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NOTICE OF CIVIL SERVICE COMMISSION MEETING

Sonya Knudsen

SUBJECT: APPEAL BY SONYA KNUDSEN OF THE HUMAN RESOURCES

DIRECTOR’S DECISION TO DISMISS HER EEO FILE #1371
DUE TO INSUFFICIENT EVIDENCE TO SUSTAIN A
COMPLAINT OF HARASSMENT, RETALIATION AND
DISPARATE TREATMENT.

Dear Ms. Knudsen:

The above matter will be considered by the Civil Service Commission at a
meeting to be held on February 3, 2614 at 2:00 p.m. in Room 400, Fourth Floor, City
Hall, 1 Dr. Carlton B. Goodlett Place.

The agenda will be posted for your review on the Civil Service Commission’s
website at www.sfeov.org/Civil Service under “Meeting Materials” no later than end
of day on Wednesday, January 29, 2014. Please refer to the attached Notice for
procedural and other information about Commission hearings. A hard copy of the
department’s staff report on your appeal was provided to you on November 15, 2014.
If, however, you would like an electronic copy of the staff report, you may email your
request to CivilService@sfgov.org.

In the event that you wish to submit any additional docurnents in support of your

" appeal, the deadline for receipt in the Commission office 1s 5:00 p.m. on Tuesday,

January 28, 2014 (as a reminder, we require an original and eight copies of any
supplemental materials you wish to submit—all double-sided, hole-punched, paper-
clipped and numbered). Again, please be sure to redact your submission for any
confidential or sensitive information that is not relevant to your appeal (e.g., home
addresses, home or cellular phone numbers, social security numbers, dates of birth,
etc.), as it will be considered a public document.

Attendance by you or an authorized representative is recommended. Should you or
a representative not attend, the Commission will rule on the information previously
submitted and any testimony provided at its meeting. All calendared items will be heard

~and resolved at this time unless good reasons are presented for a continuance. Asa

reminder, you are to be honest and forthright during all testimony and in all
documentation that you provide to the Civil Service Commission.
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All non-privileged materials being considered by the Civil Service Commission for this item
are available for public inspection and copying at the Civil Service Commission oﬁ' ice Monday
through Friday from 8:00 a.m. to 5:00 p.m.

You may contact me at (415) 252-3247 or at Sandra. Eng(@sfgov.org if you have any questions.

CIVIL SERVICE COMMISSION

/ Mndta & -

SANDRA ENG
Assistant Executive Officer

Attachment

Cc:  Micki Callahan, Department of Hurnan Resources
Silvia Castellanos, Department of Human Resources
Linda Stmon, Department of Human Resources
Janie White, Department of Human Resources
Gloria Louie, San Francisco International Airport
Blake Summers, San Francisco International Airport
Steve Pitocchi, SEIU 1021, 350 Rhode Island, Ste. 100, San Francisco, CA 94103
Commission File

Commissioners’ Binder
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CIvIL SERVICE COMMISSION
CiTY AND COUNTY OF SAN FRANCISCO

EpwiN M. LEE

MAYOR  NOTICE OF CIVIL SERVICE COMMISSION MEETING

Sent via Electronic Mail

January 22, 2014

Blake Summers

Director & Chief Curator Airport Museums
San Francisco International Airport

City Hall, Room 140

P.0O. Box 8097

San Francisco, CA 94128

Blake Summers@flysfo.com

Subject: APPEAL BY SONYA KNUDSEN OF THE BUMAN RESOURCES

DIRECTOR’S DECISION TO DISMISS HER EEO FILE # 1371
DUE TO INSUFFICENT EVIDENCE TO SUSTAIN A
COMPLAINT OF HARASSMENT, RETALIATION AND
DISPARATE TREATMENT: AND EEO FILE # 1618 DUE TO
INSUFFICIENT EVIDENCE TO SUSTAIN A COMPLAINT OF
DISCRIMINATION.

Dear Mr. Summers:

As you may be aware, Sonya Knudsen filed the above-referenced complaints with
the Department of Human Resources (“DHR”) alleging that you subjected her to
harassment, discrimination and retaliation. DHR investigated Ms. Knudsen’s allegations,
and the Human Resources Director determined that there was insufficient evidence to
sustain either complaint. Ms. Knudsen has appealed that determination to the Civil
Service Commission.

In accordance with the City Charter and Civil Service Rules, the Commission may
sustain, modify or reverse the Human Resources Director’s determination; and may
effectuate an appropriate remedy in the event that it finds disctimination, harassment or
retaliation. Any such finding is binding on City departments. The Commission may not
impose discipline on an employee, but in an appropriate case may recommend that the
department consider discipline.

The Equal Employment Opportunity Division of DHR will present and defend the
Human Resources Director’s determination on Ms. Knudsen’s complaints at the Civil
Service Commission meeting to be held on February 3,2014 at 2:00 p.m. in Room 400,
Fourth Floor, City Hall, 1 Dr. Carlton B. Goodlett Place. The Commission will have
received the DHR staff report, which reviews the evidence pertaining to the complaint and
supports the Human Resources Director’s determination, in advance of the meeting. You
will have an opportunity to address Ms. Knudsen’s allegations at the Commission
meeting, if you wish to do so, although you are not required to appear. The Commission




Notice of January 22, 2014 Civil Service Comimission Meeting re: Appeal by Sonya Knudsen.
Page 2 of 2

wili rule on the information prevmusly submitted and any testimony or other evidence provided at its
meeting.

The February 3™ meeting agenda will be posted on the Civil Service Commission’s website at
www.sfgov.org/Civil Service under “Meeting Materials” no later than end of day on Tuesday, January
28" 2014. Additionally, a hard copy of the DHR staff report regarding Ms. Knudsen’s appeal is
available for review at the Civil Service Commission’s office located at 25 Van Ness Avenue, Suite 720,
San Francisco; however, you may email the Commission at CivilService@sfgov.org if you would like a
copy of the report emailed to you.

You may contact me at Sandra.Eng@sfgov.org or (415) 252-3247 should you have any questions.

Sincerely,
CIVIL SERVICE COMMISSION
//f/j W w/%/

SANDRA ENG
Assistant Executive Officer

Cc: Micki Callahan, Human Resources Director
Linda Simon, Director, DHR EEO Programs and Leave Management Program
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CIVIL SERVICE COMMISSION
CiTY AND COUNTY OF SAN FRANCISCO

EpwIN M. LEE
MAYOR

NOTICE OF CIVIL SERVICE COMMISSION MEETING

Sent via Electronic Muil

January 22, 2014

James A. Garfield

Assistant Director Airport Museums
San Francisco International Airport
P.O. Box 8097

San Francisco, CA 94128
Abe.Garfield@flvsfo.com

Subject: APPEAL BY SONYA KNUDSEN OF THE HUMAN RESOURCES
DIRECTOR’S DECISION TO DISMISS HER EEO FILE # 1371
DUE TO INSUFFICENT EVIDENCE TO SUSTAIN A COMPLAINT
OF HARASSMENT., RETALIATION AND DISPARATE
TREATMENT; AND EEO FILE # 1618 DUE TO INSUFFICIENT

EVIDENCE TO SUSTAIN A COMPLAINT OF DISCRIMINATION.

Dear Mr. Garfield:

As you may be aware, Sonya Knudsen filed the above-referenced complaints with
the Department of Human Resources (“DHR™) alleging that you and/or another employee
subjected her to harassment, discrimination and/or retaliation. DHR investigated Ms.
Knudsen’s allegations, and the Human Resources Director determined that there was
insufficient evidence to sustain either complaint. Ms. Knudsen has appealed that
determination to the Civil Service Commission.

In accordance with the City Charter and Civil Service Rules, the Commission may
sustain, modify or reverse the Human Resources Director’s determination; and may
effectuate an appropriate remedy in the event that it finds discrimination, harassment or
retaliation. Any such finding is binding on City departments. The Commission may not
impose discipline on an employee, but in an appropriate case may recommend that the
department consider discipline.

The Equal Employment Opportunity Division of DHR will present and defend the
Human Resources Director’s determination on Ms. Knudsen’s complaints at the Civil
Service Commission meeting to be held on February 3. 2014 at 2:00 p.m. in Room 400,
Fourth Floor, City Hall, 1 Dr. Carlton B. Goodlett Place. The Commission will have
received the DHR staff report, which reviews the evidence pertaining to the complaint and
supports the Human Resources Director’s determination, in advance of the meeting. You
will have an opportunity to address Ms. Knudsen’s allegations at the Commission
meeting, if you wish to do so, although you are not required to appear. The Commission




Notice of January 22, 2014 Civil Service Commission Meeting re: Appeal by Sonya Knudsen
Page 2 of 2

will rule on the information previously submitted and any testimony or other evidence provided at its
-meeting.

The February 3" meeting agenda will be posted on the Civil Service Commission’s website at
www.sfeov.org/Civil_Service under “Meeting Materials™ no later than end of day on Tuesday, January
28", 2014. Additionally, a hard copy of the DHR staff report regarding Ms. Knudsen’s appeal is
available for review at the Civil Service Commission’s office Jocated at 25 Van Ness Avenue, Suite 720,
San Francisco; however, you may email the Commmission at CivilService@sfoov.org if you would like a
copy of the report emailed to you.

You may contact me at Sandra.Eng(@sfgov.org or (415) 252-3247 should you have any questions.

Sincerely,
_ CIVIL SERVICE COMMISSION

/ﬂ VA

SANDRA ENG ,
Assistant Executive Ofﬁcer

Ce: Micki Callahan, Human Resources Director ‘
Linda Simon, Director, DHR EEO Programs and Leave Management Program



Eng, Sandra

“rom: sknudsen <

sent: Friday, November 15, 2013 8:27 AM

To: Eng, Sandra

Cc steve pitocchi@seiul021.org; Maglalang, Jennifer
Subject: - Re: request for extension re EEQ File #1371 and #1618
Dear Ms. Eng,

By means of this email, | am confirming my availability, and that of my representative, Mr. Steve
Pitocch of SEIU 1021, for the Civil Service Commission meeting of February 3, 2014.

From: "Eng Sandra <sandra eng@sfqov.ora>
To: "™ "< !

Cc: “steve pltocch|@se!u1021 org” <steve. pltocchi@se|u1021 org>; "Maglalang, Jennifer"
<jennifer.maglalang@sfgov.org>

Sent: Wednesday, November 13, 2013 3,00 PM

Subject: FW: request for extension re EEQ File #1371 and #1618

Ms. Knudsen,

We were recently informed that the next Civil Service Commission meeting that the department is

available to attend is on February 3, 2014. Please let us know if you are available for the meeting on
February 3, 2014.

Sincerely,

Sandra Eng

Sandra Eng

Assistant Executive Officer
Civil Service Commission

25 Van Ness Avenue, Suite 720
San Francisco, CA 94102
Direct (415) 252-3254

Main (415) 252-3247

Fax (415) 2562-3260

From: Eng,“ééﬁd.r.é.

Sent: Wednesday, November 13, 2013 9:45 AM

To: : _

Cc: steve.pitocchi@seiu1021 org; jennifer maglalana@sfaov.org
Subject: FW: request for extension re EEO File #1371 and #1618

Ms. Knudsen,

This is to acknowledge that the Civil Service Commission has received your request to postpone the
hearing of your appeal that is scheduled for November 18, 2013.



The Civil Service Commission’s notification letter, dated November 7, 2013 was mailed on the same
date. You were already provided a copy of the staff report for your appeal on EEO File #1371, which
was previously heard by the Commission at the meeting of December 19, 2011. When you visited our
office yesterday, Commission staff provided you with a copy of the staff report for your appeal on EEO
File #1618. Now that you have provided our office with your email address, any additional reports will
be emailed to you.

The next Civil Service Commission meetings are scheduled for December 2™ or 16", Please let us
know at which meeting you will be available and we will check if the departments are also availabie to
attend the meeting on the same date.

Sincerely,

Sandra Eng

Sandra Eng

Assistant Execufive Officer
Civil Service Commission

25 Van Ness Avenue, Suite 720
Sarn Francisco, CA 84102
Direct (415) 252-3254

Main (415) 252-3247

Fax (415} 252-3260

Sent: Tuesday, November 12, 2013 4:27 PM
To: Maglalang, Jennifer _
Subject: FW: request for extension re EEO File #1371 and #1618

Civil Service Cemmission Representative

25 Van Ness Avenue, Suite 720

San Francisco, CA 94102

Office (415) 252-3250

Main (415) 252-3247

Fax (415)252-3260

¥rom: sknudsen [advivumus@yahoo.com]
Sent: Tuesday, November 12, 2013 4:13 PM
To: CivilService

Cc: steve.pitocchi@seiu1021.0rg

Subject: request for extension re EEO File #1371 and #1618

12 November 2013

Sandra Eng

Assistant Executive Officer

Civil Service Commission

City and County of San Francisco
25 Van Ness Avenue, Suite 720
San Francisco, CA 94102-6033



Hand-delivered.

