Commirtee administrative
staff” means the Chief Administrarive Officer, the Depury Ad-
ministrative Officer, the Fiscal Officer and Chief Counsel.

The Rules Committee will strive to limit disclosure of any com-
plaint to those directly concemned, consistent with its duty of
fairness to the people involved and its duty to prevent harassment
from occurring in the future. However, complete confidentiality

cannot be guaranteed.

In determining whether or not paricular conduct violates this
policy, the Rules Commirtee’s designated representative will
take into account the toulity of the circumstances in each case,
including the severity and nature of the conduc, the frequency
of the conduct, and the total number of days over which all of
the conduct occurred. In addition, the Assembly prohibirs retalia-
tion against any employee for making a complaint or cooperating
in an investigation. As set forth below, retaliation is a separare

violation of this policy and the law.
LANTERNAL INVESTICATION ARND RESOLLUFION

fererns! tnvestigation and Resolaton by « Supervisas

If a complaint of harassment is initially brought to the amen-
tion of a supervisor, the supervisor may attempt to resolve the
problem within 10 working days, or may immediately refer the
marter 0 a Compliance Officer. If the supervisor attempts 1o
resolve the problem and either the complainant or the accused
rejects the proposed resolution, the supervisor shall report
both the complaint and the proposed resolution promptly to a
Compliance Officer. If the supervisor successfully resolves the
problem, both the complaint and its resolurion shall be reported
promptly to a Compliance Officer.

B. Yaternal Isvestigation and Resalution by the Rales
Committee

Any unresolved complaint of harassment brought to the atten-
don of the Rules Committee shall be investigazed and, where
appropriate, effective corrective action shall be taken. The Rules
Committee in its sole discretion may investigate the complaint
through internal procedures, and will complete these procedures
within 21 working days whenever possible.

A Compliance Officer, or other person designated by the Rules
Commirree, will conduct an internal investigation. The internal
investigator will interview and take statements from the com-
plainant, the accused, and as appropriate, other individuals. The
internal investigator will atrempt to verify the veracity of the
statements provided and may review other evidence. The Rules
Comminee will surive o keep the investigation confidental 1o the
extent possible. Discplinary action pursuant o Section IV of this
policy may be imposed under the internal resolution procedure.

Upon completion of an internal investigation, either an em-
ployee, applicant or independent contractor who has reported a
complaint or the accused may request that the marrer be handled
through the external resolution procedure outlined below. Ifan
external investigation is inidated, the internal investgator shall
prepare a written report for the Chief Administrative Officer,
including a summary of the internal investigation and copies
of the statements provided.

At any time the Chief Administrative Officer, a Compliance
Officer, or Legislative Counsel in a mawer involving a complaint
against Rules Committee administrative staff, may decide that
any claim is to be handled through the external investigation

and resolurion procedure.

CRNAL INVESTIGATION AND RESCIU MON

The Rules Commitee’s Chief Administrative Officer will inici-
ate an external investigation under the following guidelines:
Ao Inrerviews snd Informarion Gathering

1. If the intcrnal resolution procedure has not resolved the
complaint an outside investigator will review all reasonably
available evidence and will interview the complainant,
the accused, and as appropriate, other individuals with
information on the matter.

2. The investigator will actempt to complete the investigation
within 90 calendar days. The Chief Administrative Officer
may exercise sole discretion to extend the dme for completion
of the investigadon.

3. The Rules Commitree will strive to keep the investigation
confidential to the extent possible.

4. The marter may be resolved internally at any time during
the external resolution procedure.

B. Findings and Recommendations

At the conclusion of the investigation, the investigaror shall
prepare a written report of Aindings of fact, and shall file the
report with the Chief Administrative Officer.

1. If the Chief Administrative Officer derermines thar the facts
found by the investigator do not constitute a violation of
this policy, the investigation is complete.

