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It is enacted by the General Assembly as follows:

SECTION 1. Title 22 of the General Laws entitled "GENERAL ASSEMBLY" is hereby

amended by adding thereto the following chapter:

CHAPTER 22-20

EQUAL EMPLOYMENT OPPORTUNITY OFFICER

AND SPECIAL COMMITTEE ON PROFESSIONAL CONDUCT

22-20-1. Definitions.

For the purposes of this section:

(1) "Authorized party" means a party authorized to receive a complaint of harassment or

retaliation pursuant to Section 22-20-6.

(2) "Counsel" means the Legal Counsel to the Joint Committee on Legislative Services.

(3) "Director" means the Legislative Personnel Administrator of the Joint Committee on

Legislative Services.

(4) "Discriminatory harassment" means verbal or physical conduct that:

(a) demeans, stereotypes, or shows hostility or aversion toward an individual or group

because of the individual's race, color, religion, national origin, sex, ancestry, sexual orientation,

age, disability status, genetic information, gender identity, active military personnel status,

transgender status or membership in any other protected class and;

(b) (i) has the purpose or effect of creating an intimidating, hostile, humiliating or

offensive working environment; (ii) has the purpose or effect of unreasonably interfering with a

member, officer, intern or employee's work performance or official duties; or (iii) otherwise
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adversely affects a member, officer, intern or employee's employment opportunities or ability to

fulfill his or her official duties or conduct business before the General Assembly.

(4) "EEO Officer" means the independent Equal Employment Opportunity Officer

appointed pursuant to Section 22-20-5.

(5) "Harassment" means discriminatory harassment or sexual harassment engaged in by a

member, officer, intern or employee of the General Assembly or by a third party.

(6) "Sexual harassment" means sexual advances, requests for sexual favors and verbal or

physical conduct of a sexual nature when: (1) submission to or rejection of such advances,

requests or conduct is made either explicitly or implicitly a term or condition of employment or as

a basis for employment decisions, or as a term, condition or basis for the support of certain policy

objectives, political aspirations or business before the General Assembly; or (2) such advances,

requests or conduct have the purpose or effect of unreasonably interfering with a member, officer,

intern or employee's work performance or official duties by creating an intimidating, hostile,

humiliating or sexually offensive work environment. Under this definition, direct or implied

requests for sexual favors in exchange for actual or promised (i) employment benefits such as

favorable reviews, salary increases, promotions, increased benefits or continued employment or

(ii) support for certain policy objectives, political aspirations or business before the General

Assembly, shall constitute sexual harassment. The definition of sexual harassment is broad and

may include other sexually oriented conduct, whether or not it is intended to violate this section,

that is unwelcome and has the effect of creating a workplace environment that is hostile,

offensive, intimidating or humiliating to a member, officer, intern, or employee of the same or

different gender, or those who do not identify as gender binary.

(7) "Supervisor" means a member, officer or employee having direct authority or

oversight over one or more employees.

(8) "Third party", any person visiting the General Assembly, or conducting official

business or work with any member, officer or employee of the General Assembly.

22-20-2. Statement of Policy. (a) The General Assembly is committed to creating and

maintaining a work environment in which all members, officers, interns and employees of the

General Assembly, and all third parties, are treated with respect and free from any form of

harassment, including harassment based on an individual's membership in any protected class.

To that end, the General Assembly will not tolerate harassment of any kind by any member,

officer, intern, employee or third party in the workplace or otherwise in connection with the

official duties or employment responsibilities of a member, officer, third party, intern or

employee. Any individual who believes that he or she may have been the object of harassment,
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or any individual who witnesses something they think may be harassment, is strongly encouraged

to report that information to an authorized party.

(b) The General Assembly shall promote the safety and respectful treatment of all

members, officers, interns and employees of the General Assembly, and all third parties, by

establishing uniform procedures for making and receiving complaints of harassment and

initiating, conducting and concluding investigations into complaints of harassment.

(c) A violation of this policy will subject the member, officer, employee or intern to

discipline pursuant to sections 22-20-8 and 22-20-9.