RE: Request for Extension re November 18, 2013 meeting scheduled for Sonya Knudsen
Appeal of DHR EEO File # 1371 and EEO File # 1618

Dear Ms. Eng,

By means of this letter | am requesting an extension, continuance, and postponement of the
Sonya Knudsen Appeal of DHR EEO File #1371 and EEO File #1618 from the Civil Service
Commission hearing schedule for 18 November 2013 to a later date.

The reasons for this request are as follows:
- Today, 12 November 2013, | just received CCSF Civil Service Commission
notification re EEO File #1371 and EEO File #1618, via U.S. Post Office, of the
scheduled hearing of 18 November 2013;
- | have not received copies of the CCSF Department of Human Resources (DHR)

Investigative Reports for EEO File #1371 and #1618 noted in the two respective -
nofification letters; _

- | have not had opportunity to review the DHR Investigative Reports filed for EEO
File #1371 and EEO File #1618, thus am unable to file/submit a response by today’s
deadline, 12 November 2013, for Commissicn review.

Your atiention to this matter is appreciated.

Respectiully,

Sonya Knudsen
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Sent Via U.S. Muail
November 7, 2013
NOTTCE OF CIVIL SERVICE COMMISSION MEETING
Sonya Knudsen
SUBJECT: APPEAL BY SONYA KNUDSEN OF THE HUMAN RESOURCES

DIRECTOR’S DECISION TO DISMISS HER EEO FILE #1371
DUE TO INSUFFICIENT EVIDENCE TO SUSTAIN A
COMPLAINT OF HARASSMENT, RETALIATION AND
DISPARATE TREATMENT.

Dear Ms. Knudsen:

The above matter will be considered by the Civil Service Commmission at &
meeting to be held on November 18, 2013 at 2:00 p.m. in Room 400, Fourth Floor,

~ City Hall, 1 Dr. Carlton B. Goodlett Place.

The agenda will be posted for your review on the Civil Service Comruission’s,
wehsite at www.sfzov.org/Civil Service under “Meeting Materials”™ no later than end
of day on Wednesday, November 13, 2013. Please refer to the attached Notice for
procedural and other information about Commission hearings. A copy of the
depaftment’s staff report on your appeal is available for your review zt the Civil
Service Commission’s office located at 25 Van Ness Avenue, Suite 720, San Francisco.

If, however, you would like an electronic copy of the staff report, you may email your
reguest to CivilService@ sfpov.org. :

In the event that you wish to submit any additional documents in support of your
appeal, the deadline for receipt in the Commission office is 5:00 p.m. on Tuesday,
November 12, 2013 (as a reminder, we require an original and eight copies of any
supplemental materials you wish to submit—all double-sided, hole-punched, paper-
clipped and numbered). Again, please be sure to redact your submission for any
confidential or sensitive information that is not relevant to your appeal (e.g., home
addresses, home or cellular phone numbers, social security numbers, dates of birth,
ete.), as it will be considered a public document.

Attendance by you or an authorized representative is recommended. Should you or
a representative not attend, the Commission will rule on the information previously
submitted and any testimony provided at its meeting. All calendared items will be heard
and resolved at this time unless good reasons are presented for a continuance. Asa
reminder, you are to bé honest and forthright during all testimony and in all
documentation that you provide to the Civil Service Commission.
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All non-privileged muaterials being considered by the Civil Service Commission for this item

are available for public inspection and copying at the Civil Service Commission office Monday
through Friday from §8:00 a.nv to 5:00 p.m.

You may contact me at (415) 052-3247 or at Sandra.Eng@sfgov.org if you have any questions.

CIVIL SERVICE COMI\ilIs SION
' 2 i ,
///JVigr‘/ - /

SANDRA ENG

Assistant Executive Qfficer
Attachment
Ce: Micki Callahar; Department of Human Resources

Silvia Castellanos, Department of Human Resources

Linda Simon, Department of Human Resources

Jamie White, Department of Human Resources

Gloma Loule, San Francisco International Adrport

Blake Suramers, San Francisco International Airport

Steve Pitocchi, SEIU 1021, 350 Rhode Island, Ste. 100, South San Francisco, CA 94103
Commission File '

Commissioners’ Binder

Chron



CviL SERVICE COMMISSION
C1rY AND COUNTY OF SAN FRANCISCO

FDWIN M. LEE
MAYOR

E. DENNIS NORMANDY

PRE
SIDENT December 22, 2011
KATE FAVETLX

VICE PRESIDENT NOTICE OF CIVIL SERVICE COMMISSION ACTION

Mary Y. JUNG

Sonya Knudsen
COMMISSIONER. | 3

SUBJECT: APPEAL BY SONYA KNUDSEN OF THX HUMAN
R RESOURCES DIRECTOR’S DECISION TO DISMISS HER EEO
A SANCHEZ
EXECUTIVE OFFICER FILE #1371 DUE TO INSUFFICIENY EVIDENCE TO SUSTAIN
A COMPLAINT OF HARASSMENT, RETALIATION AND
DISPARATE TREATMENT.

Dear Ms. Knudsen:

At its meeting of December 19, 2011 the Civil Service Commission had for
its consideration the above matter.

The Commission continued this item to a meeting when there is a full
Commission seated. (Three (3) votes are needed for Comumission action.)

If this matter is subject to Code of Civil Procedure (CCP) Section 1094.5,
the time within which judicial review must be sought is set forth in CCP Section

1094.6.
CIVIL SERVICE COMMISSION
%ﬂg /7 mﬁ/ﬁ/
ANTTA SANC
Executive Officer

¢-  Silvia Castellanos, Department of Human Resources
Sugan Kim, San Francisco International Airport
Gloria Louie, San Francisco International Airport
Steve Pitocchi, SETU 1021, 350 Rhode Tsland, Ste. 100 So ., S.F, CA 94103
Linda Simon, Department of Human Resources ' '
Blake Surmnmers, San Francisco International Airport
Janie White, Department of Human Resources
Commission File |
Chron

VAN NESS AVENUE, SUITE 720 @ SAN FRANCISCO, CA 94102-6033 @ (415) 252-3247 @ FAX (415) 252-3260 @ www.sfgov.org/ civil_service/




CIviL SERVICE COMMISSION
C11vy AND COUNTY OF SAN FRANCISCO

EpwiN VL. LEE
MavOR
E. DENNIS NORMANDY
PRESIDENT Decernber 8, 2011
KATE FAVETTI NOTICE OF CIVIL SERVICE COMMISSION MEETING
VICE PRESIDENT B
Sonya Knudsen
MARY Y. JONG | s

COMMISSIONER.

SOBJECT: APPEAL BY SONYA KNUDSEN OF THE HUMAN RESOURCES
DIRECTOR’S DECISION TO DISMISS HER EEO FILE #1371 DUE TO
INSOFFICIENT EVIDENCE TO SUSTAIN A COMPLAINT OF
BARASSMENT, RETALTATION AND DISPARATE TREATMENT.

ANITA SANCHEZ‘
EXrCUTIVE OFFICER Dear Ms. Knudsen

The above matter will be considered by the Civil Service Commission af 2 meeting to bs
held on December 19, 2011 at 2:00 p-m. in Room 400, Fowth Floor, City Hall, 1 Dr. Carlton B.
Goodlett Place.

s

This item will appearon the regular agenda after 5:00 pam. af the request of SEITT Tocal
1021, Please refer to the aitached Notice for procedural and other mformation about Commission
hearings.

Attendance by you or an authorized representative is welcome. Should you or your
representative not atiend, the Commission will rule on the information previously submitfed and
testimony provided at ifs meeting.  All calendared items will be heard and resolved at this time vnless
good reasons are presented for 2 cODHNEANCS.

AH nonprivileged muaterinls being considered by the Civil Service Cornmission for this ez
are available for public inspection and copying af the Civil Service Corranission gffice Monday

threugh Friday from 8:00 a.m. fo 5:00 p.nt.
CIVIL m@WCE CO]E%SION

AMNITA SANCHEZ
Executive Officer

Aftackment

o Silvia Castelimnes, Department of Humen Resomrces
Sosen Kim, Sz Francisco Informational Anport
Giona Lonie, Szn Frentisco Intermational Airport
. Steve Pitoochi, SEIU 1021, 350 Rhode Eland, Ste. 100 5o, SF, CA 54103
Linda Sknon, Depertment of Buman Resommees .
Blake Semmers, San Francisco Intemnations) Alrport

Jamic Whltc, ?ﬂ@mm‘f of Homan Resources THIS DOCUMENT SUPPORTS
Comrassion el " A

Cormmmissioness’ B CALENDAR ITEM
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E. DENNIS NORMANDY
PRESIDENT

KATE FAVETTI
VICE PRESIDENT

Mary Y. JUNG
COMMISSIONER

ANITA SANCHEZ
ExECUTIVE OFFICER

CrviIL SERVICE COMMISSION
Crivy AND COUNTY OF SAN FRANCISCO

EpwiN VL. LEE
MAYOR

October 20, 2011

NOTICE OF CIVIL SERVICE COMMISSION ACTION

Sonya Knudsen

SUBJECT: APPEAL BY SONYA KNUDSEN OF THE HUMAN

RESOURCES DIRECTOR’S DECISION TO DISMISS HER EEQ
FILE #1371 DUE TO INSUFFICIENT EVIDENCE TO SUSTAIN
A COMPLAINT OF HARASSMENT, RETALIATION AND
DISPARATE TREATMENT.

Dear Ms. Knudsen:

At its meeting of October 17, 2011 the Civil Service Commission had for
its consideration the above matter.

Tt was the decision of the Commission to postpone to the meeting of

December 19, 2011 at the request of SEIU Local 1021, Stipulated this will be the
last continuance granted.

If this matter is subject to Code of Civil Procedure (CCP) Section 1094.5,
the time within which judicial review must be sought is set forthin CCP Section
1094.6. '

CIVIL SERVICE COMMISSION

(e sk

ANITA SANCHEZ
Execufive Officer

¢:  Silvia Castellanos, Department of Human Resources
Susan Kim, San Francisco Internatiopal Airport
Gloria Louie, San Francisco International Airport
Steve Pitoechi, SEIU 1021, 350 Rhode Island, Ste. 100 So ., S.F., CA 54103
Linda Simon, Department of Human Resources :
Blake Summers, San Francisco International Axport
Janie White, Department of Hurnan Resources
Commission File
Chron
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E. DENNISANORMA_;NDY
PRESIDENT

KATE FAVETTI
VICE PRESIDENT

MARY Y. JUNG
COMMISSIONER

ANITA SANCHEZ
EXECUTIVE OFFICER

CIVIL SERVICE COMMISSION
- CrrYy AND COUNTY OF SAN FRANCISCO

EpwiN L LEE
MAYOR

October &, 2011

NOTICE OF CIVIL SERVICE COMMISSION MEETING

It} Kudsc‘n .

SUBJECT: APPEAY. BY SONYA KNUDSEN OF THE HUMAN RESOURCES
DIRECTOR’S DECISION TO DISMISS HER EEO FILE #1371 DUE TO
INSUEFICIENT EVIDENCE TO SUSTAIN A COMPLAINT OF
HARASSMENT, REFTALIATION AND DISPARATE TREATMENT,

Dear Ms. Knadsen®

The above matter will be considered by the Civil Service Commission at 2 meefing fo be
held cr October 17, 2011 at 2:00 p.m, in Room 400, Fourth Floor, City Hall, 1 Dr. Carlton B.
Goodlett Place.

This item will appear on the regular agenda after 5 :-OGAp.m. at the request of SEIU Local

- 1021. Please tefer o the atinched Notice for procedural and other information about Cormission

hearings.

Attendance by you or an awhorized representative is welcome. Should you or your
representative not attend, the Commission will rute on the information previously submiited and
testimomny provided at its meeting. All calendared itemns will be heard and resolved at this tirne nnless
good reasons are presented for a contimance.

AL ronprivileged materials being considered by the Civil Service Commission for this item
are available for public inspection and copying af the Civil Service Commission office Monday
through Friday from 8:00 a.m. fo 5:00 p.r.

CIVIL SERVICE COMMISSION

(L.

