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INTRODUCTION 

 

Apostolic Christian Retirement Home, Inc, DBA Parkview Haven is owned and operated by 

six congregations of the Apostolic Christian Churches of America.   Retirement Home, Inc., 

a not-for-profit Indiana Corporation. The members of the Apostolic Christian Churches of 

Remington, Wolcott, Valparaiso, Lacrosse, West Lafayette and Francesville are the owners 

of the Corporation and they each elect representatives to the Board of Directors. As an 

employer, The Parkview Haven Retirement Home shall respect the religious beliefs of its 

employees and shall not discriminate as to race, sex, and national origin. The management 

of Parkview Haven shall expect the same respect for its beliefs and principles from its 

employees and stakeholders. 

 

The Parkview Haven Retirement Home was dedicated on September 9, 1978 for the 

purpose of glorifying God by serving humanity. The original construction consisted of 

twenty-six nursing care beds and twenty-four residential care apartments. The apartments 

and the beds were licensed by the Indiana State Board of Health. Additions which  

increased the number of nursing care beds to forty-two occurred in the fall of 1984 and in 

1994.   At the completion of the 1984 addition Medicaid residents began to be served, and 

in 2006 Medicare services began.  Currently 41 of the beds are dually certified as NF and 

SNF.  
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GUIDING PRINCIPLES 

 

Mission 

Parkview Haven is a retirement community and rehabilitation center that provides a nurturing Christian 

environment for those who need assistance to live their mature years with fullness and purpose.  Our 

caring, competent and trustworthy staff serves each resident with dignity and respect 

 

Core Values 

Nurturing 

Engaging 

Competent 

Trustworthiness 

Accountability  

Respect 

Values Statement 

We are accountable to our owners, residents and employees to provide a stable, distinctly Christian 

environment in which to live and work.  We will fulfill this mission in a fiscally responsible manner. 

We values competency, employing and training personnel capable of providing the highest level of 

professional care. 

We nurture our residents and employees so each can reach his or her highest potential. 

We engage in the lives of our residents and employees in order to provide the most compassionate 

services possible. 

We are respectful and trustworthy in all our interactions. 
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Parkview Haven Ethics Policy 

 

1. Overview 

Parkview Haven’s purpose for this ethics policy is to establish a culture of openness, trust and 

integrity in business practices.  Effective ethics is a team effort involving the participation and 

support of every Parkview Haven employee.  All employees should familiarize themselves with 

the ethics guidelines that follow this introduction. 

 

Parkview Haven is committed to protecting employees, partners, vendors and the company from 

illegal or damaging actions by individuals, either knowingly or unknowingly.  When Parkview 

Haven addresses issues proactively and uses correct judgment, it will help set us apart from 

competitors. 

 

Parkview Haven will not tolerate any wrongdoing or impropriety at anytime.  Parkview Haven 

will take the appropriate measures to act quickly in correcting the issue if the ethical code is 

broken.  Any infractions of this code of ethics will not be tolerated. 

 

2. Purpose 

Our purpose for authoring a publication on ethics is to emphasize the employee’s and 

consumer’s expectation to be treated to fair business practices.  This policy will serve to guide 

business behavior to ensure ethical conduct. 

 

3. Scope 

This policy applies to employees, agents, volunteers, contractors, consultants and other workers 

at Parkview Haven, including all personnel affiliated with third parties. 

 

4. Policy 

4.1. Executive Commitment to Ethics 

4.1.1.   Top managers within Parkview Haven must set a prime example.  In any business 

practice, honesty and integrity must be top priority for executives. 

4.1.2. Executives must have an open door policy and welcome suggestions and 

concerns from employees.  This will allow employees to feel comfortable discussing any 

issues and will alert executives to concerns within the workforce. 
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4.2.  Employee Commitment to Ethics 

4.2.1.  Parkview Haven employees will treat everyone fairly, have mutual respect, 

promote a team environment and avoid the intent and appearance of unethical or 

compromising practices. 

4.2.2. Every employee needs to apply effort and intelligence in maintaining ethics 

value. 