22-20-3. Discriminatory harassment and sexual harassment prohibited. (a)

Discriminatory harassment may include, but is not limited to, the following conduct: (i) epithets,

slurs, insults or negative stereotyping related to the protected classes; (ii) acts or jokes that are

hostile or demeaning with regard to the protected classes; (iii) threatening, intimidating or hostile

acts that relate to the protected classes; (iv) displays of written or graphic material that demean,

ridicule or show hostility toward an individual or group because of membership in a protected

class, including material circulated or displayed in the workplace, such as on an employee's desk

or workspace, or on General Assembly equipment or bulletin boards, including but not limited to

General Assembly-issued computers, laptops and personal device assistants; and (v) other

conduct that falls within the definition of discriminatory harassment set forth above.

(b) Sexual harassment includes, but is not limited to, the following conduct: (i) gender-

based bullying, including bullying based on transgender or non-gender binary status; (ii) attempts

to coerce an unwilling person into a sexual relationship; (iii) repeatedly subjecting a person to

unwelcome sexual or romantic attention; (iv) punishing a person's refusal to comply with a

request for sexual conduct; and (v) conditioning a benefit on submitting to sexual advances.

(c) Conduct that, if unwelcome, and depending upon the totality of the circumstances,

including the severity of the conduct and its pervasiveness, may constitute sexual harassment

includes, but is not limited to, the following: (i) unwelcome sexual advances, flirtations or

propositions, whether they involve physical touching or not; (ii) sexual "kidding," epithets, jokes,

written or oral references to sexual conduct; (iii) gossip regarding one's sex life; (iv) comment on

a person's body or an individual's sexual activity, deficiencies, or prowess; (v) displaying sexually

suggestive objects, pictures, posters or cartoons; (vi) sexual gestures, leering, and suggestive or

insulting sounds, including comments with sexual content or meaning; (vii) uninvited and

unwelcome physical contact, such as touching, hugging, purposely brushing against the body,

patting or pinching; (viii) indecent exposure; (ix) inquiries into one's sexual experiences; (x)

discussion of one's sexual activities; (xi) sexual emails; and (xii) sexting, or sexual messages or
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images posted on social media, for example, texts, instant messages, Facebook posts, tweets,

Snapchat, Instagram or blog entries.

22-20-4. Retaliation prohibited. No member, officer or employee of the General

Assembly shall retaliate, including against a member, officer, intern, or employee of the General

Assembly who has complained about harassment or participated in an investigation into an

allegation of harassment or retaliation. Any person who believes that he or she may have been

the subject of retaliation for having complained of harassment or retaliation, or for having

participated in an investigation related to an allegation of harassment or retaliation, is strongly

encouraged to report that information to an authorized party.

22-20-5. Equal Employment Opportunity Officer. (a) The General Assembly shall

employ a full-time Equal Employment Opportunity Officer. The Joint Committee on Legislative

Services shall appoint a qualified person with expertise in harassment prevention, conduct of

investigations, and identifying barriers to equal employment opportunity to act as the EEO

Officer at such compensation as the Joint Committee on Legislative Services shall approve. The

EEO Officer shall serve a term of four years from the date of appointment, unless the EEO

Officer sooner resigns, retires or is removed; provided, however, that the EEO Officer may only

be removed: for misfeasance, malfeasance or nonfeasance, as determined by agreement of

Counsel and the Director, and approved by a majority vote of the Joint Committee on Legislative

Services; or by a majority roll call vote of the House and Senate. The EEO Officer may employ

such assistants as may be necessary in the discharge of the EEO Officer's duties, subject to the

approval of the Joint Committee on Legislative Services, and may expend with like approval such

sums as may be necessary for the discharge of their duties.

(b) The EEO Officer shall receive, review and investigate all complaints alleging a

violation of Sections 22-20-2 to 22-20-4, inclusive, as well as any General Assembly anti-

harassment policy or equal employment policy, including, but not limited to complaints alleging

harassment or retaliation. Complaints shall be received, reviewed and investigated pursuant to

sections 22-20-6 to 22-20-9, inclusive. The EEO Officer shall develop and implement written

policies and procedures for receiving, investigating, resolving and maintaining records of

complaints against members, officers, interns or employees of the General Assembly, or against

third parties, made in accordance with sections 22-20-6 to 22-20-12, inclusive.