ANITA SANCHEZ
Execuiive Officer

Attachment

o Siivia Castellanos, Department of Humean Resources
Susan Kim, San Francisco International Arport
Gioria Louis, San Francisco International Airport
Steve Pitoschi, SETU 1021, 350 Rhode Istend, Ste. 100 So ., SF, CA 94103
Linda Simon, Departeneat of Humen Resources
Blake Summers, San Francisco International Alrport
Janie White, Department of Human Resources

Commission File THIS DO CUMENT SU?P%

Commissioner’ Binder CALENDARITEM _ /&

25 VAN NESS AVENUE, SUITE 728 ® SAN FRANCISCO, CA 54102-6033 @ (415) 252-3247 @ FAX (415) 252-3260 ® www.sfgov.org/civil_service/



E. DENNIS NORMANDY
PRESIDENT

DONALD A. CASPER
VICE PRESIDENT

MORGAN L GORRONO
COMMISSIONER

MARY Y. JUNG
COMMISSIONER

LIsa SEmrz GRUWELL
COMMISSIONER

ANITA SANCHEZ
EXeConvE OFFICER

25 VAN NESS AVENUE, SUTTE 726 ® SAN FRANCISCO, CA 94102-6033 @ (415) 252-3247 @ FAX (415) 252-3260 @ www.sfgov.orgicivil service/

CiviL SERVICE COMMISSION
Ci1Y AND COUNTY OF SAN FRANCISCO

EpwiN M. LEE

MAYOR
Septermber 14, 2011
NOTICE OF CIVIL SERVICE COMMISSION MEETING
Sonya Knudsen
SUBJECT:

APPEAL BY SONYA KNUDSEN OF THE HUMAN RESOURCES
'DIRECTOR’S DECISION TO DISMISS HER EEO FILE #1371 DUE TO
INSUFFICIENT EVIDENCE TO SUSTAIN A COMPLAINT OF
HARASSMENT, RETALIATION AND DISPARATE TREATMENT.
!

Dear Ms. Knudsen:

The above matter will be considersd by the Civil Service Commission at a rescheculed
meeting to be held on FRIDAY, September 23, 2011 at 3:00 p.w. in Room 400, Fourth Floor,
City Hall, 1 Dr. Carlton B. Goodlett Place.

This item will appear on the consent agenda with a recommendation. to postpone to the
meeting of October 17, 2011, after 5:00 p.m. at the request of SEIU Local 1021. Please refer to
the attached Notice for procedural and other information about Comrmission hearings.

Aftendance by you or an authorized representative is welcome. Should you or your
representative not attend, the Commission will rule on the information previously submitted and

testimony provided at its meeting. All calendared items will be heard and resolved af this time unless
good reasons are presented for a contimuance.

All nonprivileged materials being considered by the Civil Service Commission for this item

are available for public inspection and copying at the Civil Service Commission affice Monday
through Friday from 8:00 a.m. 1o 5:00 p.m. '

CIVIL SERVICE COMMISSION

ANITA SANCHEZ
Executive Officer

Attachment

c Silvia Castellanos, Department of Human Resources
Susan Kim, San Francisco International Airport
Gloria Louie, San Francisco International Airport
Steve Pitoochi, SEIU 1021, 350 Rhode klmd, Stz, 100 So ., SF., CA 24103
Linda Simon, Department of Human Resources
Blake Summers, Sun Francisco International Alrport
Tanie White, Depariment of Human Resources
Commission File
Commissioners’ Binder
Chron
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E. DENNIS NORMANDY
PRESIDENT

DONALD A. CASPER
VICE PRESIDENT

MORGAN R. GORRONO
COMMISSIONER

MARrY Y. JUNG
COMMISSIONER

LISA SEITZ GRUWELL
COMMISSIONER

ANITA SANCHEZ
AXECUTIVE OFFICER

25 VAN NESS AVENUE, SUITE 720 ® SAN FRANCISCO, CA 941026033 ® (415) 252-3247 @ FAX (415) 252-3250 ® www.sfgov.org/civil_service/

CrviL SERVICE COMMISSION
CiITY AND COUNTY OF SAN FRANCISCO

Epwin M. LEE
MAYOR

August 4, 2011

NOTICE OF CIVIL SERVICE COMMISSION MEETING

Sonya Knudsen ‘

SUBIJECT:

APPEAL BY SONYA KNUDSEN OF THE HUMAN RESOURCES

DIRECTOR’S DECISION TO DISMISS HER EEO FILE #1371 DUE
TO INSUFFICIENT EVIDENCE TO SUSTAIN A COMPLAINT OF
HARASSMENT, RETALIATION AND DISPARATE TREATMENT.

Dear Ms. Xnudsen:

The above matter will be considered by the Civil Service Commission at a meeting
to be held on Amgust 15, 2011 at 2:00 p.m. in Room 400, Fourth Floor, City Hall, 1 Dr.
Carlton B. Goodlett Place.

This item will appear on the regular agenda. Please refer to the attached Notice for
procedural and other information about Commission hearings.

Attendance by you or an authorized representative is welcome. Should you or your
representative not attend, the Commission will rule on the information previously submitted
and testimony provided at its meeting. All calendared items will be heard and resolved af this
time unless good reasons are presented for a continuance.

All nonprivileged materials being considered by the Civil Service Commission for
this iterm are available for public inspection and copying at the Civil Service Commission
office Monday through Friday from 8:00 a.m. fo 5:00 p.m.

CIVIL SERVICE COMMISSION
ANITA SANCHEZ TY
Executive Officer
" Attachment
c Silvia Castellanos, Deparfment of Human Resowroes

Susan Kim, San Francisco Tnternational Airport

Gloria Louie, San Frameisco Intersational Adrport

Steve Pitooehi, SEIU 1021, 350 Rhode Island, Ste, 100 So ., S.F., CA 94103
Linda Sirnon, Departonent of Human Resources

Bleke Summers, San Francisco International Airport

Janie White, Depariment of Human Resources

Cormmission File THIZ TCO 77T SUPPQRTS
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MORGAN R. GORRONO
PRESIDENT

E. DENNIS NORMANDY
VICE PRESIDENT

Jovy V. BOATWRIGHT
COMMISSIONER

DONALD A. CASPER
COMMISSIONER

MARY Y. JUNG
COMMISSIONER

ANITA SANCHEZ
EXECUTIVE OFFICER

25 VAN NESS AVENUE, SUITE 720 @ SAN FRANCISCO, CA 94102-6033 @ {415) 252-3247 ® FAX (415) 252-3260 @ www.sfgov.org/civil_service/

CiviL SERVICE COMMISSION
C1TY AND COUNTY OF SAN FRANCISCO

GAVIN NEWSOM
MAYOR
NOTICE OF RECEH’T OF APPEAL
DATE: October 26, 2009
REGISTER NO.: 0343-09-6
APPELLANT: SONY A KNUDSEN
Micki Callahan

Human Resources Director
1 South Van Ness Avenue, 4™ Floor
San Francisco, CA 94103

Dear Ms. Callahan:

The Civil Service Commission has received the attached letter from Sonya
Knudsen appealing the Human Resources Director’s decision to dismiss EEO file
#1371 due to insufficient evidence to sustain her complaint of harassment,
retaliation or disparate treatment. The appeal is fransmitted to you for review and
action as is appropnate.

This matter has been tentatively scheduled for hearing by the Civil Service
Commission at 2:00 p.m. on December 7, 2009 in Room 400, 4th Floor, City Hall,
1 Dr. Carlton B. Goodlett Place. If you are unable to proceed on this date or if for
any reason the appeal is not timely or appropriate, please notify me by use of the
"Action Request on Pending Appeal/Request” (CSC Form Number 13).

Sincerely,

CIVIL SERVICE COMMISSION

ANITA SANCHEZ
Executive Officer

Attachment

¢: Jessica Huey, Department of Human Resources
Donna Kotake, Department of Human Resources
Linda Simon, Department of Human Resources
Gloria Louie, Ajrport Commission



KMORGAN R. GORRONO
PRESIDENT

E. DENNIS NORMANDY
VICE PRESIDENT

Joy Y. BOATWRIGHT
COMMISSIONER

DONALD A. CASFER
COMMISSIONER

MARY Y. JUNG
‘CONMMISSIONER

ANITA SANCHEZ
EXECUTIVE OFFICER

C1viL SERVICE COMMISSION
CI1TY AND COUNTY OF SAN FRANCISCO

GAVIN NEWSOM

MAYOR ‘
DATE: October 26, 2009
REGISTER NO.: 0343-09-6
APPELLANT: SONIA KNUDSEN

Sonya Knudsen

Dear Ms. Knudsen:

The Civil Service Commission received your letter appealing the Human
Resources Director’s decision to dismiss EEO file #1371 due to insufficient
evidence to sustain your complaint of harassment, retaliation or disparate treatment.

Your request has been forwarded to the Départment of Human Resources
for investigation and response to the Civil Service Commission.

If timely and appropriate, this matter will be scheduled for hearing by the
Civil Service Commission in the near fiture. You will be notified approximately
one week in advance of the hearing date. The Civil Service Commission meets on
the 1st and 3rd Mondays of each month. The deadline for receipt in the
Commission office of any additional information you may wish to submit is 5:00
p.m. on the Tuesday preceding the meeting date.

Sincerely,

CIVIL SERVICE COMMISSION

U o

Executive Officer

c: Micki Callahan, Fluman Resources Director
Jessica Huey, Department of Human Resources
Donna Kotake, Depariment of Human Resources
Linda Simon, Department of Human Resources
Gloria Louie, Airport Commission
Alpha
Chron

M r s aTmOE A UTNTTE STTTE 770 ® SAN FRANCISCO, CA 94102-6033 ® (415) 252-3247 @ FAX (415) 252-3260 ® www.sfgov.org/civil_service/
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__SONYA KNUDSEN

TO: Glgrig Shepard
CCS&CxwlﬁSemte C?m;{zlission
Fromu: Sonyﬁ Knudsen 7
RE: EEO File #1371 Complaint of Employment Discrimination
Date:  Friday, 23 October 2009

Dear Ms. Shepard:

Please note the enclosed:

_ CCSF DHR letter from Ms. Micki Callahan, DHR Director dated 09/25/09 —
four (4) pages

- CCSF Civil Service Commission ap
Service Commission form, and attac

peal filing, inclusive of this fax cover letter, Civil

hed documentation - nine (3) pages
Duc to an error on my part, I just noti

ced that I noted the incorrect EEO file number at
base of attachment pages, thus am sending this packet to supersede previous one. The
cormrect EEO file # is 1371, Thank you.

f&\

Civil Service Commmission Appeal re CCSF DHR-EEO File #1371
Knndsen, 23 October 2009, page 1 of 7
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23 Octobar 2008

Ms. Anita Sanchez

Executive Officer

Civil Sarvice Commission

City and County of San Francisco
25 \ar Ness Avenue, Suite 720
San Francisco, CA 941026033

RE: Civil Servica Commission Appeal re CCSF DHR-EEO Fila #1371

Dear Ms. Sanchez:

By means of this letter and the enclosed Civil Service Commission, City and County of San Francisco
(CCSF) “Appeal to the Civil Service Commission® form, attached appeal basis sheets and supportting
documentation, | am submitting an appeal for the 25 September 2008 determination received from the City
and County of San Francisco's Department of Human Resources (DHR) with regard to a Equal Employment
Opportunity (EEO) department diserimination complaint (EEO File #1371).

. Yours respectively,

Sonya Knudgen
enclosures:  CCSF “Appeal to the Civil Service Commission® form (2 pages)
Fax page, cover letter and supporting documentation ( 7 pages)
CCSF DHR Director Micki Callahan investigation results leiter dated 09/25/09 (4 pages)

cc: Steve Pitocchi, SEIU Local 1021

Civil Service Commission Appeal re CCSF DHR-EEO File #1371
¥nudsen, 23 October 2009, page 20of 7
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CSC Register No.