2. If the Chief Administrative Officer determines that the
facts found by the investigator constitute a violation of
this policy, the Chief Administrarive Officer shall promptly
notfy the Chair and Vice-Chair of the Rules Committee
of the determination thar a violation of this policy has
occurred.  If an employee has violated the policy, the
Chief Administrative Officer shall also nodfy the Chair
and Vice-Chair of any corrective action that the Chief
Administrative Officer proposes 1o take, and any discipline
that the Chief Administrarive Officer proposes 1o impose



ANTHONY RENDON

SPEAKER ofthe ASSEMBILY
Sixty-Third Assembly District

December 19, 2018

Dear IS

Vida Thomas, Esq., of Stoel Rives LLP, an outside, independent attorney conducted an
investigation into your complaints regarding former Assemblymember Sebastian Ridley-Thomas
while he was serving as an elected Assemblymember. As you may know, Mr. Ridley-Thomas
resigned for health reasons in December 2017, as the Assembly representative for California’s
54™ Assembly District. Notwithstanding this fact, the Assembly proceeded with the
investigation. Through this process, the Assembly is committed to improving the culture in the
California Capitol as it pertains to any form of harassment.

Ms. Thomas interviewed 15 individuals and reviewed pertinent documents obtained from
the Assembly and some of the individuals who were interviewed including, but not limited to,
yourself. Her Confidential Investigation Report is subject to the attorney-client privilege and
neither you, nor Mr. Ridley-Thomas is entitled to a copy. (See City of Petaluma v. Superior
Court (2016) 248 Cal.App.4th 1023, 1033-1035.) Ms. Thomas made factual findings regarding
your allegations, which are summarized below.

The Assembly has a policy against sexual harassment. This policy is a strict, zero-
tolerance policy prohibiting sexual harassment in the workplace.

Allegation: In August 2016, then Assemblymember Sebastian Ridley-Thomas made an
unwanted sexual advance towards you.

Finding: Based on interviews and documentary evidence, the Investigator determined
that this allegation was substantiated, that is, it is more likely than not that this alleged conduct
did occur. Then Assemblymember Sebastian Ridley-Thomas’ conduct violated the California
State Assembly Policy Against Sexual Harassment.

Allegation: Then Assemblymember Sebastian Ridley-Thomas attempted to contact you
after the unwanted sexual advance.

Finding: Based on interviews and documentary evidence, the Investigator determined
that this allegation was substantiated, that is, it is more likely than not that this conduct occurred.
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December 19, 2018
Page 2

Then Assemblymember Sebastian Ridley-Thomas’ conduct violated the California State
Assembly Policy Against Sexual Harassment.

A copy of the Assembly’s Policy Against Sexual Harassment is enclosed.

In conclusion, I remind you that the Assembly and the law prohibit retaliation. If in the
future you believe you are experiencing retaliation because you came forward with this
complaint, please notify the Assembly’s Human Resources Director, Tosha Cherry. On the other
hand, you may not retaliate against anyone who you believe may have participated in the
investigation. Further, if you believe anyone else who may have participated in this investigation
has become a victim of retaliation because of their participation in this process, please notify
Ms. Cherry immediately.

I thank you for coming forward with your concerns which could not have been easy or
comfortable for you.

Sincerely,

ony Rendon, Speaker
California State Assembly

Enclosure:
— California State Assembly Policy Against Sexual Harassment

cc:  Assemblymember Marie Waldron, Republican Leader
California State Assembly
Assemblymember Kenneth Cooley, Chair i _
California State Assembly Rules Committee } via email (w/o enc.)
Assemblymember Jordan Cunningham, Vice-Chair
California State Assembly Rules Committee
Diane Boyer-Vine, Legislative Counsel



pursuant to Part IV. If a Member has violared the policy,
the Chief Administrative Officer shall report to the Chair
and Vice Chair pursuant to Part V.

Both parties shall be informed in writing of the outcome of the
invesiigarion immediately.

I RIGHTS CF APPEAL

The clecision of the Chief Administrative Officer shall be final.
Howuver, the accused or the complainant may appeal this
decision to the Chair and Vice-Chair of the Rules Committee
by fling writren objections with the Chief Administrative
Officar within 10 working days of receipt of notificarion of the
decision. If the Chair and Vice-Chair both derermine thar the
accused or the complainant has been denied a fair evaluation of
the ecomplaint, the Chair and Vice-Chair shall direct the Chief
Administrarive Officer 1o take remedial action. Remedial action
includes any of the forms of discipline or sanctions specified in
Parts IV and V and may also include further investigation of
the enmplaint,

IV, DISCIPLINE AGATNST AN EMPLOYEE

Upor: determination thar a violation of this policy has occurred,
the Chief Administrative Officer shall take appropriate
corrective action, and shall also impose appropriate discipline
on an employee which may include, but is not limited to,
repriand, suspension without pay, reduction in pay, demotion,
or temination. In addition, an employee may be required
to participare in additional training or individual counseling
abou : sexual harassment and the responsibilities of personnel 1o
maintain a working environment free from harassment.