(c) (1) The EEO Officer, in conjunction with the Joint Committee on Legislative Services

and the Director, shall provide for training of members. Members shall be offered training within

30 days of being sworn in and biennially thereafter. Training shall be in-person and shall include,

without limitation, instruction on: (i) General Assembly equal employment policies, including the
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complaint and investigation process; (ii) workplace harassment specifically, including techniques

for bystander intervention and other best practices; (iii) prohibition on retaliation; (iv) best

management practices; (v) professionalism and respect; and (vi) practices for monitoring the

workplace for issues and identifying risk factors.

(2) The EEO Officer, in conjunction with the Joint Committee on Legislative Services

and the Director, shall provide for training for all appointed officers and employees. Appointed

officers and employees shall be required to complete training within 30 days of initial hire or

appointment and annually thereafter. Training shall be in person and shall include, without

limitation, instruction on (i) General Assembly equal employment policies, including the

complaint and investigation process; (ii) workplace harassment specifically, including techniques

for bystander intervention and other best practices; (iii) prohibition on retaliation; and (iv)

professionalism and respect. Separate trainings shall be held for those appointed officers and

employees who are supervisors and those appointed officers and employees who are not

supervisors. The content of the training shall be tailored appropriately to the recipients.

Supervisors shall be specifically trained on best management practices. Each appointed officer

and employee shall make a signed, written acknowledgement of his or her completion of the

training, which shall be retained by the EEO Officer, who shall provide a copy to the Director to

be maintained in his or her personnel file.

(3) The EEO Officer shall provide for appropriate additional training to members,

officers or employees at any time that the EEO Officer deems necessary or appropriate, including

upon the request of a member, officer or employee.

(4) The EEO Officer, in conjunction with the Director, shall provide for training for

interns during the intern orientation process. The training shall include without limitation,

instruction on: (i) General Assembly equal employment policies, including the complaint and

investigation process; (ii) workplace harassment specifically, including techniques for bystander

intervention and other best practices; (iii) prohibition on retaliation; and (iv) professionalism and

respect. Each intern shall make a signed, written acknowledgement of the intern's completion of

the training, which shall be retained by the EEO Officer, who shall provide a copy to the Director

to be maintained in the Director's records.

22-20-6. Complaint. (a) (1) A member who believes that he or she has been the object of

harassment or retaliation, who witnesses harassment or retaliation, or who becomes aware of

harassment or retaliation may make a complaint, either orally or in writing with the EEO Officer,

Counsel, or the Director. Upon receipt of a complaint pursuant to this subsection, a recipient other

than the EEO Officer shall forthwith provide a detailed account of the complaint to the EEO
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Officer for assessment pursuant to section 22-20-7.

(2) An appointed officer, employee or intern of the General Assembly who believes that

he or she has been the object of harassment or retaliation, who witnesses harassment or

retaliation, or who becomes aware of harassment or retaliation may make a complaint, either

orally or in writing, to any of the officer's, employee's or intern's supervisors, the Director, the

EEO Officer or Counsel. Upon receipt of a complaint pursuant to this subsection, a recipient

other than the EEO Officer shall forthwith provide a detailed account of the complaint to the EEO

Officer for assessment pursuant to section 22-20-7.

(3) A third party who believes that he or she has been the object of harassment, or who

witnesses harassment or retaliation may make a complaint, either orally or in writing, with the

EEO Officer. Upon receipt of a complaint pursuant to this subsection, the EEO Officer shall

assess the complaint pursuant to section 22-20-7.

(b) The EEO Officer shall provide guidance for authorized parties who may receive

complaints under subsection (a), both in the form of the training referenced in section 22-20-5

and otherwise. The guidance shall instruct authorized parties on the proper way to receive

complaints and to advise complainants on issues including, but not limited to, confidentiality,

prohibition on retaliation and the availability of additional resources and avenues for action for

the complainant, including possible criminal action where appropriate.