CIVIL SERVICE COMMISSION
City and County of San Francisco
95 Van Ness Avenue, Suite 720 To:
San Francisco, California 94102-6033
Kate Favetti, Executive Officer
(415) 252-3247

CC:

- APPEAL TO THE CIVIL SERVICE COMMISSION

TYFE OF APPEAL: {Check One) , ]

JNSTRUCTIONS: Submit an original copy of this form to the
Executive Officer, Civil Service Commission, 25 Van Ness | I Examinarion Matters (by Noon on 5* working day)
Avenue, Sujte 720, San Francisco, CA 94102-6033. Appeal | 11 Employee Compensation Matters (by Noon an Teh

must bc received by the Executive Officer within the working day) - Limited application

designated number of days following the postmarked mailing |~ Personal Service Contracts (Posting Period)

date of notification from the Deparment of Human Resources to | 7 Other Matters (30 Calendar days)

the appellant. Original signamre of appellant or authorized (i.e., Human Resources Director! Executive Officer Action)

representative required for appeals. (E-mail pot aceepted.) ¢* Future Employability Recommendations {See Notice to

Employee)

Full Name of Appeliant Work Address - Work Telephone
Sonya Knudsen SF Intl Airport PO Box 8097 SF CA 94128 650-821-6726
Job Code Title Departinent

3546 Curator IV Curator in Charge Admin / Special Projects  San Francizco Ajrport Museums, SF Int] Airport

Residence Address Ciy State Zip Home Telephone

RISt

Full Name of Authorized Representative (if any) Telephone Number (including Area Code)

R e el M AR AL W A At i 0, A R A o AR AT W e @ A W W T e TR e R ity gt " T o L o G L W Lo Pl o s W w3

COMPLETE THE BASJS OF THIS APPEAL ON THE REVERSE SIDE. (Use additional page(s) if necessary)

L mie ooy o WP, L AT G AT £ popppp——p P T I P S s i A A QR W T AT T R L e e Bt i e L e M AT B A AT R A

Does the basis of this appeal include mew information not | Check One:
previously presented in the appeal to the Human Resources ® Yes 0O No
Director? If so, please specify.

Ip/z2/09
Date’

Original Signature if Appellant or Authorized Representative

CSC-12 (7/99) Diate Recelved by Civil Service Coramission:
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State the basis of this appeal in detail:

See attachments re Knudsen appeal re DHR EEO file #1371

CSC-12 (7/99) (Use additional sheets if needed)
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RE:  CCSF Civil Service Commission Appeal (CCSF DHR-EEQ file #1371)

Discrimination complaint filed by:
Sonya Knudsen, 3546, Curaior v
Curator in Charge of Administration and Special Projects
San Francisco Airport Museums (SFAM)
San Francisco Intemational Aiport (SFO)
.~ City and County of San Francisco (CCSF)

Discrirnination complaint filed against:
Blake Summers, Director and Chief Curator
San Francisco Airport Museums (SFAM)
San Francisco Intemational Airport (SFO}
City and County of San Francisco (CCSF)

Basis for Appeal, based on CCSF policies and procedures, Federal, State, CCSF, SFO laws, directives,
policies, et al..

- Compisints re discrimination, harassment, and retaliation

_ Redefined and restructured work assignments and role

_ Denial of promotion dus io FMLA status and gender

- Lack of adherence to CCSF and SFO polices, procedures, dirsctives, et al.

. Incompiete and inconsistent CCSF DHR /EEQ investigation process

Cjvil Service Commission Appeal ro CCSF DHR-EEO File #1371
Knudsen, 23 October 2009, page 3 of 7
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___ _SONYA KNUDSEN

I Harassment due to Retaliation

I-A, Excesslve scrutiny re Attendance Standards

Me Knudsen has never been in violation o abused CCSF Attendance Standards before or after her CCSF-
approved FMLA leave at the San Francisco Airport Museums (SFAM), San Francisco international Airport
(SFO). Prior to Ms. Knudsen's FMLA absence at SFAM, there existed a pattern of Altendance Standards
that were un-enforced and tax, inclusive of staff abuse of sick leave, incomect accounting of work hours, late
arrivals, early departures, efc. Upon Ms. Knudsen's retumn from FMLA leave, all prior aspects remained but
Ms. Knudsen was subjected to disparate treatment, uniquely scrutinized and quesfioned.

Ms. Knudsen received excessive and continued inquiries and commentary from her supervisor, Mr. Blake
Summers, SFAM Director and Chief Curator, and his assistant, Ms, Kathie Smookler, particularly Ms.
Knudser's use of sick feave vs. vacation hours for medical appointments. No other SFAM staff member was
similarly questioned or pressured even though overall policy misuse continued. Urlike other SFO
departments, such as the Airport's FOM Crafts depariments where parsonnal account for their daily work
hours via computer system and timesheets that are signed off by their supervisor, the Airport Museums'
timesheets are rudimentary and based on a honor-system, with ro accountability and end of week summary
sign-off by authorized SFAM representative. Building access is via computer scan cards and provide
documentation of SFAM staff access / egress but it is also a system that can be avoided by using other
doors, as is the case then and now. Since this Knudsen discrimination complaint filing re Attendance
Standards, Mr. Summers has corrected his own work hours, while other SFAM staff hours remain as before.
All SFAM time sheets are on file with SFO Payroli but are not accurate reflection of SFAM staff hours noted
therein. In the 25 September 2009 CCSF DHR investigation report, there is a notation by the DHR Director
that, "Managers have a responsibility to ensure employees are accurately documenting their work time and
it is possible that the Airpart Museums may change the current method of daily sign-in by all employees in
order to more accurately record employes time.”

Giving specific examples, in the role of a whistieblower, further exposes Ms. Knudsen to additional worksite
retaliation. Ms. Knudsen cannot be in confiict with her supervisor to enforce Attendance Standards; that is
Mr. Summers’ responsibility, a department head and member of Airport Administration Senior Staff. It is only
pertinent and alarms Ms. Knudsen that her position at SFAM and SFO is in jeopardy, and that she is the
recipient of disparate treatment, harassment and retaliation. A current instance: Ms. Knudsen's FY 08 /09
CCSF Performance Evaluation Report in which Mr. Summers downgraded Ms. Knudsen's Attendance
Standards by two ratings, from Outstanding to Good, which had been subsequently amended due to Ms.
Knudsen's efforts and a complaint being filed. There are further axampies of Ms. Knudsen being subjected
to questioning and pressured inappropriately by Mr. Summers, e.g., use of vacation hours due fo low
balance of sick hours for medical appointments, submittal of FMLA requests, amongst others, all consistent,
intimidating and unprecedented in comparison to past and present precedent. Therefore, this singular
aftention to Ms. Knudsen's attendance is alarming, and impacts Ms, Knudsen's job security and future
smployment and promotional opporunities.

1.B. Redefined and Restructured Work Assignments

Change of Ms. Knudsen's work responsibiiities from Mareh — June 2007 compared to Aprit 2008 and
thereon. In March 2007 to June 2007, while working a FMLA part-fime schedule with reasonable
accommodations, Ms. Knudsen was responsible for SFAM Administration, Special Projects, and Faciiities
Management including, but not limited to, personnel management, SFAM monthly administrative reports

Civil Service Commission Appeal re CCSF DHR-EEO File #1371
Knudsen, 23 October 2009, page 4 of 7
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and projects, SFAM exhibition schedule mainienance and updated on FilemakerPro and Excel databases,
SEAM Registration departmant exhibifion log, SFAM monthly insurance reports to SFO Risk Management.

Upon Ms. Knudsen's retumn from CCSF FMLA full-time sick leave in April 2008, Ms, Knudsen's job
responsibilities were changed and she was no langer responsible for SFAM exhibition maintenance and
updates on FilemakerPro and Exce! databases, SFAM Registration department exhibition log, SFAM
montitly insurance reports fo SFO Risk Management. Further, Ms. Knudsen was placed in a supporting
rather than a leading position with regard to preparing for a new SFAM collection management database
migration, instructed by her supervisor, Mr, Blake Summers, to ask Ms. Julie Takata, CCSF 3632 Librarian,
and Ms. Barhara Geib, CCSF 3546 Curator IV, for work assignments and instructions, providing them
updates and reports of her progress, all the more curious in that Ms. Knudsen had previously been Ms.
Geib's supervisar. Sinca April 2008 Ms. Knudsen has consistently provided Me, Geib key assistance and
support given that Ms. Geib bas bean struggling to fulfill her sssential job responsibilities although Ms. Geib,
in Aprit 2008 has had three newty hired CCSF SFAM Registrars under her supervision and direction.

Since April 2008, Ms. Knudsen's job had been and continues o be inconsistently redefined and restructured
by her supervisor, Mr. Blake Summers, with many work duties and responsibilities ever changing. Further,
past responsibiiies designated {o other SFAM staff has placed Ms. Knudsen in a position of supporting and
supplementing rather than directing and coordinating. Increasingly, Ms. Knudsen's job assignments and
duties are subject to disparate scrutiny and Interferance and new placed, inconsistent fimitations that

" undemine and make for a difficult and awkward working refationship with her supervisor.

Ms. Knudsen is SFAM's Curator in Charge of Administration and Special Projects, and her position and
skillsets are uniguely suited to aid her supervisor, Mr. Summers, in operational and program activiges,
inclusive of administration, project and facility management, et al. Since Ms. Knudsen's retumn from FMLA in
Aprit 2008, her job responsibilities and staff interaction have been altered by her supervisor, & questionable
managerial discretion. The selections and choices Mr. Summers makes with regard to Ms. Knudsen's job
duties are key to future promotional opportunities and are indicative of his priorities and outiook, and
suggests a continued pattem and mindset that perpetuates discrimination and disparate treatment. Just as
Ms. Knudsen was concemed about a health condition notation and related attendance rating change in PAR
reports, and how such would negatively impact future career opportunities, Ms. Knudsen s far more _
concemed about namow administrative responsibilities and staff interaction that provide fimited indication to
SFO and CCSF management and third parties of her exparience, qualifications, and contributions to the
worksite, undermining and negating future career growth and promotions,

C. Kathle Smookler July 1, 2008 :

On July 1, 2008 Ms. Knudsen is confronted by Ms. Kathie Smookler, secretary o Mr, Blake Summers, with
accusations of undemining Mr. Summers, going behind his back, being disrespectful, involving another
SFAM staff person as *mediator and go-between.” Ms. Smookler's words and actions were offensive,
confrontationa!, adversarial, and intimidating, further worsened when Ms. Smookler physicalty blocked Ms.
Knudsen's two atiempts to depart her office. While the 25 September 2003 DHR investigative report notes
that Ms. Smookier did apologize and has not repeated like behavior, there is no mention that this event is
not an isolated one {note two additional disctimination complaints filed on behalf of Mr. Kenneth Yazzie,
SFAM Regjistrar at that time) and does nof give indication that Ms. Knudsen prompted resolution of the
incident, and had taken precautions nol to be sxposed to such circumstances again. Ms. Smookler's
hahavior, inappropriate as a feliow CCSF employee, is especially troubling given that she is & core
representative and confidant of Mr. Blake Summers.

Civil Service Commission Appeal re CCSF DHR-EEO File #1371
Knudsep, 23 Octaber 2009, page 5 of 7

87



1p,23/20889 17:44 6583436548

PAGE

1-D. Blake Summers, July 9, 2008

On July 9, 2008 Mr. Summers sought out Ms, Knudsen to discuss a SFO Carpentry department complaint
against Ms. Knudsen recaived from Mr. Peter Acton, SFO Maintenance. Ms, Summers doss not provide
specific details or information regarding Carpentry complaint. Mr. Summers, behind closed doors, proceeds
to harass, intimidate, and discriminate against Ms. Knudsen, inclusive of deniat of request for neutral, third-
party participant. In this July 8, 2008 meeting, Mr. Summers stated and used phrases such as, “there have
been significant complaints against you; you've been a problem from get-go; [ can't change you; you're
difficult to work with; you never fisten; don't <it thare all proper: you have a hard time geting along with
people; you can't work with anyone; ciearly you're unhappy here, look at the number of complaints you've
fited; do you want to quit?” Ms. Knudsen departs for the day concemed about strained, difficult, and
increasingly hostile working conditions at SFAM, her employment and future at SFAM, SFO, and CCSF.

The 25 September 2008 DHR investigative report states, “The evidence did not demonstrate that this
interaction was severe or pervasive as o alter the terms and condition of Ms. Knudsen's employment, the
comments did not dissuade Ms. Knudsen from exercising her right to file complaints; and there is no
evidence of any tangible adverse employment action.” The mere fact that Ms. Knudsen filed a complaint
does not mean that the incident was not severe. In fact the filing of the complain confirms the hope by Ms.
Knudsen that this disparate treatment will stop, seeking the aid and invalvement of CCSF. Throughout Ms,
Knudsen has maintained professional decorum and fulfitled essential work responsibifities but the added
strain and stress of a supervisor who does not adhere to normal supervisory behavior and interaction [
notable. Harassment is a form of discrimination that occurs when someong engages in unwelcome and
unreasonably offensive conduct hased on a protected category, and that conduct could adversely affect an
employae's working condition. An employer has a duty to maintain a harassment-free workplace for allits
employees. Mr. Summer's actions since November 2007 has been incremental, consistently escalating, and
cumulated in his actions and words in this maeting.

