
 

 

 
COUNTY OF SAN MATEO 

Inter-Departmental Correspondence 
 

County Manager’s Office 

 
DATE: June 29, 2004 

 
BOARD MEETING DATE: July 6, 2004 

 
 
TO: 
 

Honorable Board of Supervisors 

FROM: 
 

John L. Maltbie, County Manager 

SUBJECT: 2003-04 Grand Jury Responses 

 
Recommendation 
Accept this report on responses to the 2003-2004 Grand Jury regarding Workplace 
Relationship Policies and Information Systems Management. 

Discussion 

The 2003-2004 Grand Jury issued reports on Information Systems Management on April 23, 
2004 and Workplace Relationship Policies on May 12, 2004. The County is mandated to 
respond to the Grand Jury within 90 days from the date that reports are filed with the County 
Clerk.  

Vision Alignment 

This response to the Grand Jury’s findings and recommendations keeps the commitment of 
responsive, effective and collaborative government through goal number 20: Government 
decisions are based on careful consideration of future impact, rather than temporary relief or 
immediate gain. 
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Workplace Relationship Policies 
 
Findings: 
 
Generally agree with the findings with a few exceptions noted in Exhibit 6 – Grand Jury 
EEO Policy Recommendations. 
 

1. By July 1, 2004, review and update all policies related to discrimination/sexual 
harassment to reflect current law. 

 
Response: Concur. Employee and Public Services worked with County Counsel to 
update the current policy, which is attached (Exhibit 7). As reflected in #2 below, 
Employee and Public Services reviews (and updates, if necessary) the EEO Policy at 
a minimum annually and more often if there are legislative changes.  

 
2. Before September 1, 2004 adopt as necessary, policies to provide for: 

• annual policy reviews  

• harassment awareness training to all employees within six month of hire and 
not less than each three years thereafter; 

• harassment response training to supervisors within six month of hire and not 
less than each two years thereafter. 

Response: 

Policy review:  Concur. The Employee and Public Services Department reviews (and 
updates, if necessary) the EEO Policy at a minimum annually and more often if there 
are legislative changes. 

Training:  San Mateo County has been proactive in conducting sexual harassment 
training for employees, supervisors and managers since the mid-1980’s. In 1984 all 
managers and supervisors attended a mandatory 4-hour comprehensive program on 
sexual harassment and in 1985 all employees attended a mandatory training. Since 
1985 all new employees have received sexual harassment training as part of their new 
employee orientation. On an ongoing basis, sexual harassment training is conducted 
in departments or divisions where there has been a sexual harassment complaint or 
the need has been identified. All managers and supervisors again attended mandated 
harassment/sexual harassment training in 1999 and 2000. All new supervisors receive 
sexual harassment training as part of a 48-hour supervisor program.  

In FY 2002-03 the County had 14 sexual harassment complaints all of which were 
unsubstantiated or resolved internally. No complaints were filed with the EEOC or 
DFEH or resulted in litigation. In FY 2003-04 the County has had five complaints, all 
resolved internally. Based on these statistics, the commitment of resources 
recommended by the Grand Jury to conduct training every 2 and 3 years for 
approximately 750 managers and supervisors and 4,400 employees is not necessary, 
appropriate or cost effective. 
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3. Include the date of creation and any revision on each page of its harassment 
policies. 

Response: Concur. This has been the County’s practice. 

4. Include a requirement that employees be notified of all substantive changes in 
any harassment policy within 30 days of the effective date of the change. 

Response: Disagree. We currently notify employees in a timely manner of 
substantive changes in harassment and other EEO policies; however, the 
determination of what is “substantive” can be subjective. Given the complexity of 
changes in the laws, legal reviews, and distribution to over 5,000 employees, a 30-
day timeframe may not always be realistic. 

5. Before September 1, 2004, formalize into written policy any unwritten informal 
expectations and practices related to nepotism and romantic relationships. 