4.2.3. Employees must disclose any conflict of interests in regard to their position 

within Parkview Haven. 

4.2.4. Employees will help Parkview Haven to increase customer and vendor 

satisfaction by providing quality products and timely response to inquiries. 

 

4.3. Company Awareness 

4.3.1 Promotion of ethical conduct within interpersonal communications of 

employees will be rewarded. 

 4.3.2. Parkview Haven will promote a trustworthy and honest atmosphere to reinforce 

the vision of ethics within the company. 

 

4.4. Maintaining Ethical Practices 

4.4.1. Parkview Haven will reinforce the importance of the integrity message and the 

tone will start at the top.  Every employee, manager, director needs to consistently 

maintain an ethical stance and support ethical behavior.  

4.4.2. Employees at Parkview Haven should encourage open dialogue, get honest 

feedback and treat everyone fairly, with honesty and objectivity. 

4.4.3. Parkview Haven has established a best practice disclosure committee to make 

sure the ethical code is delivered to all employees and that concerns regarding the code 

can be addressed. 

4.4.4. Parkview Haven promotes the core values set forth in the acronym NECTAR- 

Nurturing 

Engaging 

Competent 

 Trustworthiness 

 Accountability 

 Respect 

 

4.5. Unethical Behavior 

4.5.1. Parkview Haven will avoid the intent and appearance of unethical or 

compromising practice in relationships, actions and communications. 

4.5.2. Parkview Haven will not tolerate harassment or discrimination. 

4.5.3. Unauthorized use of company trade secrets and marketing, operational, 

personnel, financial, source code, and technical information integral to the success of 

our company will not be tolerated. 
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4.5.4. Parkview Haven will not permit impropriety at any time and we will act ethically 

and responsibly in accordance with laws. 

4.5.5 Parkview Haven employees will not use corporate assets or business 

relationships for personal use or gain. 

 

5. Enforcement 

5.1. Any infractions of this code of ethics will not be tolerated and Parkview Haven 

will act quickly in correcting the issue if the ethical code is broken. 

5.2. Any employee found to have violated this policy may be subject to disciplinary 

action, up to and including termination of employment.  
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PARKVIEW HAVEN 

BOARD OF DIRECTORS AND EXECUTIVE STAFF 

CONFLICT OF INTEREST POLICY 

 
 Parkview Haven strives to maintain the highest ethical standards in pursuit of its mission 

to provide a quality facility and life for our residents.  Parkview Haven continues to be aware of 

possible conflicts of interest that may arise as a result of members of its Board of Directors, or 

Executive staff being connected with competing organizations or organizations offering services 

and products to Parkview Haven. 

 

 In an effort to ensure responsive and impartial governance and reasonable compliance 

with established fiduciary and ethical standards, each director and executive staff persons shall 

be required to submit a conflict of interest statement (109Ba or 109Bb) approved by the Board 

of Directors. 

 

 Annually, each Director and executive staff person must review for any changes and sign 

their Conflict of Interest Statement.  The Executive Committee shall then review and make 

recommendations to the Parkview Haven Board for approval of all conflict of interest statements 

(109Ba or 109Bb) submitted by each member of the Board of Directors and executive staff 

member.  Each member of the Board of Directors and executive staff member has the 

responsibility of disclosing any additional material conflicts of interest that may arise throughout 

the year. 

 

 Those directors or executives who have disclosed a conflict of interest should not engage 

in the board discussions on the pertinent topic, should not vote, and should not be present 

during discussions. 

 

 If a conflict of interest or the appearance of a conflict is indicated by the individual 

member of the Board of Directors or executive staff member or the Board believes a conflict 

exists, the following alternatives are available to the Board: 

 

1. Approve the individual’s conflict of interest statement as presented; 

2. Approve the individual’s conflict of interest statement if the individual agrees to certain 

conditions or stipulations of the approval; 

3. Reject the conflict of interest statement and request the individual’s resignation from the 

Board of Directors or from employment by Parkview Haven. 