(c) If a complaint, made pursuant to subsection (a), is against the EEO Officer or an

employee appointed by the EEO Officer, the recipient of the complaint shall notify Counsel, who

shall, in consultation with the Director, investigate the complaint pursuant to section 22-20-7 to

22-20-9, inclusive.

(d) If, based on the nature and circumstances of the complaint, the EEO Officer believes

that he or she cannot objectively assess or investigate a complaint made pursuant to subsection (a)

the EEO Officer shall refer the matter to Counsel who shall assume responsibility for the

assessment or investigation or refer the complaint to outside counsel for investigation. The EEO

Officer shall consult with Counsel to establish guidelines used to identify matters that should be

referred to Counsel or outside counsel pursuant to this subsection.

22-20-7. Procedure. (a)(1) All complaints alleging harassment or retaliation by or

against a member, officer, intern or employee of the General Assembly, or by or against a third

party, received by any member, officer or employee of the General Assembly, shall be

immediately referred to the EEO Officer for assessment.

(2) Upon receiving a complaint alleging harassment or retaliation by or against a

member, officer or employee of the General Assembly, or by or against a third party, the EEO
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Officer shall promptly undertake an assessment to determine whether the complaint is plausible

and requires investigation. Such assessment shall be completed within two weeks from the date of

receiving a complaint.

(3) Upon a determination by the EEO Officer that a complaint is plausible and requires

investigation, the EEO Officer shall commence an investigation of the complaint.

(4) Upon a determination by the EEO Officer that a complaint is not plausible and does

not require investigation, the EEO Officer shall submit a report to Counsel and the Director

describing the complaint and the EEO Officer's basis for determining that the complaint lacked

plausibility and did not require investigation. If either Counsel or the Director objects to the EEO

Officer's determination, the EEO Officer shall commence an investigation of the complaint.

(b) The EEO Officer shall assess complaints and conduct investigations pursuant to

written policies and procedures, which shall be established by the EEO Officer pursuant to

section 22-20-10 and published on the human resources web portal. The policies and procedures

shall ensure that all assessments, investigations and reports are confidential to the fullest extent

practicable under the circumstances and shall include, without limitation, the following: trauma-

informed techniques; mechanisms for investigating complaints made by witnesses or third

parties; standards for collecting and maintaining evidence; consideration of interim measures; and

methods to tailor each investigation to the specific needs of the complainant and particular

circumstances of the complaint.

(c) The EEO Officer shall complete investigations within 90 days; provided, that the EEO

Officer may extend the investigation in extraordinary circumstances. The EEO Officer shall

regularly, but no less frequently than every 2 weeks, update the complainant on the status of the

investigation. If the EEO Officer believes that interim measures are warranted to protect

complainants during the investigation, then the EEO shall recommend such measures to the

appropriate supervisory individual or body.

(d) Upon the conclusion of an investigation, the EEO Officer shall prepare a report

summarizing the complaint, the EEO Officer's investigation, findings and recommendations, if

any, for disciplinary, remedial or preventative action, or any combination thereof.

22-20-8. Discipline. (a) (1) If after completion of an investigation pursuant to section 22-

20-7, the EEO Officer determines that a member has violated sections 22-20-2, 22-20-3 and/or

22-20-4, the EEO Officer shall recommend disciplinary, remedial or preventative action, or any

combination thereof, as is appropriate and proportional under the circumstances, subject to the

limitations set forth in paragraphs (2) and (3).

(2) Where the EEO Officer's action recommended pursuant to paragraph (1) does not
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include reprimand, censure, removal from position as a chair or other position of authority, or

expulsion, prior to imposing such action the EEO Officer shall notify the member of the action

and provide the member with a copy of the EEO Officer's report. The member may, within 10

days of receiving notice, request in writing that the Speaker of the House and the House Minority

Leader, if a member of the House of Representatives, or the President of the Senate and the

Senate Minority Leader, if a member of the Senate, appoint a special committee pursuant to

section 22-20-9 to review the findings and recommendations of the EEO Officer. Upon receipt of

said request, the Speaker and House Minority Leader, or Senate President and Senate Minority

Leader, as appropriate, shall convene a special committee pursuant to section 22-20-9. If the

member fails to request the appointment of a special committee pursuant to section 22-20-9

within 10 days, the EEO Officer shall implement the recommended action.

