AMERICAN FEDERATION OF GOVERNMENT EMPLOYEES (AFGE)
EQUAL OPPORTUNITY AND DIVERSITY POLICY

The American Federation of Government Employees (AFGE) strives to create and
maintain a community in which people are treated fairly and equitably with dignity, decency
and respect. AFGE's environment must be characterized by diversity, mutual trust, freedom of
inquiry and expression appropriate for the workplace, and absent of intimidation, oppression,
exploitation, harassment or retaliation. Members and employees of AFGE and local/council
affiliates must be able to work together in a safe and discrimination free environment.

The accomplishment of this goal is essential to the mission of AFGE. Therefore, the
National Executive Council considers discrimination and/or harassment on the basis of race,
creed, color, national origin, sex, age, political affiliation, handicapped condition, marital
status, and sexual orientation, or retaliation for participation in the complaint process
concerning such discrimination, a form of misconduct unbecoming a union member and
misfeasance or malfeasance in office as an officer or representative of alocal pursuant to
Article XVIII, Section 2 (e) and (f) of the AFGE National Constitution.

Prohibited Conduct

1. Discrimination: - It isaviolation of this policy to discriminate in the policies or practices,
employment opportunities and benefits, membership benefits or privileges, or to create a hostile
environment based on unlawful discrimination, if the basis of that discriminatory treatment is,
in whole or in part, the person's race, creed, color, national origin, sex, age, political affiliation,
handicapping condition, marital status, and/or sexual orientation. Additionally, it isaviolation
of this policy to fail to make reasonable accommodations to the physical and/or mental
limitations of members or qualified employees or applicants with disabilities. Officers,
members and employees of AFGE's National Office and local/council affiliates must comply
with federal, state and local laws that prohibit discrimination.

2. Sexual Harassment: - It isaviolation of this policy for an employee or elected officer of
AFGE and local/council affiliates or elected officers to make unwelcome sexual advances,
request sexual favors, or other verbal or physical conduct of a sexual nature, when submission
to, or rgjection of, this conduct explicitly or implicitly affects an individual's employment,
unreasonably interferes with an individual's work performance or elected duties, opportunities
or advancement within AFGE, and/or creates an intimidating, hostile or offensive work
environment.

3. Retaliation: It isaviolation of this policy for an employee or elected official of AFGE and
local/council affiliates to impose hardship, loss of benefit, and/or penalty on any member or
employee as punishment for: i. Filing or responding to a bona fide complaint of discrimination
or harassment; ii. Appearing as awitness in the investigation of a complaint; or iii. Serving as
an investigator or as an adjudicator of a complaint.



Responsibilities

1. It isthe responsibility of AFGE and all local/council affiliates to post this policy statement
on all Union bulletin boards and to publish annually in their newsletter the procedures for filing
aformal complaint.

2. All members and employees of AFGE and local/council affiliates must share the
responsibility of understanding and preventing discrimination and harassment. Individuals who
believe they have been discriminated against or are experiencing harassment, have the primary
obligation of raising their concerns to the attention of the appropriate party or seeking the
advice of the Women's/Fair Practices Departments.

3. All officers, members and employees of AFGE and local/council affiliates have the special
responsibility to act promptly to eliminate any discrimination that exists in their area of
oversight. If there is knowledge of unlawful discrimination, harassment or retaliation
occurring, you must take immediate action to address the concern. Such action may include,
but is not limited to, seeking the advice of the Women's/Fair Practices Departments.

4. Members with disability, who are in need of reasonable accommodations in order to
participate in union activities, have the responsibility of requesting such accommodations.
Convention delegates with disability, who are in need of reasonable accommodations and/or
convention materials in alternate formats, have the responsibility to make that request to the
Women's/Fair Practices Departments, in atimely manner.

5. Employees with disability of AFGE and local/council affiliates, who are in need of
reasonable accommodations, have the responsibility of requesting such accommodations.

Complaint Process

1. This policy supercedes the process for complaints and investigations under the Sexual
Harassment policy. Charges of discrimination under this policy against national officers will
be processed in accordance with the NEC' s Policy, Standards, and Procedures for Processing
Charges Against National Officers Pursuant to Article XII1, Section 7 of the AFGE National
Congtitution (as reissued by the NEC on December 2-4, 1981). Charges relating to conduct
which occurred during an election shall only be made and remedied as election protests by
complaint in writing in accordance with Appendix A, Part I11 (Election Protests and Appeals),
Sec. 2.

2. Any officer or member who feels harassed, discriminated or retaliated against may file a
formal complaint in accordance with Article XVI1I1I of the AFGE National Constitution.

3. Any officer or member, who receives a complaint filed in accordance with Article XVI11 of
the AFGE National Constitution, may refer to the Committee of Investigation Guidelines and
Procedure Manual and the Hearing Manual for Internal Disciplinary Trial, located at
www.afge.org, for proper processing of the complaint.



4. Any employee of AFGE and local/council affiliates, who feels harassed, discriminated or
retaliated against, may file a complaint in accordance with their state and local process for
filing complaints and/or their collective bargaining agreements.

Adopted by the NEC June 29, 2001