A109B 
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PARKVIEW HAVEN ASSETS POLICY 

 
It is the policy of Parkview Haven that directors, officers and employees are expected to 

protect the assets of Parkview Haven and use them efficiently to advance the interests of 

Parkview Haven. Those assets include tangible assets and intangible assets, such as 

confidential information of Parkview Haven.  No director, officer, or employee should use or 

disclose at any time during or subsequent to employment or other service to Parkview 

Haven, without proper authority or mandate, confidential information obtained from any 

source in the course of Parkview Haven’s business.  Examples of confidential information 

include nonpublic information about Parkview Haven’s plans, earnings, financial forecasts, 

business forecasts, discoveries, technologies, personnel and residents. 
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GIFTS AND ENTERTAINMENT POLICY 

 
 Gifts and entertainment must not be intended to create an improper advantage for 

Parkview Haven.  All expenditures for gifts and entertainment provided by Parkview Haven 

must be accurately recorded in the books and records of Parkview Haven. 
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PARKVIEW HAVEN  

ANTI-BRIBERY AND CORRUPTION POLICY 

 
1. It is not acceptable for Parkview haven or its directors, officers, employees, consultants 

or contractors to: 

• Give, promise to give, or offer a payment, gift or hospitality or otherwise engage 

in or permit a bribery offense to occur, with the expectation or hope that n 

advantage in business will be received, or to reward a business advantage 

already given. 

• Give, promise to give, or offer a payment, gift or hospitality to a government 

official, agent or representative to “facilitate” or expedite a routine procedure. 

• Accept a payment, gift or hospitality from a third party if you know or suspect 

that it is offered or provided with an expectation that a business advantage will 

be provided by Parkview Haven in return. 

• Threaten or retaliate against another employee or worker who has refused to 

commit a bribery offense or who has raised concerns under this or the Whistle 

Blowing Policy. 

• Engage in any activity that might lead to a breach of this policy. 
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WORKPLACE HEALTH, SAFETY AND SECURTIY 

Employees are expected to follow all safety rules and practices; cooperate with officials who enforce 

these rules and practices; take necessary steps to protect themselves and other partners; attend 

required safety training; and report immediately all accidents, injuries and unsafe practices or 

conditions. 

In order to enhance workplace security, you should be familiar with and follow any work safety 

information and training provided to you. 
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ENVIRONMENT POLICY 

 It is Parkview Haven’s policy to conduct its business in a manner that is compatible with the 

balanced environmental and economic needs of the community in which it operates.  Parkview Haven is 

committed to continuous efforts to improve environmental performance throughout its operations. 

 

Accordingly, Parkview Haven’s policy is to: 

• Comply with all applicable environmental laws and regulations and apply responsible standards 

where laws and regulations do not exist. 

• Encourage concern and respect for the environment, emphasize every employee’s responsibility 

in environmental performance, and foster appropriate operating practices and training. 

• Manage its business with the goal of preventing incidents and of controlling emissions and 

wastes to below harmful levels; design, operate and maintain facilities to this end. 

• Respond quickly and effectively to incidents resulting from its operations, in cooperation with 

industry organizations and authorized government agencies. 

• Undertake appropriate reviews and evaluations of its operations to measure progress and to 

foster compliance with this policy.  
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SAFETY AND ACCIDENT PREVENTION POLICY AND 

PROCEDURES 

The safety of employees, residents, visitors, and the public who are on Parkview Haven premises is of 

paramount importance.   

I Training 

Annually there is a staff in-service in which all Parkview employees are trained on Safety and Accident 

prevention.  Employees are trained on the safety policy at the time of their orientation. 

II Prevention 

Any employee who observes safety violations or near misses shall immediately fix the problem if that is 

possible—this is true whether the safety issue pertains to residents, employees or anyone else on 

premises.  They should advise their supervisor or the Environmental Services Manager of the finding.  If 

the issue is not properly followed up on, the employee should re-advise the supervisor, or the 

Environmental Services Manager, or the administrator.   It is the responsibility of each employee to see 

that the unsafe condition is resolved if a previous reporting has not been heeded.  It is a team effort to 

ferret out unsafe conditions and uproot them.  Everyone must communicate.   