Within five working days after the expiration of the appeals
pericd, the Chief Administrative Officer shall notify an
employee found to have violated this policy of the discipline
10 be imposed.

V. SANCTIONS AGAINST A MEMBER

Upon receipt of a report by the Chief Adminismrative Officer
thatz Member has violated this policy, the Chair and Vice-Chair
of the Rules Committee shall consult with the Speaker and
Minority Floor Leader to determine what further actions, if any,
shall be taken. Ifappropriate, they may bring the marter before
the Rules Committee in closed session. The Rules Commirtee
may decide on discipline, including, but not limited to,
additional training or counseling abour sexual harassment and/
or a recommendation to the Speaker to change the Member's
budget(s), commirttee assignments, or leadership posirions.

The Rules Committee may also vote to present a resolurion
1o the foor of the Assembly for the formal discipline of a
Member. Formal discipline may incdlude reprimand, censure, or
expulsion. In addition, a Member may be required to participate
in additional training or individual counseling abour sexual
harassment and the responsibilities of supervisory personnel to
maintain a working environment free from harassment.

VI. NOTICES AND RECORD-KEEPING IN ALL CASES

Ao Natice of sction Tiken

The Rules Committee shall prompuy inform the complainant
and the accused of the outcome of its investigation under this
policy, including any corrective actions taken as a result of the
complaint and investigation. The Rules Committee will limit
the information conveyed in order to protect the reasonable
expectations of privacy of the parties and witnesses.

R, Wriczen Records to be Mainmined

The Rules Commirtee shall keep written records for ar least
6 years of any supervisor’s reports, internal or external Rules
Committee investigations, and any recommendations for
discipline, corTective action, or sancrions made pursuant to

this policy.
Vi STAYE AND FEDERAL COMPLAINTS

In addition to or in lieu of filing a complaint with the Assembly
under this policy, a person who believes that he or she has been
subjected to sexual harassment in violation of law may file a
complaint with the California Department of Fair Employment
and Housing (DFEH) or the Federal Equal Employment
Opportunity Commission (EEOC). A complaint with the
DFEH generally must be filed within one year of the last act of
harassment. A complaint with the EEOC must be filed within
300 days of the last act of harassment.

EEOC (800) 669-4000 TDD (415) 744-7392
DFEH (800) 884-1684 TDD (213) 897-2840 LA
TDD (916) 324-1678 SAC.

No Assembly supervisor or Rules Committee investigator may
atcempt to dissuade any person from filing a complaint with the
DFEH or the EEOC. To the contrary, an employee who is not
satisfied with the complaint procedure outlined in this policy
may pursue his or her claim with these outside agencies.

VIIL PERSONAL LIABILITY
A Member of the Assembly who is found liable by a court of law

for acts or omissions constituring sexual harassment, as defined
by law, ot constituting retaliation pursuant to Part IX, may be

personally liable to the plaintiff for the total judgment and for
the costs of the Member's defense (see Sec. 815.3, Gov. C.).

Any employee of the Assembly who is found liable by a court
of law for acts constituting sexual harassment, as defined by
law, or constituting retaliation pursuant to Part IX, may be
personally liable to the plaintiff for money damages awarded
because of those acts.

D4 RETALTATION IS PROHEBITED

Retaliation for reporting sexual harassment, filing a complaint,
or providing information or assisting in the investigation of
any complaint of sexual harassment is prohibited by this policy
and by law if the reporting employee reasonably believed, at
the time of the reporting, that the conduct reported would
constitute sexual harassment. Retaliation in any form is pro-
hibited. Examples of retaliation include, bur are not limirted ro,
verbal abuse, reduction in pay, termination, refusal to hire, or
any other adverse employment actions which are intended to
have a detrimental effect on an employee and are substantially
influenced by improper retaliatory morives.

Retaliatory conduct is a separate violation of this policy and
stare and federal laws and is subject to the same procedures for
investigation, discipline and sanctions thar are applicable to
sexual harassment.

X SELECTION OF COMPLIANCE GFIICER AND
GUTSIDE INVESTIGATOR

The Chief Adminisadve Officer shall make the selection of a
Compliance Officer and shall select an outside investigator when
one is needed from a list of candidates previously approved by
the Chair and Vice-Chair of the Assembly Rules Committee.

