part time employees must be placed on TCDRS retirement regardless of the number of
hours worked per week. Other county policies will dictate eligibility for other benefits.

Temporary Seasonal: A seasonal employee shall be any employee who is hired into a
position that lasts six (6) or less months and begins at approximately the same time each
year. Examples may include, but are not limited to, summer mowers, and election
workers. The county must define and document the season that the employee is being
hired for. Seasonal employees can be either part time or full time, and they do not
qualify for health insurance through the county under the Affordable Care Act.
Temporary seasonal employees are not eligible for retirement benefits under TCDRS.
Other county policies will dictate eligibility for other benefits.

Regular Variable Hour: A variable hour employee shall be any employee for whom the
County cannot determine the average amount of hours that the employee will work
each week — hours are variable or indeterminate at the time of the employee’s start
date. If the employee works an average of thirty (30) or more hours a week in the
measurement period, the employee will be eligible for health insurance through the
County under the Affordable Care Act. If an employee’s schedule becomes regular, then
the employee shall be reclassified as full or part time depending on the hours worked.
Regular variable hour employees are eligible for retirement benefits under TCDRS.
Other county policies will dictate eligibility for other benefits.

Temporary Part Time: A temporary short-term part time employee shall be any
employee who is expected to work less than thirty (30) hours each week in a position
that is expected to last for a specific period of time or until a specific project is
completed, but no longer than 12 months. If this project goes beyond 12 months, the
employee will move into a regular part time status. Temporary short-term part time
employees are not entitled to any benefits under the Affordable Care Act and are also
not eligible for retirement benefits under TCDRS. Other county policies will dictate
eligibility for other benefits.

1A-3 EQUAL EMPLOYMENT OPPORTUNITY

The County is an equal opportunity employer. The county does not discriminate on the
basis of race, color, religion, national origin, sex, sexual orientation, gender identity or
expression, age, genetic information, pregnancy, marital status, veteran status, and
disability(physical or mental), medical condition, or any other condition or status
protected by law in hiring, promotion, demotion, raises, termination, training, discipline,
use of employee facilities or programs, or any other benefit, condition, or privilege of
employment except where required by state or federal law or where a bona fide
occupational qualification exists. If an employee needs an accommodation as a result of
a condition or status protected by law, please advise your elected official, appointed
official, department head or Human Resources.
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benefit from another person in exchange for having performed duties as a County
employee in favor of that person.

1B-5 HARASSMENT

The County is committed to a workplace free of harassment. Harassment includes
unlawful, unwelcome words, acts or displays based on sex, sexual orientation, gender
identity or expression, race, color, religion, national origin, age, genetic information,
pregnancy, marital status, disability (physical or mental), family or military leave status
or veteran status. Such conduct becomes harassment when (1) the submission to the
conduct is made a condition of employment; (2) the submission to, or rejection of, the
conduct is used as the basis for an employment decision; (3) the conduct creates an
offensive, intimidating or hostile working environment or interferes with work
performance; or (4) it modifies the term, conditions or privileges of employment.
Harassment is strictly prohibited by the County whether committed by an elected
official, appointed official, department head, co-worker or non-employee with whom
the county does business.

Employees who feel they have been harassed or employees who believe they have
witnessed harassment should immediately report the situation to the elected or
appointed official who is responsible for the department in which they work. If, for any
reason, the employee feels that reporting the harassment to the elected or appointed
official may not be the best course of action, the report should be made to the County
Judge or Human Resources.

Every reported complaint will be investigated promptly and thoroughly. Human
Resources shall be responsible for seeing that prompt action is taken to investigate the
claim.

Once the investigation is complete, the employee who is the subject of the harassment
shall be notified of the result of the investigation and any actions which are to be taken.

Retaliation against an employee who reports harassment or who cooperates in the
investigation is prohibited by law as well as this policy. Employees who feel they have
been subjected to illegal retaliation should immediately report the situation to the
elected or appointed official who is responsible for the department in which they work.
If, for any reason, the employee feels that reporting the retaliation to the elected or
appointed official may not be the best course of action, the report should be made to
the County Judge or Human Resources.

Remedial action will be taken in accordance with the circumstances when the county

determines unlawful harassment or retaliation has occurred, up to and including
termination of employment.
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