(3) If the action recommended pursuant to subsection (a) includes reprimand, censure,

removal from position as a chair or other position of authority, or expulsion, the EEO Officer

shall request that the Speaker and House Minority Leader, or Senate President and Senate

Minority Leader, as appropriate, convene a special committee pursuant to section 22-20-9 to

review the findings and recommendations of the EEO Officer. Upon receipt of said request from

the EEO Officer, the Speaker and Minority Leader shall appoint a special committee pursuant to

section 22-20-9.

(4) Upon the request for a special committee made by the EEO Officer or a member

pursuant to this subsection, the EEO Officer shall provide the Speaker and House Minority

Leader, or Senate President and Senate Minority Leader, as appropriate, with a copy of the EEO

Officer's report.

(b) (1) If after completion of an investigation pursuant to section 22-20-6, the EEO

Officer concludes that an appointed officer, intern or employee has violated sections 22-20-2, 22-

20-3, and/or 22-20-4, the EEO Officer shall notify the appointing authority for the appointed

officer, intern or employee and recommend and implement remedial, preventative or disciplinary

action, or any combination thereof, as is appropriate and proportional under the circumstances,

subject to the limitations set forth in paragraph (2). Notwithstanding section 22-20-10, the

appointing authority may inform any other supervisors of the appointed officer, intern or

employee of the remedial, preventative or disciplinary action if the appointing authority believes

that sharing such information is necessary for maintaining proper supervision of the appointed

officer, intern or employee.

(2) If after completion of an investigation pursuant to section 22-20-7 the EEO Officer

concludes that an appointed officer, intern or employee has violated sections 22-20-2, 22-20-3,
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and/or 22-20-4 and the EEO Officer's action recommended pursuant to paragraph (1) includes

termination of employment or internship, the EEO Officer shall forward the recommendation,

with all supporting documentation, to Counsel for review and approval. Counsel shall have two

business days to review the EEO Officer's recommendation. If Counsel approves the

recommendation, Counsel shall notify the EEO Officer and the Director, and the Director shall

immediately terminate the individual's employment or internship. If Counsel rejects the EEO

Officer's recommendation, he shall notify the EEO Officer and the Speaker and the Speaker shall

determine the action to be implemented.

22-20-9. Special Committee on Professional Conduct. (a) Upon receipt of a request

pursuant to section 22-20-8, the Speaker and House Minority Leader, or Senate President and

Senate Minority Leader, as appropriate, shall confidentially convene a Special Committee on

Professional Conduct, which shall consist of 7 members, 5 of whom shall be appointed by the

House or Senate Majority Leader, as appropriate, and 2 of whom shall be appointed by the House

or Senate Minority Leader, as appropriate, with membership on the special committee

apportioned in a way that takes into account the nature of the complaint and the commitment of

the General Assembly to providing fair and equal opportunity in employment. The Speaker or

Senate President shall appoint a member to serve as chair. No member who has declared his or

her candidacy for any other local, state or federal office shall be appointed to a special committee.

Upon appointment of members to the committee, the Speaker and House Minority Leader or

Senate President and Senate Minority Leader, as appropriate, shall notify the EEO Officer and the

member who is the subject of the complaint of the identity of the members appointed. The

existence of the committee and the identity of the members appointed to the committee shall

otherwise remain confidential.

(b) The EEO Officer shall provide the members of the special committee with all records

relevant to the investigation. The special committee shall review all records and may further

investigate, to the extent that it is necessary to resolve the complaint. The special committee may

summon witnesses, administer oaths, take testimony and compel the production of books, papers,

documents and other evidence in connection with its review.