X1, NQOEFFECT ON EMPLOYMENT RELATIONSTHIP
OR LEGAL REMEDIES

Nothing in this policy shall alter the at-will employment
relationship between the employee and the Assembly as set forth
in the Personnel Policy Manual for Assembly Employees.

Nothing in this policy shall create any new cause of action
or waive, extend, or otherwise alter any applicable statute of
limitations in state or federal law.

Policy Adopred February 1993; revised July 1995; revised July
1997; revised May 2001; revised July 2003; revised Seprember
2005; revised May 2007.

@alifornia State Assemhly

POLICY AGAINST
SEXUAL HARASSMENT

Yt is the policy of the California Stare Assembly that sexnal
L harassment in the workplace is prohibited. This policy is
intended ro prevent sexual harassment of Assembly employees
and other persons with whom Assembly employees interact in
the course and scope of their employment. The Assembly will
take all reasonable steps 1o prevent harassment from occurring,
and will take prompr and appropriate action when it knows that
sexual harassment has occurred.

Sexual harassment in the workplace is also prohibited by state
and federal law. Under the California Fair Employment and
Housing Act, sexual harassment is in violation of the law if
the harassment is sufficently severe or pervasive as to alter
the conditions of employment and create an abusive working
environment, or if submission 10 conduct of a sexual nature
is made either explicitly or implicidy a term or condition
of employment. Sexual harassment is prohibited in similar
circumstances under federal law by Tite VII of the Civil Rights
Actof 1964. Reraliation for making a complaint or providing
informarion about sexual harassment is also prohibited by

California and federal law and Part IX of this policy.

The sexual harassment policy of the Assembly imposes a stricter
standard of conducrt than that in stare and federal law. Itisa
“zero tolerance” standard, prohibiting sexual harassment (defined
below) even though the conduct may not be sufficiently severe or
pervasive to constirute sexual harassment in violarion of law.

This policy does not create a contract. The Rules Commirtee
may, in its discretion, discipline employees for condua or follow
procedures not described in this policy.

A summary of this policy shall be posted in every office and
distributed with the employee handbook. A copy of the policy
shall be given to every employee upon employment, at the
beginning of every session, and whenever the policy is revised.

Assembly Members and employees are required to paricipate in
sexual harassment prevention training programs provided by the
Assembly Rules Commirtee during the first six months of every
session or within the first six months of employment.



WHAT I8 SEXUAL HARASSMENT?

For purpases of this policy, sexual harassment includes unwanted
sexual advances, requests for sexual favors, and other visual,
verbzl, or physical conduct of a sexual nature when: (1)
subr ission to the conduct is made either an explicit or implicit
term ot condition of employment; (2) submission to or rejection
of the: conduct is used as the basis for an employment decision;
or (3) the conduct has the purpose or effect of unreasonably
interfering with an individual’s work performance or creating
an intdmidaring, hostile, or offensive work environment.

Condlucr which violates this policy may rake many forms and
includes, bur is not limited to, slurs, jokes, statements, gestures,
pictures, or cartoons. Examples of conduct which may violate
this policy also indude requests for sexual favors, conversation
contzining sexual comments which would be offensive to a
reasonable person of the same sex as the complainant, and
unwelcome sexual advances. Specific examples of conduct which
may e found to violate this policy are:

1. Offering employment benefits in exchange for sexual favors.

2. Making or threatening reprisals after a negarive response to
sexual advances.

3. Verbal sexual advances or propositions; or pressuring or
persistenty asking an employee for dares.

4. Visual conduct: leering, sexual gesmures, display of sexually
ruggestve objects or pictures, cartoons, calendars or posters.

5. Verbal conduct: sexually degrading or derogatory comments,
epithers, shurs or jokes regarding a person's sex, sexual orientation,
or physical appearance; frequently questioning someone about
Tis or her personal life and speailaring about his or her sex life.

6. Wrinten conduct: suggestive or obscene letters, nortes,
¢lecoonic mail messages, Or inviwations.

7. Physical conducr: unwelcome touching, assaulr, or
impeding or blocking normal movement.

8. Orther unwelcome conduct of a sexual nature which is
unbecoming of an Assembly official or employee and
which creates an inrimidating, hostile or offensive work
environment.

