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ANZA ELECTRIC COOPERATIVE, INC.
BOARD POLICY NO. 403

EQUAL EMPLOYMENT OPPORTUNITY

OBJECTIVE

A. To establish and maintain a continuing policy of non-discrimination in employment and other personnel decisions of all kinds which will ensure compliance with all federal, state and local laws.

B. This policy is adopted in accordance with Policy No. 100 – “BOARD POLICIES”.

POLICY CONTENT

The Cooperative is an equal opportunity employer and makes employment decisions on the basis of qualifications and/or merit. The Cooperative is committed to compliance with all applicable laws providing equal employment opportunities. This commitment applies to all persons involved in the Cooperative’s operations and prohibits unlawful discrimination by any employee of the Cooperative, including supervisors and coworkers. 

PROVISIONS

A. The Cooperative will base employment and promotional decisions solely upon the basis of qualifications and/or merit. 

B. The Cooperative provides equal employment opportunities (EEO) to all employees and applicants for employment. The Cooperative does not unlawfully discriminate on the basis of race, color, religion, religious creed (including religious dress and religious grooming), sex (including pregnancy, perceived pregnancy, childbirth, breastfeeding, or related medical conditions), gender, gender identity (including transgender identity, and transitioning and non-binary), gender expression and sex stereotyping, national origin, ancestry, citizenship, age, physical or mental disability, legally protected medical condition or information (including genetic information), family care or medical leave status, military caregiver status, military status, veteran status, marital status, domestic partner status, sexual orientation, status as a victim of domestic violence, sexual assault or stalking, enrollment in a public assistance program, engaging in protected communications regarding employee wages, requesting a reasonable accommodation on the basis of disability or bona fide religious belief or practice, or any other basis protected by local, state, or federal law.. In addition to federal law requirements, Anza Electric complies with applicable state and local laws governing nondiscrimination in employment.  This applies to all terms and conditions of employment, including recruiting, hiring, placement, 


promotion, termination, layoff, recall, transfer, leaves of absence, compensation and training.

To comply with applicable laws ensuring equal employment opportunities to qualified individuals with a disability, Anza Electric will make reasonable accommodations for the known physical or mental limitations of an otherwise qualified individual with a disability who is an applicant or an employee unless undue hardship would result.
Any applicant or employee who requires an accommodation in order to perform the essential functions of the job should contact the Human Resources Manager and discuss the need for an accommodation.  Anza Electric will engage in an interactive process with the employee to identify possible accommodations, if any, which will help the applicant or employee perform the job. If the accommodation is reasonable and will not impose an undue hardship, Anza Electric will make the accommodation.

The Cooperative’s policy prohibits unlawful discrimination based on:

· Age (40 and over)
· Ancestry
· Color
· Religion
· Religious Creed including religious dress practices and religious grooming practices
· Disability (mental and physical) including HIV and AIDS
· Marital Status
· Domestic Partner Status
· Medical Condition (cancer and genetic characteristics)
· Genetic Information
· Family Care or Medical Leave Status
· Military Caregiver Status
· Status as a victim of domestic violence, sexual assault or stalking
· Enrollment in a public assistance program
· Engaging in protected communications regarding employee wages
· Requesting a reasonable accommodation on the basis of disability or bona fide religious belief or practice 
· Military and Veteran Status
· National Origin (including physical (height and weight), cultural, or linguistic characteristics associated with a national origin group; marriage to or association with persons of a national origin group; tribal affiliation; membership in or association with an organization identified with or seeking to promote the interests 
of a national origin group; attendance or participation in schools, churches, temples, mosques, or other religious institutions generally used by persons of a national origin group; and name that is associated with a national origin group, any ethnic groups, geographic places of origin, and countries that are not presently in existence.)
· Immigration status (including undocumented) unless required to do so in order to comply with federal immigration law.
· Accent unless the individual’s accent interferes materially with the applicant or employee’s ability to perform the job in question.
· English proficiency unless the English proficiency requirement at issue is justified by business necessity. In determining business necessity in this context, relevant factors include, but are not limited to, the type of proficiency required, the degree of proficiency required, and the nature and job duties of the position. 
· Holding a driver’s license issued under section 12801.9 of the California Vehicle Code.
· Citizenship 
· Race
· Sex (which includes pregnancy, childbirth, breastfeeding and medical conditions related to pregnancy, childbirth or breastfeeding)
· Gender, Gender Identity (identification as male, female, transgender or a gender different than the person’s sex at birth) , and Gender Expression (refers to gender-related appearance or behavior, regardless of whether it’s stereotypically associated with an individual’s sex at birth) or Sex Stereotype (is an assumption about someone’s appearance or behavior-or about the ability or inability to perform certain types of work-based on a myth, social expectation or generalization about that person’s sex)
· Sexual orientation
· Or any other consideration made unlawful by federal, state, or local laws.
The Cooperative prohibits unlawful discrimination based on the perception that anyone has any of those characteristics, or is associated with a person who has or is perceived as having any of those characteristics. All such discrimination is unlawful.

RESPONSIBILITY

The Board of Directors shall review and take action on any changes recommended by management in this policy statement.





					
Signed:  ______________________________
                                                                                       President



					Signed:  ______________________________
                                                                                       Secretary
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