Response: 

Nepotism: Concur. The County’s nepotism policy already exists in the County’s 
Charter. County Counsel is aware of the upcoming January 1, 2005 changes in 
California law concerning nepotism and domestic partners and will make 
recommendations for any changes to the Charter. 

Romantic Relationships: The County advises managers and supervisors of the 
potential for sexual harassment complaints to arise from the existence of romantic 
relationships. Any complaints subsequently filed are dealt with under the EEO 
Policy. 

6. Before September 1, 2004, to the extent not presently in existing policies, 
consider incorporating explicit language into current discrimination/sexual 
harassment policies that reflect the “best practices” recommendations referred 
to in this report, particularly those that promote trust and lessen anxiety and 
provide employees reason to believe that complaints will be handled promptly 
and fairly. 

Response: Concur. The revised EEO Policy is attached and incorporates the majority 
of Grand Jury recommendations. 
 
Attachments: 
 
Exhibit 6 – Grand Jury EEO Policy Recommendations 
Exhibit 7 – San Mateo County EEO Policy 
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Exhibit 6 – Grand Jury EEO Policy Recommendations 
 

General County’s Response 

1. Reflect current law Included in policy.  California law that 
became effective 1/1/04 includes gender 
identity under the broader category of sex.  
We have not included this addition in the 
policy, just as we do not define what is 
specifically covered under sexual 
orientation, race, national origin, etc.  The 
protected categories are defined in training. 

2. Convey strong employer disapproval of 
discriminatory behavior against anyone 
in the workplace 

Included in policy. 

3. Express strong disapproval of 
retaliatory behavior 

Included in policy. 

4. Define harassment and provide 
examples of prohibited conduct 

Included in policy. 

5. Describe obligations and 
responsibilities of non-employees and 
employees 

Specific responsibilities of non-employees 
are not included in the policy, but our 
obligation to protect all employees from 
harassment by employees or non-
employees is included. 

6. Indicate how policies will be 
communicated, reviewed and updated 
with employees 

Not included in the policy, but the policy is 
reviewed and signed by all new employees 
and sent to all employees bi-annually.  The 
policy is also available on the Intranet and 
Internet. 

7. Define employees right to a fair 
hearing, confidentiality, notification and 
representation  

Included in policy. 

Complaints  

8. How and with whom to file a complaint Included in policy. 

9. Appropriate timelines Included in policy. 

10. Provisions for an informal, early 
resolution of a complaint 

Included in policy. 

11. Alternative points of management 
contact for the initial complaint 

Included in policy. 
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12. The requirement that upper 
management be made aware of all 
complaints 

Not sure what this means.  When our office 
is aware of a complaint, upper management 
is always notified.  There is no obligation for 
employees to notify upper management. 

13. Opportunities to obtain advice and 
counseling 

Included in policy. 

14. Alternate filing options with EEOC and 
DFEH 

Included in policy. 

Investigation Procedures  

15. Appropriate timelines Included in the policy.  Prompt investigation 
and resolution is required in the policy.   
Depending on the complexity of the 
complaint, an investigation can take 
between a few days to several months. 

16. The manner in which data will be 
gathered and findings determined 

Included in the policy.  The EEO Office 
conducts a thorough, impartial and fair 
investigation on each complaint with the 
investigation process varying with each 
complaint. 

17. Remedies and discipline that might be 
applied 

Included in policy. 

18. When and how findings and 
recommended actions will be 
communicated to the complainant and 
the accused 

Not included in the policy.  Communication 
to the complainant and accused varies 
depending on the nature of the complaint 
and the outcome of the investigation.  
Normally, the results are communicated 
both verbally and in writing, but if a formal 
external complaint or lawsuit is filed during 
the course of the investigation, the 
communication is done through formal 
channels. 

19. How findings and decisions can be 
appealed 

Included in policy. 

20. How records of the investigation and 
outcomes be maintained 

Included in policy. 

21. Follow-up procedures Not included in the policy, but the EEO 
Manager often follows-up complaints with 
departmental specific training.  Follow-up (if 
any) would vary with each complaint. 
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