III Workmen’s Compensation  

Employees who are involved in an injury at work should perform the procedures outlined in the 

Accidents and Worker’s Compensation Procedures.    

IV A physician will be appointed as an Occupational Health Provider.  Their name and access 

number will be posted for the benefit of employees. 

V SAFETY COMMITTEE  

A Safety Manager is responsible for ensuring that safety is practiced throughout the organization.  He or 

she is a member of and reports to the Grassroots Quality Improvement Committee each month.     

 

Safety Manager Duties: 

1 To reduce the frequency and severity of losses.        

2 To prevent people from getting injured or suffering from an illness. 

3  To improve the image and profitability of Parkview Haven in regard to safety issues.     
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Safety Committee Functions: 

1 Develop policy and procedures to prevent injuries and sickness in conjunction with the 

Department heads.  

- Goals and projects to reduce the frequency of losses, both in general or by a specific type. 

- Improvement of employee participation in safety prevention, communication and awareness. 

- Monitoring of safety at Parkview Haven   

- Modification of the safety programs as needed.  

- Staff training of safety and accident prevention   

 

2 Investigate at the site and then report to the administrator all accidents and near misses.  

Investigations include: 

        -Safety Manager assembling at the site with the supervisor, and if possible with the pertinent 

involved  persons.  Depending on the circumstances, this should be done immediately before any 

time has  elapsed. At the most it should be within 24 hours. This is a fact-finding meeting, without 

 reprimands.  

        - Compiling of all of the facts to determine the root cause(s), using the Workmen’s comp form (even 

 though it may not be a Workmen’s comp injury, the form is excellent).  

         -Identification of unsafe acts (employee errors) and unsafe conditions (physical hazards). 

         -Identification of methods to prevent recurrence. 

         -submit copy to supervisor and administrator.  

        - Implementation and monitoring of a solution in conjunction with supervisor and administrator. 

 

3 Assist supervisors to identify hazards in the work environment. 

- Develop checklists with them. 

- Conduct periodic inspections with them. 

 

4  Voice any concerns or suggestions employees to managers and the Grassroots Quality 

Improvement Committee. 

5  Brainstorm on ideas of improvement of a defined problem, and then present the best options to 

management. 
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Parkview Haven Customer Relations Policy 

Parkview Haven recognizes that resident satisfaction is of primary importance to its success.  Mindful of 

its responsibility to the residents it serves; Parkview strives to understand their requirements and 

concerns and to merit their business by responding to their needs. 

Parkview Haven seeks to provide professional services in a manner that exceeds the requirements of the 

numerous regulations of the various governing authorities.  Our residents have contributed abundantly 

to society during their long lives, and they deserve the best in quality of life and quality of care. 
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PARKVIEW HAVEN DRUG AND ALCOHOL USE POLICY 

 

Parkview Haven is committed to providing a safe work environment for all employees. The facility 

has a concern about substance abuse since it can jeopardize the safety of our employees and 

residents, and it negatively affects productivity. Not only is substance abuse dangerous, it is also 

against the law; prosecution may result for a criminal offence. The facility regrets any 

inconvenience resulting from the disadvantages.  See the Parkview Haven Employee Handbook for 

Drug testing requirements. 

 

1.  Alcohol: 

The possession, consumption, purchase, sale, or attempted sale of alcohol on or in 

Parkview Haven premises is prohibited. Furthermore; no employee shall be under 

the influence of alcohol while 1) on or in Parkview Haven premises or 2) while 

performing Parkview Haven business off facility premises. Any violation of these 

restrictions regarding alcohol will subject the offending employee to discipline up 

to and including termination. 

