
 

 HABERSHAM COUNTY BOARD OF COMMISSIONERS 

 EXECUTIVE SUMMARY 

 

SUBJECT: Retaliation Protection Policy 

        

DATE:  February 27, 2020                                              (X) RECOMMENDATION 

                   (X) POLICY DISCUSSION  

BUDGET INFORMATION:                (  ) STATUS REPORT 

 ANNUAL-                                                                        (  ) OTHER  

 CAPITAL-  

 

COMMISSION ACTION REQUESTED ON: March 16, 2020 

 

PURPOSE:  To obtain Commission approval of the new Retaliation Protection Policy to be included in the 

Employee Handbook and Policy Guidelines. 

 
BACKGROUND / HISTORY: The County is committed to prohibiting retaliation against those who report, 

oppose, or participate in the investigation of alleged policy violations or other forms of wrongdoing in the 

workplace. The purpose of this policy is to comply with all federal and state laws prohibiting retaliation. As 

recommended by the County’s LGRMS Risk Control Manager, the county has developed an 

additional policy for Retaliation Protection.  

 

FACTS AND ISSUES:  
 

1. This policy is created in addition to the County’s Harassment Policy and Reporting 

Procedures under Section 9. 

2. Once approved, this policy will be included in an update to our Employee Handbook and 

Policy Guidelines under section 64.  

3. Proposed Policy Attached. 

4. Education and training regarding this and other County policies will be provided to the 

workforce throughout the year in various form. 
 

 

OPTIONS: 

   
1) Approval of proposed Retaliation Protection Policy 

2) Denial of proposed Retaliation Protection Policy 

3) Commission defined alternative 

4) Commission tabled until further notice 
 



 

RECOMMENDED SAMPLE MOTION:  

I make a motion to approve the Retaliation Protection Policy. 

 

DEPARTMENT:  

 

Prepared by:  Vinitha Robinson, MPA, PHR 

                       Human Resources Director 

 

______________________________ 

 

ADMINISTRATIVE 

COMMENTS:_________________________________________________________________________

_____________________________________________________________________________________

_____________________________________________________________________________________  

 

_______________________________ DATE: _____________________ 

 County Manager 

 

 

 



        __________    
 
SECTON 64:  RETALIATION PROTECTION POLICY  
             
 
Habersham County (the County) is committed to prohibiting retaliation against those who report, oppose, 

or participate in the investigation of alleged policy violations or other forms of wrongdoing in the 

workplace. The purpose of this policy is to comply with all federal and state laws prohibiting retaliation. 

A. Policy Coverage. This policy prohibits all County officials, officers, managers, supervisors and other 

employees from retaliating against applicants, employees or former employees because of 

Protected Activity. 

 

B. Protected Activity. For purposes of this policy, the term “Protected Activity” includes any of the 

following: 

1. Filing, pursuing or assisting in filing or pursuing an administrative charge or complaint with a 

federal, state or local enforcement agency; 

2. Making, filing, pursuing or assisting in making, filing or pursuing in Good Faith a grievance or 

internal complaint with the County or otherwise placing the County on notice regarding an 

alleged policy violation or unlawful activity; 

3. Making, filing, pursuing or assisting in making, filing or pursuing in Good Faith an internal 

complaint with the County or otherwise placing the County on notice regarding alleged 

activity constituting fraud, waste and abuse in or relating to any State programs and 

operations under the jurisdiction of the County; 

4. Participating in or cooperating with a federal, state or local enforcement agency that is 

conducting an investigation of the County regarding alleged unlawful activity; 

5. Participating in or cooperating with in Good Faith an internal investigation conducted by or 

on behalf of the County regarding an alleged policy violation or unlawful activity; 

6. Testifying as a party or witness or otherwise participating in a trial, hearing or other legal or 

administrative proceeding regarding alleged unlawful activity; 

7. Testifying as a party or witness or otherwise participating in Good Faith in a hearing or other 

administrative proceeding conducted by or on behalf of the County regarding an alleged 

policy violation; 

8. Associating with another employee who has or is engaged in Protected Activity; 

9. Making or assisting in making a disclosure in Good Faith of a violation of – or noncompliance 

with – a federal, state or local statute or ordinance or any rule or regulation adopted pursuant 

to any federal, state or local statute or ordinance. For purposes of this subsection: 

a) The term “disclosure” means an employee’s communication of information to 

an appropriate government agency or to a supervisor; 

b) The term “appropriate government agency” means an agency of the federal, 

state or local government charged with enforcing the statute, ordinance, rule 

or regulation that is the subject of the disclosure; and 

c) The term “supervisor” means:  



I. Any County employee or official responsible for directing and 

controlling the work performance of the employee making the 

disclosure; 

II. Any County employee or official whose duties and responsibilities include 

taking corrective action regarding the subject matter of the particular 

disclosure; or 

III. Any County employee or official designated to receive disclosures as 

defined herein. 

10. Objecting to, or refusing to participate in, any activity, policy or practice of the County 

that the employee has reasonable cause to believe is in violation of, or noncompliance 

with, a federal, state or local statute or ordinance or any rule or regulation adopted 

pursuant to any federal, state or local statute or ordinance. 

C. Good Faith. For purposes of this policy, a complaint, grievance, report or disclosure is made in 

Good Faith if the applicant, employee or former employee genuinely believes it to be true and 

such belief is reasonable under the circumstances. A complaint, grievance, report or disclosure is 

not made in Good Faith if it is made with knowledge of its falsity or with willful or reckless 

disregard for its truth or falsity. 