Il Denial of Promotion due to Retatiation and Gender (female)

On May 2008 Ms. Knudsen was told by her supetvisor, Mr. Blake Summers, that two SFAM staff promotions
ha had recommended for FY 07 / 08 for CCSE 0922 — Manager | and CCSF 3546 — Curator IV to be carried
over to FY 08 / 08 were not applicable to her, saying, “Why would } promote you? You weren't here for a
year,” refering to Ms. Knudsen's FMLA leave of 07 / 08, Failure to promote due to a FMLA leave isa
violation of Federal and State law, and CCSF policies and procedures. This matter is exacerbated further in
that during Ms. Knudsen's FMLA leave, Mr. Summers submitted 8 SFAM five-year succession plan to SFO
Administration, with no plan to promote Ms. Knudsen. and all promotions [isted therein are for Caucasian
males.

in 2006, Ms. Knudsen was promoted in title from Curator in Charge of Registration to Curator in Charge of
Administration and Special Projects, with additional work responsibilities, but no change in classification of
salary as CCSF 3546 — Curafor IV. At thal time, Ms. Knudsen gueried Mr, Summers why she was not
receiving a classification change or salary increase and was old because of budgetary limitations and that
such an action would be resented by the Assistant Director (CCSF 0922 - Managet 1) and Curator in
Charge of Aviation (CCSF 3546 — Curator IV). in this canversation, Mr. Summers stated a classification
change and salary increase for Ms. Knudsen woukd be factored into & future SFAM budget. To that end, Ms.
Knudsen provided Mr. Summers a fisting of CCSF comparative posiions and salaries, as well as a
prefiminary CCSF Job Analysis Questionnaire (JAQ).

Civil Service Commission Appeal re CCSF DHR-EEO File #1371
Knudsen, 23 October 2009, page 6 of 7
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Mr. Summers assigns job responsibiiites to all staff, inclusive of Ms. Knudsen and Mr. Jobn Hill, Curator in
Charge of Aviation. Any disparity in job responsibifities and duties comes about because of Mr, Summers'

- preferences and bias. To have CCSF say that Ms. Knudsen can apply for the Aviation Gurstor promotive
position ignores created disparity in job responsiblliies and staft supetvision, Mr. Summers stated that he
never made a commitment fo Ms. Knudsen that ehe would be promoted and this is all the more eqregious in
fhat there is no mention of a promotion for Ms. Knudsen in the five-year succession plan, indicating a long-
standing bias and discrimination.

Bunumany

Per Airport directives and policies, Airport Commission employees are called upon to commit thernsslves to
continuously building a team that strivas for the: highest quality work product and for professionalism and
respect in all dealings with co-workers. In addition, it is the Airport's desire to handle employee concems
effectively, fairly, and internally, building a favorable work environment in which employees feel free to hring
their concams to their respec’civé managers. Knudsen requests the aid and involvement of the CCSF Civil
Service Commission to address matters brought forth in the discriminalion complaint, asking for a consistent
adherence to CCSF and SFO palicies, procedures, and directives.

Respectively,

Sonya Knudsen

Civil Service Commissio
. nA .
Knudsen, 23 October 2 ppeal re CCSF DHR-EEO File #1371
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§City and County of San Francisco Department of Human Resources

kiicki Callahan
Human Resources Director

Gavin Newsom
Mayor

September 25, 2009

Ms. Sonya Knudsen

RE: Complaint of Employment Discrimination
EEO File No. 1371

Dear Ms. Knudsen:

In accordance with the San Francisco Charter, § 10.103, the Human Resources Director shall review and
resolve all allegations of discrimination. Your lefter of complaint dated Junc 25, 2008 was reported to
me and recorded as EEQ File #1371.

Y ou are a PEX Curator TV, Curator in Charge of Administration, with the Airport Museums. In your
complaint, you allege that ini retaliation for engaging in the protected activity of filing a previous
discrimination complaint against him, Airport Museums Director Blake Summers and his assistant,
Kathie Smookler, have retaliated against you by subjecting you to harassment which has created a hostile
work environment, and Blake Summers has denied you promotion to a Manager I position due to
retaliation and your gender (female).

A. Allegations

1. Harrassment due to Retaliation

You allege that upon your return to work in April 2008, you were subjected to harassment in the form of:

a. Excessive scrutiny regarding your timesheets and requests to use Vacation and Sick Leave.

b. Having your work assignments redefined and restructured, having key duties reassigned to others and
being placed in a supporting role. You allege violation of FMLA job restoration requirements because
you did not return to work from leave to the exact same assignments.

c. A confrontation with Kathie Smookler on July 1, 2008 where she verbally reprimanded you in a loud
and intimidating manner and physically blocked your egress from your office when y{u attempted to
leave.

d. A confrontation with Blake Summers on July 9, 2008 where he verbally reprimanded ybu for filing
complaints against him and asked you if you wanted to quit.

. Denial of Promotion due to Retaliation and Gender (fernale)

You allege that you were denied promotion to 0922 Manager I in retaliation for previously filing a
diserimination cormplaint against Blake Summers and that Blake Summers alluded negatively to the Fac{

One South Van Nesa Avenue, 4" Floor, 3an Francisco, CA 594103-5413 - (415) 557-4800 ~ wwawv.sfgov.org/dhr
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that you had been on leave when you inquired about the Manager I position. You allege that your
manager had previously implied that he would be seeking a promotive reclassification for you and
instead, is seeking to promote a male co-worker, the current Curator TV of Aviation.

B. Standards of Discrimination

Harassment- Hostile Work Environment
The standards for Harassment- Hostile Work Environment involve the following:

1. The Complainant is subject to physical, verbal or visual conpduct op account of the Complainant’s
membership in a protected category;

2, The conduct is unwelcome; and

3. The conduct is sufficiently severe or pervasive as to alter the condition of the Complainant’s

employment and create an abusive working environment.

Retaliation

The standards for discrimination on the basis of retaliation involve the following:

1. The Complainant engaged in a protecied activity;

2, The Complainant suffered an adverse employment action; and

3. There was a causal link between the protected activity and the adverse ermployment action.

Disparate Treatment Standard

1. The Complainant is a member of a protected category;

2. The Complainant has suffered an adverse employment action; and

3. The Complainant suffered an adverse employment action because of his or her membership in a
protected category.

C. Imvestigative Findings

Harassment

a  Excessive Scrutiny: You did not provide specific examples of how your timesheets, vacation and/or
sick leave requests were excessively or unreasonably scrutinized after your return from Jeave as opposed
to before your leave, or as opposed to before you filed your discrimination complaints, You did not
identify any specific instances where your timesheets were questioned, nor any specific instances where
your vacation and/or sick leave requests were denied. In fact, you agreed that none of your leave,
vacation or sick time usage requests have been denied.

Investigation established that the Airport Museums currently uses a timeshest method where all Museums
staff merely note the number of hours worked each day. The Airport Museurns contends that there was one
occasion where Blake Summers asked you how you recorded time used to attend a medical appointment
when that appointment wasn’t recorded on your timesheet. There is no record of any dates or wmes of your
attendance which have been contested, nor does the Airport Museumns identify any dates or times of your
attendance which have been contested.

2] e ) . - e
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Managers have a responsibility to ensure employees are accurately documenting their work fime and 1t 1§
possible that the Airport Museums may change the current method of daily sign-in by all employees in
order to more accurately record employee tfime.

b. Change in Work Assignments: The essential functions of your Curator IV posmon are fo perform
special projects for the Airport Museums. Investigation established that during your leave in 2007, certain
assignments were reassigned to other staff and that upon your retumn from leave in 2008 certain assignments
remained reassigned to other staff. Investigation also established that you continue to be assigned special
projects.

FMLA leave provisions entitle employees to be restored to the same or equivalent position and a
department is entitled to reassign duties based on the operational needs of the department.

¢. Confrontation with Kathie Smookler on July 1, 2008: Investigation established that Ms. Smookler did
behave unprofessionally and inappropriately when she came into your office on or about July 1, 2008 and
refused to let you leave your office.

Investigation also established, and you agree, that Ms. Smookler apologized to you that same day for her
behavior and that Ms. Smookler has not repeated that behavior. Investigation established that Ms.
Smookler does not supervise you, did not reprimand you nor does she have any authority to reprimand
you, and that she does not come into regular contact with you except as may be required.

d. Confrontation with Blake Summers on July 9, 2008: Investigation established that comments
made by your manager, Blake Summers, on or about July 9, 2008 were extremely upsetting to you and
Mr. Summers’ comments were inappropriate. However, the evidence did not demonstrate that thus
interaction was severe or pervasive as to alter the terms and condition of your employment; the
comments did not dissuade you from exercising your right to file complaints; and there was no evidence
of any tangible adverse employment action.

Denial of Promotion

Investigation established that there was not a promotive position that you applied for, competed for and were
not appomnted to. Investigation established that your manager submitted a request which was approved by.
the Airport Budget Office, based on the level of responsibilities and staff managed by the functions of the
Curator I'V in Charge of Aviation. The Curator IV in Charge of Aviation manages a sizeable program and
staff. Investigation established that there is a marked difference in the level of responsibilities between the
Curator IV in Charge of Aviation and your current Curator I'V in Charge of Administration, which performs
special projects as assigned.

The department’s request for position substitution has not been actualized to date, Should the request to
substitute a Manager I pesition for the Curator IV in Charge of Aviation contipue to remain in the
department’s budget, the department will proceed with a sclection process in which you will be free to

participate. Blake Summers denies that he previously implied or promised he would seek a promotive
reclassification for you.

Zg =Hovd gPS3EPrEess Eril1 ©BBT/ET/BT
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Determination

I have reviewed the investigative report and I find that there is insufficient evidence 1o sustain your
complaint of harassment, retaliarion or disparate treatment.

Your manager’s comments 1o you on July 9, 2008 are a sericus concemn. They were inappropriate and
please be advised that by separate cover I am addressing that issue with Mr. Martin. The City and County of
San Francisco stands firmly in supporting employee rights to file discrimination complaints without fear of
retaliation or reprisal. The Airport has already taken action to re-distzibute key Executive Directives
affirming an employee’s right to file a discrimination complaint without fear of retaliation or reprisal.

The decision of the Human Resources Director is final unless the decision is appealed to the Civil Service
Commission, and is reversed or modified. A request for appeal must be received by the Civil Service

Commission at 25 Van Ness Avenpue, Suite 720, San Francisco, CA 94102, within thirty (30) calendar days
of the postmarked date of this Jetter.

You may contact Linda Simon in the Department of Human Resources Equal Employment Opportunity
Division at 557-4837 if you have any questions.

Sincerely,

Micki Callahan
Human Resources Director

cc: John L. Martin, Airport Director
Susan Kim, Airport EEOQ
Linda Simon, DHR/EEQ

file
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CIvVIL SERVICE COMMISSION
C1TY AND COUNTY OF SAN FRANCISCO

CIVIL SERVICE COMMISSION REPORT TRANSMITTAL (¥ ORM 22)

Refer to Civil Service Commission Procedure for Staff - Submission of
Written Reports for Instructions on Completing and Processing this Form

1. Civil Service Commission Register Number: 0343 - 09 - 6
2. For Civil Service Commission Meeting of: November 18, 2013
3. Check One: Ratification Agenda

' Consent Agenda

Regular Agenda X
Human Resources Director’s Report
4. - Subject: Appeal of Human Resources Director’s determination of Insufficient Evidence to

sustain the charges of discrimination filed by Sonya Knudsen in EEO File #13°7{,

5. Recommendation: Deny appeals, uphold Human Resources Director’s determination.
6. Report prepared by:  Silvia Castellanos Telephone number: 557-4855
7. Notifications: (Attach a list of the person(s).to be notified in the format described in

IV. Commission Report Format -A).

8. Reviewed and approved for Civil Service Commission Agenda:
Human Resources Director:  Micki Callahan W

Date:  \L 'q (2

9. Submit the oniginal time- stamped copy of this form and person(s) to be notified
(see Item 7 above) along with the required copies of the report to:

Executive Officer

Civil Service Commission

25 Van Ness Avenue, Suite 720
San Francisco, CA 94102

CSC RECEIPT STAMP

10.  Receipt-stamp this form in the ACSC RECEIPT STAMP=
box to the right using the time-stamp in the CSC Office.
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7. Notification List:
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Mzr. Steven Pifocchi

SEIU Local 1021

350 Rhode Island, Suite 100
San Francisco, CA 94103

Ms. Gloria Louie, Airport EEO Manager
San Francisco International Airport

P.O. Box 8097

San Francisco, CA 94128

Mr. Blake Summers

Director and Chief Curator Airport Museums
P.O. Box 8097

San Francisco, CA 94128

Ms. Linda Simon .