 

2. Drugs: 

The use, purchase, sale, transfer, attempted transfer, possession, being under the 

influence, or the presence in one's system of a detectable amount of an illegal drug 

by an employee is prohibited 1) on or in Parkview Haven premises, 2) when 

performing Parkview Haven business off Parkview Haven premises, or 3) where 

Parkview Haven determines that the employee's engagement in such activity away 

from its premises, even when off duty, effects the employee's suitability for 

continued employment or may harm the reputation of Parkview Haven and its 

employees. Any violation of these restrictions regarding illegal drugs will subject 

the offending employee to discipline up to and including terminations. 

 

An "illegal drug" includes any which are not legally obtained or are obtainable in 

the United States ,, but are being used in a manner different from than prescribed 

by a doctor of medicine or as intended by the manufacturer.  Over the counter 

prescription medication prescribed by a doctor and used as intended is not 

considered substance abuse.   
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EQUAL OPPORTUNITY EMPLOYER 

It is against the law for Parkview Haven to discriminate on the following basis: 
 

a. Against any individual in the United States on the basis of race, color, religion, sex, national origin, 
age, disability, political affiliation or belief, citizenship status, and 

b. Against any beneficiary of programs funded under Title I of the Workforce Investment Act of 1998 
(WIA), on the basis of the beneficiary's citizenship/status as a lawfully admitted immigrant 
authorized to work in the United States, or his/her participation in any WIA Title 1 financially 
assisted program or activity. 

 

The recipient must not discriminate in any of the following areas: 

 

a.     Deciding who will be admitted, or have access, to any WIA Title I funded program or 
activity, 
b.      Providing opportunities in, or treating any person with regard to, such a program or 
activity. 
c. Making employment decisions in the administration of, or in connection with, such a 
program or activity. 

 

WHAT TO DO IF YOU BELIEVE YOU HAVE EXPERIENCED DISCRIMINATION 
 

If you think that you have been subjected to discrimination under a WIA Title I funded program or activity, you 
may file a complaint within 180 days from the date of the alleged violation with either: 

a. The recipient's Equal Opportunity Officer 
Parkview Haven Compliance Officer 
101 Constitution Dr. 
Francesville, IN 47946 

b. The Director, Civil Rights Center (CRC) 
U.S. Dept. of Labor 
200 Constitution Ave. NW,-Room N-4123 
Washington, D.C. 20210 

 

If you file your complaint with the recipient's Equal Opportunity Officer, you must wait either until the recipient 
issues a written Notice of Final Action, or until 90 days have passed (whichever is sooner), before filing with the 
Civil Rights Center (see above address). 

If the recipient does not give you a written Notice of Final Action within 90 days of the day on which you filed 
your complaint, you do not have to wait for the recipient to issue that Notice before filing a complaint with CRC. 
However, you must file your CRC complaint within 30 days of the 90 day deadline (in other words, within 120 
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days after the day on which you filed your complaint with the recipient). If the recipient does give you a written 
Notice of Final Action on your complaint, but you are dissatisfied with the decision or resolution, you may file a 
complaint with CRC. You must file your CRC complaint within 30 days of the date on which you received the 
Notice of Final Action. 
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HARASSMENT IN THE WORKPLACE POLICY 

An employee's commission of acts of sexual harassment other than assault will result in non-

disciplinary oral counseling upon alleged first offense; written warning, suspension or discharge upon 

the first proven offense, depending upon the nature or severity of the misconduct, and suspension 

or discharge upon the second proven offense, depending on the nature of severity of the 

misconduct. 

 

RETALIATION 

Alleged retaliation against a sexual harassment complainant will result in non-disciplinary 

oral counseling. Any form of proven retaliation will result in suspension or discharge upon 

the first proven offense, depending upon the nature and severity of the retaliatory acts, 

and discharge upon the second proven offense. 

 

SUPERVISORS 

A supervisor's commission of acts of sexual harassment (other than assault) with respect to 

any other employee under that person's supervision will result in non-disciplinary oral 

counseling upon alleged first offense, final warning or dismissal for the first proven offense, 

depending upon the nature and severity of the misconduct, and discharge for any 

subsequent offense. 