Harassment may involve outside vendors, lobbyists, visitors or
other members of the public. If the harassment is by a person
who s not employed by the Assembly, or if a person who is not
employed by the Assembly believes he or she has been harassed,
the conduct should nevertheless be reported w0 one of the

people listed below.

Not all conduct which an employee may find offensive will
necessarily violate this policy. For example, an ordinary social
invitition 10 an employee, made under circumstances and in a
manner that would nort intimidate or offend a reasonable person
of th: same sex under the same or similar circumstances, is not

sexual harassment, even though the particular employee may
find the conduct objectionable.

Ifyou have been subjected 1o conduct of a sexual nature thar is
not welcome, you may choose to speak directly with the person
responsible for the conduct. This could be a quick and effective
way 10 bring the offensive conduct 1o a halr.

1f you believe you are being sexually harassed or have been ex-
posed to a sexually hostile work environment, you should bring
the problem to the attendon of one of the following people: your
supervisor, the Member of the Assembly in whose office you
work, a Compliance Officer, the Chief Administrative Officer,
or any Member of the Rules Committee. Ifyou receive a sexual
harassment complaint or observe conduct in the workplace
which you believe violates this policy, you should nortify one of
these same people. Complaints of sexual harassment should
be reported as soon as possible after the incident or incidents
have occurred. You are nor required to notify your supervisor
first, especially if your supervisor is the individual whom you
believe is doing the harassing.

ASSEMBIY RULES COMMITEEE COMPLAINT POLICY
O PROCEDURES

AN

All complaints of sexual harassment reported to the Assembly
Rules Committee within one year of the harassment will be
investigated by the Rules Commirec’s designated representative.
The Rules Commirtee’s designated representative will promptly
investigate these claims and, if necessary, appropriate corrective
action will be taken. The complainant and the accused will
be interviewed. Other employees and witnesses may also be
interviewed if circumstances warrant.

In most cases, the Rules Committee’s designated representarive
will attempr 10 resolve the problem intemally. If internal reso-
lution is not feasible or appropriare, the Assembly Rules Com-
mittee’s Chief Administradve Officer may initiate an external
investigation, with specific findings. If the complaint is found
to have merit, disciplinary action may be recommended.

If a complaint involves a Member of the Rules Committee or
2 Rules Commimtee administrative staff person, the Member or
staff person shall recuse himself or herself from parricipation in
the investigation and disposition of the complaint. Complaints
against Rules Committee administrative staff shall be referred
to Legislative Counsel for resolution pursuant to this policy and
Legislarive Counsel’s findings and recommendarions shall be
reported to the Chair and Vice Chair of the Rules Commirttee.

For purposes of this policy, “Rules Committee administrative
staff” means the Chief Administrarive Officer, the Depucy Ad-
ministrarive Officer, the Fiscal Officer and Chief Counsel.

The Rules Committee will strive to limit disclosure of any com-
plaint to those directly concerned, consistent with its duty of
faimess 10 the people involved and its duty to prevent harassment
from occurring in the future. However, complete confidentiality
cannot be guaranteed.

In determining whether or not particular conducr violates this
policy, the Rules Commirtee’s designated representarive will
ke into account the touality of the circumstances in each case,
including the severity and nature of the conduct, the frequency
of the conduct, and the toral number of days over which all of
the conduct occurred. In addition, the Assembly prohibits retalia-
ton against any employee for making a complaint or cooperating
in an investigadion. As set forth below, retaliation is a separate
violation of this policy and the law.

LINTERNAL INVESTICATION

I RESGLUTION

A Rsernat Imestigation and Rescind

L Superviror

If a complaint of harassment is initially brought to the arten-
tion of a supervisor, the supervisor may attempr 1o resolve the
problem within 10 working days, or may immediately refer the
marter 10 a2 Compliance Officer. If the supervisor attemprs to
resolve the problem and either the complainant or the accused
rejects the proposed resolution, the supervisor shall report
both the complaint and the proposed resolution promptly to a
Compliance Officer. If the supervisor successfully resolves the
problem, both the complaint and its resolution shall be reported
promptly to a Compliance Officer.

B. Inrerual Iovestipgation and Resalutioo by the Rules
Commitiee

Any unresolved complaint of harassment brought to the atten-
don of the Rules Committee shall be investigated and, where

appropriare, effective corrective action shall be taken. The Rules

Commirree in its sole discretion may investigate the complaint
through internal procedures, and will complete these procedures

within 21 working days whenever possible.