Director of EEQ Programs Department of Human Resources,
1 South Van Ness Avenue Fourth Floor

San Francisco, CA 94103

Ms. Janie White ‘

Equal Employment Opportunity Programs Senior Specialist
1 South Van Ness Avenue Fourth Floor

San Francisco, CA 94103

Ms. Silvia Castellanos

Equal Employment Opportunity Programs Senior Specialist
1 Scuth Van Ness Avenue Fourth Floor

San Francisco, CA 94103



CIVIL SERVICE COMMISSION REPORT

MEMORANDUM

TO: _ - Civil Service Commission

THROUGH: - Micki Callahan, Human Resources Director
THROUGH: Linda Simon, Deputy Director- EEO Programs
FROM: Silvia Castellanos, Sr. EEQ Program Specialist |
DATE: July 35,2011

EEO FILE NO: 1371

REGISTER NO: 0343-09-6

APPELLANT: Sonya K.ﬁudsen

1. Authority

The San Francisco Charter, Section 10:103, and Civil Service Commission Rules provide
that the Human Resources Director shall review and resolve complaints of employment
discrimination. Pursuant to Civil Service Commission Rule, Section 103.3, the Civil
Service Commission shall review and resolve appeals of the Human Resources Director’s
determinations. '

2.  Summary

The Appellant is a permanent exempt 3546 Curator IV- Administration with the San
Francisco Airport Museums (SEAM). SFAM is accredited by the American Association
of Museums and features approximately twenty (20) gallenies throughout the Airport
terminals displaying art, history, science and cultural exhibitions. SFAM also features
the San Francisco Airport Commission Aviation Library and Louis A. Turpen Aviation
Museum, a permanent collectlon of the history of commercial aviation.

SFAM is headed by Director and Chief Curator, Blake Summers. The Appeﬂant
performs special projects for SFAM. The Appellant is the only Curator IV with this
specialty.  SFAM has two other Curator I'V employees, Ms. Barbara Geib, Curator IV -
Registration, and Mr. Timothy O’Brien, Curator I'V - Exhibitions. All Curator IV
employees report to Mr. Abe Garfield, 0932 Manager II*, Assistant Director-SFAM.

*Note: At the time this complaint was filed and investigated, the Appellant reported directly to
Blake Summers and Mr. O’Brien was a Carator IIL

l
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' Previous EEQ Complaint #1343

In March 2008, the Appellant filed a discrimination complaint against SFAM alleging
denial of accommodation (return to work on part-time basis). On July 29, 2008, the
Human Resources Director issued her determination finding there was insufficient
evidence to substantiate the Appellant’s claim that she was denied accommeodation.

The Appellant appealed the Human Resources Director’s determination and on
November 16, 2009, the Civil Service Commission granted her appeal. As a result of the
Commission’s determination, the Appellant received restoration of sick leave and
vacation leave.

Current EEQ Complaint #1371

The Appeliant submitted 6 letters of complaiht to the Department of Human Resources
EEOQ Unit (DHR/EEQ) between June 25, 2008 and July 11, 2008. In her letters of
complaint, the Appeliant alleges the following:

A Denial of Accommodation- Airport EEO

Airport EEQ denied accommodation {phone headset, ergonomic work station). Appellant
alleged that it took over three weeks for the department to provide her with the requested
equipment, impacting and hampering her ability to fulfili her job duties and '
responsibilities. Appellant also alieged that her accommodation request to telecommute
was denied without evaluation. ' :

B. Discrimination by Airport and DHR EEO

DHR/EEQ and Airport EEQ Division gave inconsistent, confusing and contradictory
explanations of the complaint process; exhibited a conflict of inferest, lack of third party
impartiality and neutrality.

C. Harassment due to Retaliation and Denial of Promotion — Blake Summers
The Muscums Director was biased regarding ADA and accommodation; Appellant
worked in a strained work environment; isolation and denial of promotion to 0922
Manager I on May 2§, 2008.

D. Harassment due to Retaliation on 7/1/08 — Kathie Smookler

Harassment due 1o retaliation by Kathie Smookler, Executive Secretary to Blake
Summers, on July 1, 2008, when Ms. Smookier accused Appellant of undermining Blake
Summers and physically blocked Appellant’s efforts to leave her office.

E.  Harassment due to Retaliation and Disparate Treatment — Blake Summers
Harassment due to retaliation and disparate treatment by Blake Summers in the form of:
1) unfair and inequitable treatment and scrutiny of Appellant’s timesheets, vacation,
leave and sick time usage and 2) diminished job responsibilities, restructuring and
reassignments after return from protected FMLA leave in 2008. Harassment due to
retaliation by Blake Summers on July 9, 2008, when he accused her of being a problem,
of being ‘complaint-happy’ and intimating that she should resign as her complaints were
evidence that she was not happy in the workplace.

- See Exhibit C, Artachments A- A9, pages 66 - 266
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Allegations Not Investigated :

Allegation A — Denial of Accommodation by Airport EEO (ergonomic equipment and
workstation) was not investigated as Appellant was, in fact, provided with the requested
ergonomic equipment and workstation and her request for telecommutmg was
considered, however the duties of her posmon required her to be at work to plan and
supervise special projects.

Allegation B ~ Discrimination on part of Airport and Department of Human Resources
EEO staff was not investigated as Appellant’s discrimination complaint (EEO complaint
" # 1343) was processed in compliance with applicable Rules and policies.

Allegation C — Denial of Promotion

Allegation C was initially accepted for investigation but it was established that there was
no cause of action as there had been no selection process or appointment for the 0922

. Manager I-Aviation position as of the date of the Appellant’s charge. Therefore,
Appellant had not been denied a promotion, she had not suffered an adverse employment
action; and had not established a prima facie case of discrimination. See Exhibit C, pg. 54

Human Resources Director’s Determination

On September 25, 2009, the Human Resources Director issued her determination that
there was insufficient evidence to sustain the Appellant’s complaint of harassment,
retaliation or disparate treatment. See Exhibit B, pages 28 - 34

The Human Resources Director found that the Appellant had not provided any specific
information regarding excessive or unreasonable scrutiny of timesheets or attendance;
that there had been no denial of leave, vacation or sick time usage; that the Appellant had
returned to work from leave to the same position and responsibility of performing special

_projects; that she had not been denied a promotion and that Kathie Smookler and Blake
Summers had not harassed or retaliated against her.

Mediation

In January 2010, through DHR EEQ’s Alternative Dispute Resolution Program, both
parties agreed to enter into mediation with Ms. Lucia Kanter St. Amour, AdJ unct
Professor with Hastlngs College of Law-Center for Negotiation and Dlspute Resolution.

Mediation sessions were held on:

April 8, 2010, a Pre-caucus Session;

April 21, 2010, a Joint Mediation Session; and
July 27, 2010, a Joint Mediation Session.

Mediation of the Appellant’s current charge was not ultimately achieved. However, both
parties expressed an nterest in continuing settlement discussions and Professor Kanter St.
Amour agreed to make herself available should ongoing mediation services be requested
by the parties in the ﬁmire

3. Issues on Appeal to the Civil Service Commission

The foliowing issues are before the Commission:

3



-CSC Report
EEQ File No. 1371
Page 4 of 12

Allegation D — Harassment due to Retaliation on July 1, 2008 by Kathie Smookler.

Allegation E — Harassment due to Retaliation and Dlspa;rate Treatment by Biake
Summers. :

Apnellant’s Letter of Appeal — October-22. 2009

Appellant submitted a timely appeal of the Human Resources Director’s determination.
However, Appellant did not provide any new evidence in support of her claims.

See Exhibit A, pages 1’4 -
4, The Standards and Definitions
Hamssmenr— Hostile Work Environment

The legal standards for a discrimination complaint under a harassment- hostile work
enwronment theory are:

- The complainant is subject to physical, verbal or visual conduct on account of the
complainant’s membership in a protected category; '
The conduct is unwelcome; and
The conduct is sufficiently severe or pervasive as to alter the condition of the
complainant’s employment and create an abusive working environment.

Retal zatzon

‘The legal standards for a discrimination complaint under the theory of retaliation are:

The complainant engaged in a protected activity;

The complainant suffered an adverse employment action; and

There was a causal link between the protected activity and the adverse employment
action.

Discrimination
The legal standards for a discm'mjnation claim under a disparate treatment theory are:

The complainant is the member of a protected category;
The complainant has suffered an adverse employment action; and
The complainant suffered an adverse employment action because of her membership in a

protected category.
5. Findings/Analysis
DHR/EEO conducted a thorough mnvesti gation including interviewing relevant witnesses,

reviewing written information from both the Appeliant and the department, and gathering
other pertment document. See Exhibit C: Investigative Reporf and Attachments, pages 3 8

—342 :
A
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The following responds to the appealable 1ssues in this matter:

Allegation D: The Evidence Is Insufficient to Show that Kathie Smookier subjected
the Appellant to Harassment due to Retaliation on July 1, 2008, for previously filing
a discrimination complaint against Blake Summers.

A. Tnvestigative Findings

In 2008 the Appellant planned to host a Fourth of July barbeque for SFAM employees.
She approached then-Curator III Tim O°Brien and asked 1f he would grill at the barbeque

“and Mr. O’Brien agreed. Mr. O’Brien stated Appellant misperceived that he was big on
grilling. While he was not opposed to grilling at the barbeque and he had agreed to grill,
he was not really interested in grilling at the barbeque.

Appellant had not advised Mr. Summers about the planned barbegue. Mr. O’ Bnen
thought Mr. Summers, as Director of the Department, should be informed of the planned
Fourth of July barbeque He asked Mr. Summers for permission and Mr. Summers
agreed. . Ms. Smookler, executive secretary for Mr. Sumrners, was also present when Mr.
(’Brien briefed Mr. Summers about the barbeque. Ms. Smookler asked Mr. O’Brien how
he felt about having to grill and he responded, “ok™. Ms. Smookler mterpreted his

_ response as an indication that he felt it was an rmposttion.

© Ms. Smookler already had concerns regarding previous barbeques organized by the
Appellant because they had either excluded certain staff or failed to give staff prior notice
of the event and had generally been scheduled for Friday, a day that neither she nor Mr.
Summers worked. Ms. Smookler was concerned that Appellant had taken it upon herself
to coordinate the barbeque without involvement of the entire department and had
imposed on Mr. O’Brien by asking him to grill.

The next day, after another employee, Barbara Geib, Curator IV Registration told Ms.
Smookler about Appellant planning the barbeque, Ms. Smookler went fo Appellant’s
office to discuss the issue. She asked Appellant why she hadn’t advised Mr. Summers
about the barbeque, why she had designated Mr. O’Brien to grill, as she felt that Mr.
O’Brien felt put upon (by having to grill). When Appellant stood up from her desk to
leave the room, Ms. Smookler stood in the doorway and ms1sted that Appellant discuss .
the situation.

Appellant departed the office and went to confide in Mr. O’Brien that she had had a very

unpleasant encounter with Ms. Smookler who had accused her of forcing Mr. O’Brien

into something he did not want to do. Mr. O’Brien suggested they go speak with Ms.

Smookler. Accordmg to Mr. OBrien, they approached Ms. Smookler and politely

discussed the miscommunication. He apologized if he had given any misimpression

regarding his being asked to barbeque and Ms Smookler apologized for over-reacting
and said, “let’s do 1.

See Exhibit C, pages 55 — 359 and Exhibit D, pages 351, 360
B. Amnalysis

Ms. Smookler was aware the Appellant had filed discrimination complaints against
SFAM and Mr. Summers. The evidence demonstrates that Appellant was subjected to

5
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verbal conduct by Ms. Smookler which she found unwelcome. However, the evidence
also demonstrates that it was Ms. Smookler’s concerns of Appellant’s handling of prior
Fourth of July barbeques, along with her current assessment that Appellant had imposed
upon Mr. O’Brien by asking him to grill and had inappropriately bypassed Mr. Suminers
when planning a Department social event, that triggered her going to Appellant’s office
and accusing her of being sneaky, disrespectful and of undermining Mr. Summer’s
authority. The Appellant was not subjected to verbal comments by Ms. Smookler because
she had previously filed an EEO complaint. o

Additionally, as Ms. Smookier apologized to both the Appellant and Mr. O’Brien and this
was a one-time occurrence, Ms. Smookler’s conduct was neither sufficiently severe nor.
pervasive as to alter the condition of the Appellant’s employment and create an abusive
working environment. See Exhibit D, pages 351, 360 '

Allegation E: The Evidence Is Insufficient to Show that Blake Summers subjected
the Appellant to Harassment due to Retaliation and Disparate Treatment in the
form of: 1) unfair and inequitable treatment and scrutiny of Appellant’s timesheets,
vaeation, leave and sick time usage and 2) diminished job responsibilities,
restructuring and reassignments after return from protected FMLA Jeave in 2008.
The Evidence is Insufficient to Show that Blake Summers subjected the Appellant to
Harassment due to Retaliation on July 9, 2008, when he accused her of being a
problem, being ‘complaint-happy’ and intimating that she should resign as her
complaints were evidence that she was not happy in the workplace.