 

PROTECTION AGAINST RETALIATION 

Any employee who, in good faith, reports an alleged incident of sexual harassment will 

under no circumstances be subject to reprisal or retaliation of any kind. Any employee who 

feels he or she has been subjected to such adverse actions should report him/her to his or 

her supervisor or the Human Resources Office. Any employee, however, who is found to 

have knowingly made a false accusation of sexual-harassment or retaliation, maybe subject 

to appropriate disciplinary 
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Sexual Harassment Policy 

Parkview Haven will not condone any sexual harassment of its employees.  All workers, including supervisors 

and managers, will be subject to severe discipline, up to and including discharge, for any act of sexual 

harassment they commit. 

 

DEFINITION OF SEXUAL HARASSMENT 

Sexual harassment, as defined by Equal Employment Opportunity Commission (EEOC), consists of unwelcome 

sexual advances, requests for sexual favors or other verbal or physical acts of a sexual or sex based nature when 

(1) submission to such conduct is made either explicitly or implicitly a term or condition of an individual's 

employment; (2) submission to or rejection of such conduct by an individual is used as the basis for 

employment decisions affecting such individual; or (3) such conduct has the purpose or effect of unreasonably 

interfering with an individual's work performance or creating an intimidating, hostile or offensive working 

environment. Sexual harassment may include non-sexual conduct that is discriminatory on the basis of the 

person's gender. Example: If one person viciously yells at, or otherwise mistreats persons of one gender, but 

not the other, even if no sexual harassment conducts is involved. 

 

PROCEDURES FOR MAKING, INVESTIGATING AND RESOLVING SEXUAL HARASSMENT AND RETALIATION 

COMPLAINTS 

Employees who feel victimized by sexual harassment are encouraged to report the harassment to their 

supervisor immediately. Sexual harassment or retaliation should be reported verbally and in writing. If the 

employee's immediate supervisor is the source of the alleged harassment, the employee should report the 

problem to the supervisor's superior. 

 

Complaints   

Parkview Haven will provide its employees with convenient, confidential and reliable mechanisms for reporting 

incidents of sexual harassment and retaliation. 

 

Supervisors and managers who receive a sexual harassment complaint should carefully investigate the matter, 

questioning all employees who may have knowledge of either the incident in question or similar problems. Both 

the complaint and the investigative steps and findings should be documented as thoroughly as possible. 

Confidentiality will be maintained, as much as possible, with respect to a sexual harassment complaint and only 

those who need to know about such a complaint will be advised of its existence. 

 

Investigations 
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The supervisor or manager will investigate all complaints expeditiously. The supervisor or manager will produce 

a written report, which, together with the investigation file, will be shown to the complainant within ten (10) 

working days. The supervisor or manager is empowered to recommended remedial measures based upon the 

results of the investigation, and Parkview Haven management will promptly consider and act upon such 

recommendation. When a complaint is made the supervisor or manager will have the duty of immediately 

bringing all sexual harassment and retaliation complaints to the confidential attention of the Human Resources 

and Administrator. 

 

The Human Resources Manager will maintain a file of the original charge and follow up investigation. Such 

files will be available to investigators, to the federal, state and local agencies charged with equal 

employment, to other complainants who have filed a formal charge of discrimination against Parkview 

Haven or any agent thereof whether that formal charge is filed at a federal, state, or local law level. The 

name of complainants, however, will be kept under separate file in the Human Resources Department. 

 

Employees who are dissatisfied with the investigating supervisor/manager's resolution of a sexual 

harassment complaint may file a complaint through Parkview Haven's grievance procedures. No 

employee will be subject to any form of retaliation or discipline for pursuing a sexual harassment 

complaint. 

 

C. Cooperation 

An effective sexual harassment policy requires the support and example of Parkview Haven's personnel 

in positions of authority. The hospital agents or employees who engage in sexual harassment or 

retaliation or who fail to cooperate with Parkview Haven's sponsored investigations of sexual 

harassment or retaliation may be severely sanctioned by suspension or dismissal. By the same token, 

officials who refuse to implement remedial measures, obstruct the remedial efforts of the other 

Parkview Haven employees, or retaliate against sexual harassment complainants or witnesses may be 

immediately sanctioned by suspension or dismissal. 