A Compliance Officer, or other person designated by the Rules
Commirtee, will conduct an internal investigation. The internal
investigator will interview and take statements from the com-
plainant, the accused, and as appropriate, other individuals. The
internal investigator will attempt to verify the veracity of the
statements provided and may review other evidence. The Rules
Commirtee will strive to keep the investigation confidential 1o the
exent possible. Disciplinary action pursuant to Section IV of this
policy may be imposed under the internal resolution procedure.

Upon completion of an internal investigation, either an em-
ployee, applicant or independent contractor who has reported a
complaint or the accused may request that the mater be handled
through the external resolution procedure oudined below. Ifan
external investigation is initiated, the internal investigator shall
prepare a written report for the Chief Administrative Officer,
including a summary of the internal investigation and copies
of the statements provided.

At any dme the Chief Administrative Officer, 2 Compliance
Officer, or Legislatve Counsel in a marter involving a complaint
against Rules Committee administrative staff, may decide that
any claim is to be handled through the external investigation
and resolution procedure.

{LEXTERNAL INVESTIGATION AND RESCIU TTCN

The Rules Commirtee’s Chief Administrarive Officer will initi-
ate an external investigation under the following guidelines:

A Torerviews and Information Gatheting

1. Ifthe internal resolution procedure has not resolved the
complaint an outside investigator will review all reasonably
available evidence and will interview the complainant,
the accused, and as appropriate, other individuals with
informarion on the marter.

2. The investigator will attempt to complete the investigation
within 90 calendar days. The Chief Administrative Officer
may exercise sole discretion to extend the ime for completion
of the investigation.

3. The Rules Committee will strive to keep the investigation
confidential to the extent possible.

4. The marter may be resolved internally at any time during
the external resolution procedure.

B. Findings and Recommendations

At the conclusion of the investigation, the investigator shall
prepare a written report of findings of fact, and shall file the
report with the Chief Administative Officer.

1. Ifthe Chief Administrative Officer derermines that the facts
found by the investigator do not constitute a violation of
this policy, the investigation is complete.

2. 1f the Chief Administradve Officer determines that the
facts found by the investigator construte a violarion of
this policy, the Chief Administrative Officer shall prompty
notify the Chair and Vice-Chair of the Rules Commirtee
of the determination that a violation of this policy has
occurred.  If an employee has violated the policy, the
Chief Administrative Officer shall also notify the Chair
and Vice-Chair of any corrective action that the Chief
Adminisarive Officer proposes to take, and any discipline
thar the Chief Administrative Officer proposes to impose



Assembly Rules Committee - Human Resources Office

Note to File

Date: October 27,2017

Employee(s):

Office:

Job Title:

HR Staff Person: ShaRhonda Clark (“Clark™)

Issue Description: I concerns of possible inappropriate

behavior

-reported that notified him over one year ago
that she had an uncomfortable experience with Assemblymember Sebastian Ridley -
Thomas (“Ridley-Thomas”). Il reported that Ridley-Thomas said hello, winked, Il




Assembly Rules Committee - Human Resources Office

Note to File

Date: \ November 13,2017
Employee(s):

Office:

Job Title:

HR Staff Person: ShaRhonda Clark (“Clark™)

Issue Description:

Concerns of possible inappropriate behavior




Ridley-Thomas has taken a liking to me and made me feel uncomfortable. He shakes hands
and lingers a little too long. He goes out of his way to talk to me. He winked at me. N




Assembly Rules Committee — Human Resources Office

Note to File

Date: 11/16/17

Employee(s):

Office:

Job Title:

HR Staff Person: Debra Gravert, Chief Administrative Officer
Tosha Cherry, Human Resources Director

Issue Description: Complaint against Assemblymember Sebastian Ridley-
Thomas

Mr. Ridley-Thomas said he wanted to meet me for dinner. | N |
.
I | et him at approximately 6:30pm. We sat on the patio. IR
.
I, e then moved to sit next to me. | was

sitting on a bench. He said he had always been obsessed with me, didn’t I know that? I said no. He held my hand
when I got up to leave.

OO
I |t made me very uncomfortable. I, e
walked me to my car and | IEEEEEE— N, e basically kissed

me. He tried to put his tongue in my mouth. I could feel his erect penis on my leg. I told him I wasn’t interested. Il

He called my cell phone several times after this incident. | told | O cc he called
I i the car. He sent text|
e
I
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