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OFFICE OF THE COMMISSIONER 
UNITED STATES SECTION 

Memorandum                     For Action  
                      September 24, 2021 
 
TO:          All USIBWC Employees  
    
FROM:         Dr. Maria-Elena Giner, P.E., Commissioner   
 
SUBJECT:  Anti-Harassment Policy Statement 
 
 
1.  Authority: EEOC Management Directive 715, which establishes that model Equal Employment 
Opportunity (EEO) programs must issue policies and procedures for addressing all forms of harassment. 
Federal agencies must create a work environment that is free from sexual and non-sexual harassment.   
 
USIBWC Directive SD.I.07024 Anti-Harassment Policy and Procedures addresses both EEO harassment 
under Title VII and other types of harassment. 
 
Federal laws prohibit harassment in the workplace due to race, color, religion, sex, national origin, age, 
physical/mental disability, or genetic information. These laws also prohibit retaliation against any 
employee or applicant who opposes an unlawful employment practice or who participates in any 
procedure alleging a discriminatory practice made unlawful by Title VII of the Civil Rights Act of 1964, as 
amended, the Equal Pay Act of 1963, the Age Discrimination in Employment Act of 1967, the 
Rehabilitation Act of 1973, as amended, the Civil Rights Act of 1991, the Americans with Disabilities Act 
of 1990, and the Genetic Information Nondiscrimination Act of 2008. See also the Whistleblower 
Protection Act of 1989.  
 
Executive Orders 13087 and 13152, which prohibit discrimination and harassment against federal 
employees and applicants on the basis of sexual orientation and parental status. 
 
2.  Applicability: These policies apply to all personnel assigned to the United State Section, International 
Boundary and Water Commission (USIBWC), contractors, and job applicants. 
 
3.  We are committed to maintaining a workplace free from all forms of harassment and discrimination. 
Ultimately, all USIBWC employees must be committed to creating and maintaining a professional 
and productive working environment by engaging in respectful behavior that always reflects the 
highest standard of conduct and that encourages and empowers each individual employee to 
perform at his or her best. All employees must fully support this policy and refrain from engaging 
in any form of harassing conduct. Creating and maintaining an environment free from harassment 
is essential to successfully accomplishing our mission.  
  
4.  Harassment in the workplace, like other forms of discrimination, has an adverse impact on employee 
morale and productivity. Harassment includes, among other things, threatening behavior including direct 
or implied verbal threats, demeaning remarks or insulting remarks or jokes, epithets or slurs, negative 
stereotyping, disparaging or derogatory remarks about a person’s accent or attire, and ridicule or insults 
about a person’s physical or mental disability. Sexual behavior at work can create an intimidating hostile 
work environment, if pervasive or condoned by management. Examples of inappropriate sexual behavior 
are pressure for dates, threats and promises based on trading sexual favors, or any behavior with sexual 
overtones that is intimidating or offensive to the recipient or observer of the behavior. 
 
5.  In an effort to prevent harassment in the workplace, the USIBWC Directive SD.I.07024, Anti-
Harassment Policy and Procedures, establishes procedures for conducting a harassment inquiry outside 
of the EEO process, clarifies the avenues employees have to address harassment complaints and 
provides a process within the Office of Human Resources. Under this Directive, any employee who 
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witnesses harassment or who feels he or she is being harassed, even if such conduct is not severe or 
pervasive, should immediately report the behavior to any supervisor or manager, the Equal Employment 
Opportunity (EEO) Director, an EEO Official, or the Director of Human Resources. There is no such thing 
as an innocent bystander to harassment.  
 
6. The goal of the anti-harassment policy and procedures is to address harassing conduct at the earliest 
possible stage before it can become “severe or pervasive” harassment within the meaning of 
antidiscrimination laws. 
 
7. Management officials must refer allegations of misconduct to the Equal Employment Opportunity Office 
or the Human Resources Office within 1 business days of notification. The official will consult with the 
Human Resources Office and the Office of Legal Counsel in considering the appropriate corrective or 
disciplinary action, up to and including removal, to ensure that no further harassing conduct occurs. 
Management officials have a duty to carry out their responsibilities under this policy, and failure to do so 
can result in disciplinary action. 
 
8. The identity of an individual who submits a report, a witness who provides information regarding a 
report, and the target of the complaint, will be kept confidential to the extent possible consistent with a 
thorough and impartial investigation.  Furthermore, any information gathered as part of an investigation 
will be kept confidential to the extent possible consistent with a thorough and impartial investigation and 
shared only with “need-to-know” personnel in charge of conducting the investigation. 
 
9. Executives, managers and supervisors should take prompt, thorough, and impartial action to address 
all complaints of harassment and ensure that the individual who report harassment or witness who 
provides information related to the complaint is not subjected to retaliation from co-workers and 
supervisors.   
 
10. Executives, employees, managers, or supervisors found to have engaged in harassing conduct or 
that retaliate against any individual who reports or provides information regarding harassment conduct will 
be subjected to appropriate disciplinary or adverse action, up to and including reprimand, suspension, 
demotion, or removal. Preventing harassment is everyone’s responsibility and all reports of harassment 
will be taken seriously and handled appropriately.  
 
11.  It is important to note that the anti-harassment directive and its reporting procedures are separate 
and distinct from the EEO process, which focuses on making employees whole after they have 
experienced an allegation of illegal discrimination (including harassment) by issuing remedial relief, such 
as compensatory damages. This Directive does not replace an employee’s EEO or other rights, including 
rights to file negotiated or administrative grievances and other appeals. Filing a report under this Directive 
does not satisfy the requirements for filing an EEO complaint, negotiated grievance or other procedure 
and obtaining remedies pursuant to them, nor does this directive delay the time limits for initiating those 
procedures. If an employee wishes to file an EEO claim of discrimination, report harassment, seek 
guidance, counseling or file a claim of discrimination through EEO procedures, he or she should contact 
the EEO Director or an EEO Official within 45 calendar days of the latest incident. 
 
12. For more information on the EEO Program, please contact the Mrs. Frances Castro, Director, Equal 
Employment Opportunity Office, at (915) 832-4112, email: frances.castro@ibwc.gov. For information on 
the Anti-Harassment Program for non-EEO issues, please contact the Director of Human Resources,    
Mr. Michael Stewart, at (915) 832-4114, email: michael.stewart@ibwc.gov.  
 
13. I am counting on every employee to be proactive in preventing harassment and maintaining an 
atmosphere of respect and professionalism. 
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