STATEMENT OF PROHIBITED CONDUCT 

Parkview Haven considers the following conduct to represent some of the types of acts, which violate 

the Company's Sexual Harassment Policy: 

 

A. Physical assaults of a sexual nature, such as: rape, sexual battery, molestation or attempts to 

commit-these assaults and intentional physical conduct which  is sexual in nature, such as touching, 

pinching, patting, grabbing, brushing against another employee's body, or poking another employee's body. 

B. Unwanted sexual advances, propositions or other sexual comments, such as: sexually-orientated, 
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gestures, noises, remarks, jokes, or comments about a person's sexuality or sexual experience directed at or 

made in the presence of any employee who indicates or has indicated in any way that such conduct in his or 

her presence is unwelcome. 

C. Preferential treatment or promises or preferential treatment to an employee for submitting to 

sexual conduct, including soliciting or attempting to solicit any employee to engage in sexual activity or 

compensation or reward; and 

D. Subjecting, or threats of subjecting, an employee to unwelcome sexual attention or conduct or 

intentionally making performance of the employee's job more difficult because of that employee's sex. 

E. Sexual or discriminatory displays or publications anywhere in Parkview Haven's workplace by the 

Parkview Haven employees, such as: Displaying pictures, posters calendars, graffiti, objects, promotional 

materials, )  reading materials, or other materials that are sexually suggestive, sexually demeaning, or 

pornographic, or bringing into the Parkview Haven work environment or possessing any such material to 

read, display or view at work. A picture will be presumed to be sexually suggestive if it depicts a person of 

either sex who is not fully clothed or in clothes that are not suited to or ordinarily accepted for the 

accomplishment of routine work in and around the workplace and who is, posed for the obvious purpose of 

displaying or drawing attention to private portions of his or her body. Reading or otherwise publicizing in the 

work environment materials that are in any way sexually revealing, sexually suggestive, sexually demeaning 

or pornographic; and displaying signs or other materials purporting to segregate an employee by sex in any 

area of the workplace (other than restrooms and similar semi-private lockers/changing rooms). 

 

1. Retaliation for sexual harassment complaints, such as: 

 

A. Disciplining, changing work assignments of, providing inaccurate work information to, or refusing to 

cooperate or discuss work-related matters with any employee because that employee has complained about 

or resisted harassment, discrimination or retaliation; and intentionally pressuring, falsely denying, lying 

about or otherwise covering up or attempting to cover up conduct such as that described in any item above.  

 

B. The above is not be construed as an all-inclusive list of prohibited acts under this policy. 

 

C. Sexual harassment is unlawful and hurts other employees. Any of the prohibited conduct described 

here is sexual harassment of anyone at whom it is directed or who is otherwise subjected to it. Each incident 

of harassment, moreover, contributes to a 
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-SCHEDULE OF PENALTIES FOR MISCONDUCT 

The following schedule of penalties applies to all violations of Parkview Haven's Sexual Harassment Policy, as 

explained in more detail in the Statement of Prohibited Conduct. Where progressive discipline is provided 

for, each instance of conduct violating the Policy moves the offending employee through the steps of 

disciplinary action. In other words, it is not necessary for any, employee to repeat the same precise conduct 

in order to move up the scale of discipline. 

 

A written record of each action taken pursuant to the Policy will be placed in the offending employee's 

personnel file. The record will reflect the conduct, or alleged conduct, and the warning given, or the 

discipline imposed. 

 

ASSAULT 

Any employee's first proven offense of assault or threat of assault, including assault of sexual nature, 

will result in dismissal. 
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Confidentiality 

Parkview Haven pledges to keep information confidential to the greatest extent possible, and expects all 

employees to do so.  Confidentiality is articulated in the policies pertaining to Harassment, Whistle-blowing, 

protected health information, and abuse reporting, but it applies to all policies.   Further discourse on 

confidentiality may be found. 

 

 

 

 

 