 

D. Prohibited Retaliation; Adverse Action. This policy prohibits any Adverse Action that is taken 

against an applicant, employee or former employee because he/she has engaged in Protected 

Activity. For purposes of this policy, the term “Adverse Action” includes, but is not limited to, the 

following: 

1. Discharging, demoting, suspending or otherwise disciplining an employee because of 

Protected Activity; 

2. Refusing to hire an applicant or to promote an employee because of Protected Activity; 

3. Issuing a poor evaluation, denying a salary increase or transferring an employee because 

of Protected Activity; 

4. Providing a poor job reference or otherwise interfering with a former employee’s 

reemployment efforts because of Protected Activity; 

5. Altering a work schedule or work assignment, extending a probationary period, denying 

a leave request or any other act or omission negatively affecting, in a significant manner, 

an applicant, employee or former employee because of Protected Activity; and 

6. Threats, intimidation, harassment, or other conduct (real or implied) designed to prevent 

or discourage an applicant, employee, or former employee from engaging in Protected 

Activity or to coerce or pressure an applicant, employee, or former employee to cease 

engaging in or to retract Protected Activity. 

 

E. Causal Connection. This policy prohibits Adverse Action that is taken because of an applicant, 

employee or former employee’s Protected Activity. This policy does not prohibit disciplinary 

action or other action adversely affecting an applicant, employee, or former employee that is 

taken for legitimate, non-retaliatory reasons unrelated to Protected Activity. An employee cannot 



avoid the legitimate disciplinary consequences of his/her own misconduct by engaging in 

Protected Activity. 

 

F. Reporting Retaliation. An applicant, employee or former employee who believes that he/she has 

been subjected to retaliation in violation of this policy should immediately report the conduct so 

that the matter can be investigated and resolved fairly and quickly. Such reports should be made 

in the same manner as complaints under Paragraph 7 Reporting Procedures of Section 9 of the 

Employee Handbook and Policy Guidelines. 

 

G. Restrictions Relating to Disclosures. The following additional provisions shall apply with respect 

to any disclosure made as provided in subsection B.9 above: 

1. No ordinance, resolution, policy, procedure or practice of the County shall be interpreted 

or applied so as to prohibit an employee from making any such disclosure; provided, 

however, that this provision shall not apply to any ordinance, resolution, policy, 

procedure or practice which implements – or any disciplinary action taken against an 

employee who violates – any privilege or confidentiality obligations recognized by 

constitutional, statutory or common law. 

2. The identity of an employee making any such disclosure shall not be revealed without 

his/her written consent; provided, however, that upon written notice provided to the 

employee at least seven days in advance, his/her identify may be revealed if the County 

determines that such action is necessary and unavoidable in investigating the disclosure. 

H. Remedial and Disciplinary Action. If the investigation concludes that a violation of this policy has 

occurred, the County will notify the offended and offending parties of the general conclusion(s) 

of the investigation and will take effective remedial action that is designed to end and prevent 

any reoccurrence of the violation(s). 

1. Any County employee determined to be responsible for violating this policy will be subject 

to appropriate corrective and/or disciplinary action, up to and including termination. 

 

2. Corrective and/or disciplinary action may also be taken against any manager or supervisor 

found to have ignored or condoned potential violations of this policy or to have failed to 

take appropriate action to enforce this policy. 

 

I. Expected Employee Conduct. All employees of the County are expected to: 

1. Conduct themselves in a manner consistent with this policy; 

2. Report any act they believe in Good Faith constitutes retaliation as defined here, whether or 

not the alleged retaliation is directed to them or to another applicant, employee or former 

employee; 

3. Cooperate fully with any investigation conducted by or on behalf of the County under this 

policy by responding fully and truthfully to all questions posed during the investigation; and 



4. Maintain the confidentiality and integrity of any investigation conducted by or on behalf of 

the County under this policy by not disclosing the substance of any investigatory interview. 

 

J. Expected Manager and Supervisor Conduct. In addition to those expectations set forth in section 

H above, management and supervisory personnel are expected to facilitate the successful 

implementation and enforcement of this policy within their departments or areas of 

responsibility by: 

1. Being familiar with this policy and modeling behavior that is consistent with it; 

2. Informing all employees under their direction of this policy and periodically reminding them 

of the policy’s requirements as appropriate; 

3. Receiving reports of alleged retaliation in a fair and serious manner, promptly forwarding 

each such report to the Human Resources Director and taking appropriate interim remedial 

measures to ensure that the alleged behavior stops and that there are no reprisals; 

4. Reporting any potential violations of this policy of which they become aware, regardless of 

whether a formal complaint, grievance or report has been submitted to the Human 

Resources Director; 

5. Based on the findings of the investigation, implementing appropriate disciplinary and/or 

remedial action; and 

6. Regularly monitoring the work environment and taking immediate appropriate action to 

prevent or stop potential violations of this policy. 

 

K.   Role of the Human Resources Director. The Human Resources Director is responsible for 

administering the reporting procedure under this policy, authorizing and/or conducting an 

investigation and, in consultation with the appropriate department head or manager, 

recommending disciplinary action commensurate with the severity of the offense and 

recommending other appropriate remedial action. 

 


