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• HRC is obliged to provide a safe working environment for each employee, free from any 

kind of discrimination, harassment, including sexual harassment. HRC will implement a 

policy of zero tolerance for any kind of sexual harassment in the workplace, approach 

every case seriously, and quickly investigate any possible case of sexual harassment. 

Any person who commits sexual harassment against another person will be subject to 

disciplinary actions, including dismissal from the workplace. Any complaints of sexual 

harassment will be taken into account seriously and reacted to with respect and in 

confidence. Filing such complaints shall not result in the victimization of individuals. 

 

• Sexual harassment is any unwanted behavior of a sexual nature that causes degrading 

treatment, humiliation, or abuse of a person. This includes situations where a person is 

forced to engage in sexual activity as part of a job obligation, as well as situations that 

create a hostile, intimidating, or humiliating environment for the aggrieved person. 

Sexual harassment can involve one or more incidents. The conduct can be both physical 

as well as verbal and non-verbal. 

 

• Sexual harassment means any of the following: Physical contact, contact or coercion of a 

sexual nature; facial expressions or gestures with sexual subtext; comments of a sexual 

nature about a person's body, behavior, sex life, gender identity, self-expression, or 

sexual orientation; use of sexually explicit language or derogatory remarks, including 

sexually explicit jokes; displaying or exhibiting pornographic or sexist photographs; 

sexual chasing/stalking. 

 

• Any person can become a victim of sexual harassment, regardless of gender. HRC 

recognizes that sexual harassment can also occur between people of the same sex. The 

only thing that matters is that sexual behavior is unwanted and unwelcome for the person 

against whom it is committed. 

 

• Any kind of sexual harassment is prohibited, whether inside or outside HRC, including 

during organization-sponsored events, business trips, training sessions, or conferences. 
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Complaints procedures 
 
• HRC will develop sexual harassment complaints mechanisms to better respond to the 

victim's needs and ensure that the response is carried out properly. It is necessary to 

train the personal processing complaints about sexual harassment specifically on the 

processing procedure and the nature of sexual harassment.  

 

• HRC shall assign a committee of four to hear the complaints taking into account gender 

balance.  The committee members are elected by secret ballot once a year. An 

employee of the organization who has one year of experience working in HRC and also 

has a one-year employment contract with HRC has the right to participate in the voting. 

One in four members is in reserve and participates in the hearing of the complaints in 

case some other members are unable to perform any of their functions. 

 
• HRC shall place the list of persons responsible for receiving complaints in a visible place. 

• A victim of sexual harassment addresses a person specifically responsible for receiving 

complaints in HRC. 

• After receiving a complaint of sexual harassment, the relevant employee: 

 Immediately notes down the date, time, and facts of the incident; 

 Hears the victim's position on what kind of solution he or she is seeking; 

 Informs the victim about complaint hearing  procedures within HRC; 

 Assesses and agrees on the further steps; 

 Maintains a confidential record of all hearings; 

 Respects the choice of the victim; 

 Provides information to the victim that he or she can file a complaint outside HRC, 

within the legal framework of Georgia. 

 
• It is important to provide evidence of sexual harassment. This could be an audio or video 

recording taken at or immediately after the incident, a correspondence, a list of people 

who have witnessed or should have witnessed the fact (s) of sexual harassment. 
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 All false reports of sexual harassment may be grounds for instigating disciplinary 

proceedings. 

• Any person who sexually harasses an employee and the fact of sexual harassment is 

established, the committee responsible for hearing the  complaints specifically in HRC is 

authorized to apply any of the following sanctions: 

A) warning;  

B) reprimand; 

 
C) Deduction  of 10 percent to 50 percent of the wages for a period of 1   to 6 months; 
 
d) Dismissal of the employee from the workplace. 

 

 The type of sanction and the severity of the measure used applied shall depend on the 
severity, nature, and duration of the sexual harassment. 

  

 Only one type of sanction can be applied to a person subject to sanction. 

  

 Within 2 years from the committing of the first fact of harassment against the same 
person (unless the sanction provided for paragraph “d” has been applied against him/her 
in the first instance), a stricter sanction must be applied to the next instance of 
harassment;  

 HRC will use appropriate restrictive sanctions to ensure that the case of sexual 
harassment is not considered a minor incident. Certain serious cases, including physical 
violence, will result in the harasser being dismissed immediately. 

 

 If the Public Defender or a court confirms that a person has been sexually harassed, one 
of the disciplinary mechanisms, including termination of the contract, will be applied to 
him/her, taking into account the nature and social context of the action. 

 

Implementation of the Policy Document 

 The governing body of HRC ensures that the Policy Document is disseminated to all 

units of HRC, including regional offices. 

 HRC is obliged to inform the employee of the Policy Document. 

 HRC assists all staff in raising awareness. 