(c) In the case of a special committee convened under this section upon the request for a

review by a member pursuant to paragraph (2) of subsection (a) of section 22-20-7, the committee

shall determine whether the EEO Officer's intended action is proportional and appropriate under

the circumstances. If a majority of the committee so finds, it shall order that the action

recommended by EEO Officer be implemented, along with any additional disciplinary, remedial

or preventative action, or any combination thereof, the committee determines to be proportional
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and appropriate under the circumstances, subject to the limitations set forth in subsection (d). If a

majority of the committee finds that the intended action was not proportional or appropriate under

the circumstances, it may make a new recommendation for disciplinary, remedial or preventative

action, or any combination thereof, subject to the limitations set forth in said subsection (d). All

determinations of the committee pursuant to this subsection shall be final.

(d) (1) If a majority of the committee finds that a member has violated section 22-20-2,

22-20-3, and/or 22-20-4, it may take any disciplinary, remedial or preventative action, or any

combination thereof, as it determines to be proportional and appropriate under the circumstances;

provided, however, that if the committee determines that reprimand, censure, removal from

position as a chair or other position of authority, or expulsion is proportional and appropriate

under the circumstances, it shall file a report with the House Clerk or Senate Clerk, as

appropriate, recommending that the Speaker of the House or the President of the Senate take

appropriate action under House Rules or Senate Rules, or the House or Senate vote, if required,

under House Rules or Senate Rules, to implement the disciplinary action.

(2) Upon the filing of a report pursuant to paragraph (1), the House Clerk or Senate

Clerk, as appropriate, shall promptly: (i) make the report available to all members electronically;

(ii) cause the report to be posted on the website of the General Assembly; and (iii) place the

matter in first position in the Orders of the Day for the next calendar day that the House or

Senate, as appropriate, is meeting; provided, however, that no business shall be conducted on that

calendar day or any day thereafter until the question of acceptance or rejection of the special

committee's recommendation for discipline is decided by a majority of the members voting and

present by a recorded roll call vote. If a majority of the members vote to accept the

recommendation for discipline, the member shall be disciplined in the manner so recommended.

Unless a majority of the members vote to accept the report, the member shall not be disciplined.

(3) All findings and determinations of the committee, including instances where the

special committee does not file a report with the Clerk pursuant to paragraph (1), shall be

reported to the EEO Officer and shall be final. The EEO Officer shall maintain confidential

records of such findings and determinations, except that a report filed pursuant to paragraph (1)

shall be public.

22-20-10. Confidentiality. (a) Any information obtained by a member or employee in

his or her official capacity and relating to a complaint or investigation of harassment pursuant to

sections 22-20-6 to 22-20-9, inclusive, and any records of such information shall be confidential

to the fullest extent possible. Confidentiality shall be specifically subject to subsections (b), (c),

(d) and (e).



DRAFT

(b) (1) The EEO Officer, in reviewing a complaint and conducting an investigation, shall

keep the complaint confidential and shall not disclose the identity of the complainant or the

person against whom the complaint is made or any other details of the complaint with any

member or employee; provided, however, that the EEO Officer may share information to the

extent necessary to interview witnesses or parties to the investigation or to consult with Counsel

if the EEO Officer determines that such consultation is required in connection with the

investigation.

(2) In the case of a complaint against a staff person, the EEO Officer shall maintain

confidentiality throughout his or her investigation and implement all remedial actions and

discipline short of termination confidentially, without sharing the identity of the complainant or

the person against whom the complaint is made or any other details of the complaint with any

member or employee; provided, however, that the EEO Officer may share information to the

extent necessary to implement any remedial actions or discipline or to consult with Counsel if the

EEO Officer determines that such consultation is required in connection with the investigation.

This paragraph shall not limit the EEO Officer's ability to transmit the resolution of a complaint,

including any discipline resulting therefrom, to the Director for inclusion in the employee's

personnel file.

(3) In the case of a complaint against a staff person, where the EEO Officer recommends

termination, the EEO Officer shall share information with Counsel for review. If Counsel and the

EEO Officer disagree as to whether termination is the appropriate discipline, confidentiality shall

only be expanded to the extent needed to inform the Office of the Speaker or Office of the Senate

President, as appropriate, and reach a resolution.