A. Investigative Findings

Harassment due to Retaliation and Disparate Treatment by Blake Summers -EXcessive
Scrutiny of Timesheets, Vacafion. Leave and Sick Time Usage

Appellant submits that upon her return to work in April 2008 she was instructed to sign
out and use vacation time when attending Burlingame Rotary Club lunch meetings. She
does not allege that other employees are attending such meetings and not being asked to
take vacation. Appellant also made general allegations that she was being subjected to
excessive scrutiny.

The Airport Museums timekeeping practice involved having employees report and injtial -
hours worked or leave taken, on a weekly timesheet. The Appellant returned to work
from leave in April 2008 to the same practice of signing in and initialing her hours
worked or leave taken, as all other SFAM employees.

The Airport Museums has designated forms for employees to use when taking sick pay or
feave. The Appellant returned to work from leave in April 2008 to the same practice of
using designated forms to request approved absence from work, as all other SFAM
employees. All of Appellant’s requests for vacation, leave, and sick pay were granted.

Mr. Summers recalls one instance where the Appellant’s recorded time did not reflect her
absence to attend a medical appointment and he asked the Appellant about her recorded
time. The Appellant explained that she would be making up the time by either working
late or coming in early. Mr. Summers was satisfied with her explanation and did not say
anything else about it. That is the only instance recalled by Mr. Summers where the
Appellant was approached and asked about her recorded time. See Exhibit C~ Stajj’

Report, pages 39— 65 6
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~ Harassment due to Retaliation and Disparate Treatment— Diminished Job
Responsibilities, Restructuring and Reassignment

Appellant was on an extended medical leave from March 2007 — April 2008. The
Appellant returned to the same Curator IV classification, the same work schedule, the
same reporting structure, and the same responsibility of being Curator in Charge of
Admimstration, which includes facilities maintenance and performing special projects.

The Department confirmed that five of Appellant’s previously assigned tasks were
reassigned during her medical leave to others and were not returned to Appeliant upon
her returmn from medical leave. Four tasks were reassigned to the Curator of Registration
and one task was assigned to an employee hired specifically to perform that function. See
Chart: S Knudsen Duties and Responsibilities

Appellant was the Curator in Charge of Registration until December 18, 2006. When she
assumed the Curator of Administration posmon she continued to perform four tasks from
Registration. When Appellant began her leave in 2007, those four tasks still needed fo be

performed so they were reassigned back to the Curator of Registration. The Department
contends they were appropriately assigned to Registration before and are appropriately
assigned to Registration now. See Exhibit E, pages 367 — 369

As identified in the Department’s contemporaneous listing of Appellant’s duties and
responsibilities in March 2008 (See Exhibit D- Interview of Veronica Davis, page 359)
and clarifying the listing of Appellant’s duties and responsibilities as identified in the
Department’s responses of December 31, 2008 and March 6, 2009 (See Exhibit C, pages
49 50), the Appellant’s duties and responsibilities before and after her leave are as

follows:

 S.Knudsen Duties and Responsibilities

Assionments i 2007 Before Leave

Assignments in 2008 After Leave

Assignments Reassigned

Monthly insurance report to R.tsk
Management.

To: Curator of Registration

_ FAMSF Conservation invoice
administration.

To: Curator of Registration

Exhibition Schedule updates on Excel.

To: Curator of Registration

Exhibition Schedule updates on
Filemaker Pro.

To: Curator of Registration

Arts Commission maintenance
| installations @ SFO.

To: 3554 Associate Museum
Registrar

Monthly report to Administration.

Monthly report to Administration.

Monthly report to Blake Summers.

Monthly report to B.Summers.

Proofread label exhibition copy.

“Proofread label exhibition copy.

Assist with exhibition mio to SFO
Public Affairs.

Assist with exhibiﬁon info to SFO
Public Affairs.

=
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Employee orientation packet/security
alarm/keys. .

Employee orientation packet/security
alarm/keys.

SFO Emergenéy Gperaﬁons Group.
SFAM Emergency Plan for WFR/SFO.

ChemnPack Emergency Procedural Plan

| SFO Emergency Operations Group.

SFAM Emergency Plan for WFR/SFO.
ChemPack Emergency Procedural Plan.

SFAM Collection Management Policy.

Other Administrative (Spruce St.
storage inventory/relocation; resolve

SkyFlights insurance claim; Terminal 2
exhibition galleries ramp-up; SFAM
Collection Management Policy; AAM
reaccreditation preparations, etc.). ‘

AAM reaccreditation preparations,
other Administrative {Spruce St.
storage inventory/relocation)

Facilities Maintenance of WFR/SFO
(Kids’ Spot repairs; electrical
lights/timer improvements; WEFR
building improvements/expansion mto

Facilies Maintenance of WER/SEO.

unused quadrant, etc.).

In July 2006, prior to Appellant’s medical leave, the Department began efforts to request
a requisition for a 3554 Associate Museum Registrar position. The 3554 requisition was
approved in August 2007. The Job Analysis for the 3554 position was conducted in
February 2008. Interviews for the 3554 position were conducted in May 2008 and an
appointment was made in June 2008. The Department assigned one task related to the
Art Commission installations to this new position. ‘

Prior to the Appellant’s medical leave in 2007, as the Curator IV in Charge of
Administration she was assigned fourteen (14) tasks, including the core functions of
facilities maintenance and special projects. Upon Appeliant’s return from the medical
leave in 2008, she returned to nine (8) tasks, including the same core functions of
facilities maintenance and special projects.

See Exhibit C — Staff Report, pages 49, 50

Harassment due to Retaliation — Meeting with Blake Summers on July 9. 2008

The Appellant is in charge of facilities maintenance which requires interaction with
maintenance staff. In or around April 2008, Mr. Peter Acton, Facilities Deputy Director,
informed Mr. Summers that Electric Shop staff were upset, complaining Appellant acted
“hossy” and rude during their interactions. They complained she often demanded her
work requests be attended to immediately, without consideration of existing priority
assignments. Mr. Action told Mr. Summers he did not appreciate Complainant’s
mistreatment of his staff and that Appellant should not directly coordinate projects and
interfere with the work to be performed. Mr. Summers told Appellant to “lay low” and

not demand Facilities staff perform work beyond that required of them.

In July 2008, Mr. Summers received a second complaint from Mr. Acton regarding
Appellant’s interactions with the Carpentry Shop. M. Acton reported that Carpentry staff
had complained the Appellant was rude to them and Mr. Acton requested that the
Appellant not have unnecessary interaction with his subordinate maintenance staff.
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On Tuly 9, 2008, Mr. Summers met with Appellant to discuss the feedback regarding her
interactions with maintenance staff. Appellant became upset and wanted detailed
information about who had complained and what had been said, as she contended she
gets along with everyone and she asked Mr. Summers if he had supported her in his
conversation with Mr. Acton, noting how she had supported Mr. Summers. Mr.
Summers did not provide spemflc details to the Appellant regarding which maintenance
employee had complained, as he did not want the Appellant to confront maintenance
staff, escalating a delicate situation. '

Mr. Summers stated that his intention, in initiating the conversation with the Appellant,
was 1o relay the feedback from Mr. Acton and advise her to “keep her head down” and
not have more interaction with the maintenance staff than was necessary. However, the
Appellant became defensive and insisted on knowing if Mr. Summers had supported her
in his conversation with Mr. Acton. Mr. Summers stated that when the Appellant
protested that she had been supportive of him, he felt that was not a true statement and he
did make a comment regarding the complaints she had filed against him and he did
observe that she did not appear to be happy in her position: “you are unhappy here, look
at all the complaints you have ﬁled do you want to quit™? See Exhibit D, pages 3 47 —
350 ,

B. Analysis

Harassment due to Retaliation and Disparate Treatment- Excessive Scrutmy of
Tlmesheets Vacation. leave and Sick Time Usage

The Appeﬂant did not provide any specific information regarding when or how she was
subjected to excessive scrutiny regarding attendance; or any specific information
regarding when or how she was uniquely scrutinized or questioned regarding her requests
for vacation, leave or sick time; or specific information identifying in comparison to
whom and how, did she feel she was excessively scrutinized regarding her attendance or
requests for approved absence from work. Additionally, the Department contends, and
the Appellant does not dispute, that Appellant’s requests for approved absence from work
were all granted. Appellant d1d not establish that she has been treated differently than
others.

The Department contends there was one occasion when the Appellant was asked to

- clarify her time as she had been cut on a medical appointment and her timesheet showed
no documentation for leave. Once Appellant explained that she would stay late to make
up the time, the issue was dropped. The fact that Appellant was asked on one occasion
about her time reporting does not rise to the level of being severe and pervasive conduct
as to alter the conditions of her employment and create an abusive working environment.

Harassment due to Retaliation and Disparate Treatiment— Diminished Job
Responsibilities. Restructuring and Reassigmment

It was established that the Department did make certain changes and reassigned certain
tasks and projects during the Appellant’s period of leave in 2007 to April 2008, and that
those reassignments continued upon Appellant’s return from leave. Four tasks were
reassigned from Administration to Registration during Appellant’s leave and those tasks
remained with Registration upon Appellant’s return to work in April 2008.
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The Department provided a copy of the Appellant’s Performance Appraisal Report for
2005 to 2006 (See Exhibit FF, pages 367 - 369) when the Appellant was Curator IV in
Charge of Registration. At that time, the tasks of working with the City Risk Manager,
the Conservation Lab, and responsibility for objects on loan for exhibition were part of
Registration. In December 2006, Ms. Barbara Geib assumed the responsibility of Curator
IV in Charge of Registration. At that time, Registration was short-staffed, so it was
assistive to the Department that Appellant continue to perform those Registration tasks
when she assumed the position of Curator in Charge of Administration. In 2007, while
Appeilant was on leave, the Department had to make provisions to make sure those tasks
were still completed, so they were reassigned back to Registration. Upon Appellant’s
return from leave in 2008, those tasks remained with Registration as they were originally
Registration tasks and Ms. Geib was well able to resume responsibility for those
Registration tasks. :

The Department began efforts to add a 3554 Associate Museum Registrar position to
perform maintenance of Arts Commission installations to their budget in July 2006, prior
to the Appellant’s March 2007 medical leave. In August 2007, the 3554 requisition was
approved; the selection process was conducted in May 2008 and an appointment was
made in June 2008. The work performed by the 3554 employee, assisting in the handling
and processing of objects acquired for collections and/or exhibitions, is a task supervised
by the Curator of Registration. '

There was no evidence that the Department reassigned tasks during Appellant’s leave in
retaliation for Appellant being on leave or in retaliation for Appellant filing a
discrimination complaint in March 2008. The Department had to make decisions as to
how to continue to complete assignments/tasks during Appellant’s extended medical
leave. In doing so, they identified those tasks which were more appropriately aligned
with Registration. Four of the tasks had been previously assigned to Registration so it
made sense to reassign them back to Registration. The other task was assigned to a 3354
employee who had been appointed to perform that task. Appellant, upon her return from
medical leave, continued to perform the core functions of her position, namely facilities
maintenance and special projects. The Appellant did not suffer any change in class, status
or any loss of pay. The reassignment of tasks, while maintaining the Appellant’s core
function of performing facilities maintenance and special projects, is not an adverse
employment action.

Harassment due to Rgtaliation — Interaction of Julv 9. 2008 with Blake Summers

In July 2008, Mr. Summers received a verbal notice from a fellow manager, Mr. Peter
Acton that maintenance staff had complained of Appellant’s method and style of
interaction. As the Museums work depends on the cooperation and assistance from
maintenance staff and as this was a second similar notice within a short period of time,
the first being April 2008, Mr. Summers initiated a conversation with the Appeltant on
July 9, 2008, to discuss the feedback from Mr. Acton.

