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The City of Austin is an Equal 
Opportunity Employer 

 
We will not discriminate against any applicant 

or employee based on: 
 

 Race 
 Creed 
 Color 
 Disability 
 Veteran status  
 Age 
 Religion 

 

 National origin 
 Gender 
 Sexual orientation 
 Gender identity  
 AIDS or HIV status or 

perception 
 Retaliation  

 
 
 



City of Austin Personnel Policy  
Policy includes prohibitions against: 
 

 Harassment - abusive, obscene, threatening or 
intimidating conduct or communication that is 
intended to harass, alarm, torment, embarrass 
or injure another 

 Sexual Harassment - quid pro quo or creating a          
hostile working environment 

 Employee Conduct - responsible for 
professional, respectful and ethical conduct 
towards coworkers and members of the public  
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Complaint Reporting Avenues 
for City Employees  

 Immediately report concerns to supervisor 
 

 Escalation within management chain to 
include Assistant Director, Director 

 Department Human Resources, or the 
Director of Human Resources 

 

 Ethics and Compliance – Law Department   
 

 City Auditor Hotline (includes anonymous 
reporting)  

 
 
 



No Retaliation 
 No employee shall suffer reprisal as a result of 

reporting allegations in good faith 
 

 Retaliation is an action or inaction that: 
 a. Adversely affects the terms and conditions 
 of employment; and 
 b. Is taken in response to the affected 
 employee’s good faith complaint, participating 
 in an  investigation, proceeding or hearing…...  
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Internal Grievances & Appeals 

 Departmental grievance process 
 
 Appeal to MCS Commission 
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Departmental Grievance 
 Provides a process for employee complaints to      
be addressed in a timely manner 

 Complaint is presented through the department, 
up to the Department Director 

 Decision of the Department Director is final 
except for MCS appealable actions 
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Appeals to MCS Commission 
Appealable actions: 

 Denial of Promotion 
 Disciplinary Probation 
 Demotion 
 Disciplinary Suspension 
 Discharge* 
*May be filed without going through department grievance process 

 
 Available to regular status employees  
 

 MCS Commission decision is final 
 

 



Allegation Data for HRD Investigations 
January 2010 –  May 2015  

 One investigation can frequently  include multiple allegations 
    
 14 of 142 (9.9%) of the allegations regarding discrimination, 

harassment and retaliation, summarized above, resulted in a finding 
of a policy violation 

 

 Of the 72 total investigations, 26 investigations (36.1%) had a 
finding of at least one policy violation   

Substantiated Not Substantiated Substantiated Not Substantiated Substantiated Not Substantiated Substantiated Not Substantiated
Anonymous v. Female -              6 -              2 -              7 -              -                   7

Anonymous v. Male 2 1 1 -                   -              1 1 -                   4
Female v. Female -              5 1 8 -              18 -              -                   15

Female v. Male -              12 3 13 -              9 2 2 23
Male v. Female -              3 -              5 -              7 -              -                   8

Male v. Male 2 14 2 7 -              8 -              -                   15

Total 4 41 7 35 0 50 3 2 72

Discrimination Harassment Retaliation Hostile Environment Investigations
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Feedback and Recommendations 

 Current policies prohibit harassment, 
discrimination and retaliation, HRD staff is 
drafting updated language as part of the overall 
updates to the Personnel Policies  

 
 Proposed updates to the Personnel Policies will 

include streamlining and clarifying language 
regarding the reporting and investigation of 
discrimination and harassment complaints  
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Feedback and Recommendations  
 Expanding the role of the MCS Commission as 

proposed is not recommended: 
 
  HRD Investigation data does not support a need for 

 the expanded role: HRD cited policy violations in 
 9.9% of allegations – EEOC statistics from 2010-2014 
 cite a 3.8% rate of finding of “reasonable cause”  

  
        Less than 10% of external discrimination charges      

 filed actually result in a lawsuit against the City : 
 Law department statistics do not support a need for    
 the expanded role 
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Feedback and Recommendations 
 Expanding the role of the MCS Commission as 

proposed is not recommended: 
 

  The proposed change would be inconsistent with 
 practice in all 5 benchmarked cities in Texas and        
 with sworn Civil Service (Dallas, Houston, Corpus Christi, San 
 Antonio, El Paso)  

 

        Investigations are currently conducted by    
 professional HR staff who typically invest 20 - 200+
 hours for each investigation – significant detail, 
 complexity and uniqueness – little “forensic evidence”  

 

        Time and scheduling constraints currently exist for 
 the MCS Commission and would be exacerbated  
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Feedback and Recommendations 
 Expanding the role of the MCS Commission as 

proposed is not recommended: 
 
        A “second review process” for “non-substantiated”  

 determinations would result in concerns from City 
 employees regarding perceptions of “double 
 jeopardy” and a lack of fundamental fairness 

     
       By the very nature of these employment matters, each 

 investigation conducted can result in the complainant 
 or the respondent being “dissatisfied” with the 
 outcome.  Currently, escalation paths exist 
 internal and external to the City for either party 
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Feedback and Recommendations 
 Expanding the role of the MCS Commission as 

proposed is not recommended: 
 
       City employees dissatisfied with the outcome of a 

 discrimination complaint, or who do not wish to file an 
 internal complaint, have adequate external complaint 
 channels   

 
        Charging parties are not required to hire an attorney,  

 and frequently do not, when they file a charge with 
 the EEOC or the Texas Workforce Commission  
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