(4) In the case of a complaint against a member, the EEO officer shall maintain

confidentiality throughout his or her investigation by: (i) not disclosing information to any

member or employee who is not a witness or party to the investigation, except to consult with

Counsel if the EEO Officer determines that such consultation is required in connection with the

investigation; and (ii) confidentially recommending all remedial actions short of reprimand,

censure, removal from position as a chair or other position of authority, or expulsion of a

member. This paragraph shall not limit the EEO Officer's ability to: (i) share his or her report

with the Office of the Speaker and the House Minority Leader, or Senate President and Senate

Minority Leader, as appropriate, upon the request for a special committee pursuant to section 22-

20-8; and (ii) share any records relevant to the investigation with the special committee convened

pursuant to section 22-20-9; provided, that when sharing his or her report with the Office of the

Speaker and the Minority Leader, or Senate President and Senate Minority Leader, as appropriate,
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the EEO Officer may use pseudonyms, redaction and other methods the EEO Officer considers

appropriate to address the needs of a complainant or the circumstances of a complaint.

(c) (1) The establishment of a special committee pursuant to section 22-20-9 shall be

completely confidential, except that the House Majority Leader and House Minority Leader, or

Senate Majority Leader and Senate Minority Leader, as appropriate, shall disclose the names of

their respective appointments to the EEO Officer. The EEO Officer shall maintain a confidential

record of the membership of each special committee that is convened.

(2) All proceedings of a special committee convened pursuant to section 22-20-9 shall be

confidential and members of the committee shall not share any information about the complaint

and investigation for which the committee was convened with any other member or employee,

including their own appointed staff; provided, however, that the committee may consult with

Counsel if the chair of the committee determines that such consultation is required in connection

with the investigation.

(3) A special committee convened pursuant to section 22-20-9 shall implement all actions

confidentially, except for reprimand, censure, removal from position as a chair or other position

of authority, or expulsion of a Member; provided that the special committee shall submit a final

report to the EEO Officer and may consult with Counsel if the chair of the committee determines

that such consultation is required in connection with their recommended action. The committee's

recommendation, if any, for reprimand, censure, removal from position as a chair or other

position of authority, or expulsion of a member, shall be a public document; provided, however,

that the committee may use pseudonyms to conceal the identity of the complainant if the

circumstances of the complaint so warrant.

(d) All authorized parties shall keep complaints confidential, except to share the

complaint with the EEO Officer.

(e) Nothing in this section shall limit the ability of the EEO Officer to share information

with a complainant, to the extent appropriate, in order to properly conclude the complaint or

investigation process.

22-20-11. Policies, procedures, and guidelines. The EEO Officer and the Director shall

establish all policies, procedures and guidelines required by sections 22-20-1 to 22-20-10,

inclusive, and may develop supplemental policies, procedures and guidelines necessary to

implement or enforce sections 22-20-1 to 22-20-10, inclusive; provided, that no policy, procedure

or guideline shall take effect without the prior review and written approval of Counsel and the

Joint Committee on Legislative Services. Where appropriate, these policies, procedures and

guidelines shall be included in the handbooks. The EEO Officer and the Director may consult
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with each other, Counsel, and the Joint Committee on Legislative Services to carry out the

requirements of sections 22-20-1 to 22-20-10, inclusive.

22-20-12. Procedure pending appointment of EEO Officer. Pending the appointment

of an EEO Officer, a complaint alleging a violation of sections 22-20-2, 22-20-3, and/or 22-20-4

by a member shall be referred directly to a Special Committee on Professional Conduct, which

shall conduct itself pursuant to section 22-20-9 except as modified by this section. Pending the

appointment of an EEO Officer and utilizing sound business practices, the chair of a Special

Committee on Professional Conduct convened pursuant to this section shall have the exclusive

authority and discretion to retain outside legal and consulting experts, as the chair may deem

appropriate to assist the chair and the committee with the investigation and evaluation of a

complaint received by said committee. Counsel shall, at the request of the chair, assist the chair

and the Special Committee on Professional Conduct with the investigation and evaluation of a

complaint received by the committee.

SECTION 2. This act shall take effect upon passage.