Tt was established that Mr. Summers did make comments to the Appeliant that ]
inappropriately coupled the fact of her protected activity of filing a complaint together
with speculation that she was not happy at SFAM and perhaps needed to leave City
service. Mr. Summers’ comments were a one-time occurrence and were not repeated.
Additionally, the evidence does not establish that the motivation for the discussion with
Appellant was her filing of previous complaints; rather, the impetus for Mr. Summers’
conversation with the Appellant on July 9, 2008 was Mr. Acton’s second complaint in

1O
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three months regarding Appeliant’s negative interactions with maintenance staff. It was
Mr. Summers’ intent to communicate this feedback to Appellant so as to improve said
communications and ensure a positive working relationship with maintenance staff.

While Mr. Summers’ interaction with Appellant was very upsetting, it did not rise to the
level of being severe or pervasive as to alter the condition of Appellant’s employment or
create an abusive working environment. The evidence established Mr. Summers did
make some inappropriate references to Appellants filing of complaints, inferred that it
was evident she was unhappy and asked if she wanted to quit. However, the context of
the remarks were in response to Appellant’s defensive rebuttal to the feedback denying
any responsibility, asserting that she got along well with everyone, demandmg to know
who had made the complaint and asserting that Mr. Summers had not defended her. This
was a one-time occurrence, it has not been repeated and Appellant did not miss work or
take leave due to the disagreement. Complainant suffered no loss of employment,
demnotion or other adverse employment action and she was rot imtimidated or dissuaded
from subsequently filing another discrimination complaint.

The Department recognized the seriousness of a manager making these comments to an
employee who had engaged in protected activity and reissued key policies regarding the
right of employees to file discrimination complaints and the City’s prohibition of

- retaliation. The Department also complied with additional corrective action regarding

- Mr. Summers as recommended by the Human Resources Director in her letter of

determination dated September 25, 2009.

0. HR Director’s Determination

Following review of the investigative report, the Human Resources Director determined
that there was insufficient evidence to support the Appellant’s charges of discrimination
(See Exhibit B, pages 28 — 34). In addition to the Airport’s re-1ssuance of applicable

- department policies, the Human Resources Director also directed the Airport to take
corrective action regarding Mr. Summers for his behavior on July 9, 2008 and the
Department has done so.

Mediation Sessions ‘

Further, by mutual agreement Mr Summers and the Appellant entered into facilitated
" mediation sessions in 2010. These sessions allowed both parties to air and discuss

concerns and were assistive to their working relationship and SFAM as a whole.

7. Recommendation

For all the reasons set forth above, the Human Resources Director’s. decision should be
upheld and the appeal should be denied.

8. Notification .
Ms. Sonya Knudsen
Ms. Gloria Louie, Airport EEOQ Manager

San Francisco International Airport
P.O.Box 8097 ‘ | i
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San Francisco, CA 94128

Ms. Susan Kim, Assistant Amrport EEQ Manager
San Francisco International Airport

P.O. Box 8097

San Francisco, CA 94128

Mr. Blake Summers

Director and Chief Curator - Airport Museums
P.O. box 8097

San Francisco, CA 94128

Ms. Linda Simon, Deputy Director- EEO Programs
. Department of Human Resources

1 South Van Ness Avenue

San Francisco, CA 94103

Ms. Silvia Castellanos
Department of Human Resources
1 South Van Ness Avenue

San Francisco, CA 94103

9. Appendix/Attachments to Report

Exhibit A: Appellant’s Letter of Appeal, 10/22/09.
~ Exhibit B: HRD Letters of Determination, 9/25/09.
Exhibit C: - DHR/EEOQ Staff Report and Attachments, 9/15/09
Exhibit D: Complainant Tnterviews, Witness Summaries — EEO #1371
ExhiBit E: Appellant’s Performance Appraisal- Report- |

Curator 1 Charge of Registration
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MORGAN R. GORRONO
PRESIDENT

E. DENNIS NORMANDY
VICE PRESIDENT

JOY Y. BOATWRIGHT
COMMISSIONER

DONALD A. CASPER
COMMISSIONER

Mary Y. JUNG
COMMISSIONER

ANITA SANCHEZ
LXECUTIVE OFFICER

25 VAN NESS AVENUE, SUITE 720 @ SAN FRANCISCO, CA 94102-6033 @ (415) 252-3247 ® FAX (415) 252-3260 @ www.sfgov.org/civil_service/

CiviL SERVICE COMMISSION
City AND COUNTY OF SAN FRANCISCO

GAVIN NEWSOM
MaYOR
DATE: October 26, 2009
REGISTER NO.: 0343-09-6
APPELLANT: SONIA KNUDSEN
Sonya Knudsen

Dear Ms. Knudsen:

The Civil Service Commission received your letter appealing the Human
Resources Director’s decision to dismiss EEO file #1371 due to insufficient
evidence to sustain your complaint of harassment, retaliation or disparate treatment.

Your request has been forwarded to the Department of Human Resources
for investigation and response to the Civil Service Commission.

I{ timely and appropriate, this matter will be scheduled for hearing by the
Civil Service Commission in the near future. You will be notified approximately
one week in advance of the hearing date. The Civil Service Commission meets on
the 1st and 3rd Mondays of each month. The deadline for receipt in the
Commission office of any additional information you may wish to submit is 5:00
p-m. on the Tuesday preceding the meeting date.

Sincerely,

CIVIL SERVICE COMMISSION

oLt

Executive Officer

c Micki Callahan, Human Resources Director
Jessica Huey, Department of Human Resounrces
Donna Kotake, Department of Human Resources
Linda Simon, Department of Human Resources
Gloria Louie, Airport Commission
Alpha
Chron
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MORGAN R. GORRONO
PRESIDENT

E. DENNIS NORMANDY
VICE PRESIDENT

JOY Y. BOATWRIGHT
COMMISSIONER

DONALD A. CASPER
COMMISSIONER

MARrY Y. JUNG
COMMISSIONER.

ANITA SANCHEZ
EXECUTIVE OFFICER

CIvIL SERVICE COMMISSION
CiTY AND COUNTY OF SAN FRANCISCO

GAVIN NEWSOM
MAYOR
NOTICE OF RECEIPT OF APPEAL
DATE: October 26, 2009
REGISTER NO.: 0343-09-6
APPELLANT: SONYA KNUDSEN _
Micki Callahan

Human Resources Director
1 South Van Ness Avenue, 47 Floor
San Francisco, CA 94103

Dear Ms. Callahan:

The Civil Service Commission has received the attached letter froin Sonya
Knudsen appealing the Human Resources Director’s decision to dismiss EEO file
#1371 due to insufficient evidence to sustain her complaint of harassment,
retaliation or disparate treatment. The appeal is transmitted to you for review and
action as 1S appropriate.

This matter has been tentatively scheduled for hearing by the Civil Service
Commission at 2:00 p.m. on December 7, 2009 in Room 400, 4th Floor, City Hall,
1 Dr. Carlton B. Goodlett Place. If you are unable to proceed on this date or if for
any reason the appeal is not timely or appropriate, please notify me by use of the
"Action Request on Pending Appeal/Request” (CSC Form Number 13).

Sincerely,

CIVIL SERVICE COMMISSION

ANITA SANCM

Executive Officer

Attachment
15
c: Jessica Huey, Department of Human Resources
Donna Kotake, Department of Human Resources
/'Linda Simon, Department of Human Resources
Gloria Louie, Airpert Commission

25 VAN NESS AVENUE, SUFTE 720 ® SAN FRANCISCO, CA 94102-6033 ® (415) 252-3247 ® FAX (415) 252-3260 @ www.sfgov.org/civil_service/
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KUMBER [ 543 Dq (4

. .| CIVIL SERVICE CORMISSION
REGISTER

XM, CALCAHR AR
22 QOctober 2009 T, KoTOKE
Ms. Anita Sanchez | L. &l pl
Executive Officer : 4. Loog
Civil Service Commission

City and County of San Francisco
25 Van Ness Avenue, Suite 720

San Francisco, CA 94102-6033

RE: Civil Service Commission Appeal re CCSF DHR-EEQ File #1371

Dear Ms. Sanchez:

By means of this letter and the enclosed Civil Service Commission, City and County of San Francisco
(CCSF) “Appeal to the Civil Service Commission” form, attached appeal basis sheets and supporting
documentation, { am submitting an appeal for the 25 September 2009 determination received from the City

and County of San Francisco’s Department of Human Resources (DHR) with regard to a Equal Employment
Opportunity {(EEQ) department discrimination complaint (EEO File #1371)

Yours respectively,

e

Sonya Knudgsen

enclosures:  CCSF “Appeal fo the Civil Service Commission® form (2 pages)

Cover letter and supporting documentation ( 6 pages)

¢c: Steve Pitocchi, SEIU Local 1021

g Hd €8 130 601
4
il
2
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CSC Register No.

CIVIL SERVICE COMMISSION
City and County of San Francisco
25 Van Ness Avenue, Suite 720 - To:

San Francisco, California 94102-6033
Kate Favetti, Executive Officer cc:
(415) 252-3247 ‘

APPEAL TO THE CIVIL SERVICE COMMISSION

TYPE OF APPEAL: {Check One)
INSTRUCTIONS: Submit an original copy of this form to the

Executive Officer, Civil Service Commission, 25 Van Ness | 0 Examination Matters (by Noon on 5" working day)
Avenue, Sujte 720, San Francisco, CA 94102-6033. Appeal { @ Employee Compensation Matters {(by Noon on 7th
must be received by the Executive Officer within the working day) - Limited application

designated number of days following the postmarled mailing | I  Personal Service Contracts (Posting Period)

date of notification from the Department of Human Resources to | 1 Other Matters (30 Calendar days)

the appellant. Original signature of appellant or authorized (i.e., Human Resources Director/ Executive Officer Action)
representative required for appeals. (E-mail not accepted.) 0 Future Employability Recommendations (See Notice to
Employee) '
Yull Name of Appellant ' Work Address Woik Telephone
Sonya Knudsen SF Int! Afrport PO Box 8097 SF CA 94128  650-821-6726
Job Code Title Department
3546 Curator [V Curator in Charge Admin / Special Projects ~ San Francisco Airport Museums, SF Intl Airport
Residence Address City State Zip Home Telephone
Full Name of Authorized Representative (if any) Telephone Number (including Area Code)

G A

COMPLETE THE BASIS OF THIS APPEAL ON THE REVERSE SIDE. (Use additional page(s) if necessary)

Does the basis of this appeal include new information not | Check One:

previously presented in the appeal to the Human Resources X Yes O No
Director? If so, please specify.

| W /éj%%hc\ /9/2_2,/67

Original Sig;naturé/of Appellant or Authorized Representative Date

18

CSC-12 (7/9% Date Received by Civil Service Commission:




State the basis of this appeal in detail:

See attachments re Knudsen appeal re DHR EEO file #1343

CSC-12 (7/99) (Use additional sheets if needed)



SONYA KNIINSFMN

RE:  CCSF Civil Service Commission Appeal (CCSF DHR-EEO file #1371)

Discrimination complaint filed by:
Sonya Knudsen, 3546, Curator IV
Curator in Charge of Administration and Special Projects
San Francisco Airport Museums (SFAM)
San Francisco International Airport (SFO)
City and County of San Francisco (CCSF)

Discrimination complaint filed against:
Blake Summers, Director and Chief Curator
San Francisco Airport Museums (SFAM)
San Francisco Intemational Airport (SFQ)
City and County of San Francisco (CCSF)

Basis for Appeal, based on CCSF policies and procedures, Federal, State, CCSF, SFO laws, directives,
policies, et al.;

- Complaints re discrimination, harassment, and retaliation

- Redefined and restructured work assignments and role

- Denial of promotion due to FMLA status and gender

- Lack of adherence to CCSF and SFO polices, procedures, directives, et al.
- Incomplete and inconsistent CCSF DHR / EEQ investigation process

Civil Service Commission Appeal re CCSF DHR-EEO File #1343
Knudsen, & August 2008, page 2 of 6
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P

[. Harassment due to Retaliation

I-A, Excessive scrutiny re Aftendance Standards _

Ms. Knudsen has never been in violation or abused CCSF Attendance Standards before or after her CCSF-
approved FMLA leave af the San Francisco Airport Museums (SFAM), San Francisco International Airport
(SFO). Prior to Ms. Knudsen’s FMLA absence at SFAM, there existed a pattern of Attendance Standards
that were un-enforced and lax, inclusive of staff abuse of sick leave, incorrect accounting of work hours, late
arrivals, early departures, etc. Upon Ms. Knudsen's return from FMLA leave, all prior aspects remained but
Ms. Knudsen was subjected to disparate treatment, uniquely scrutinized and questioned.

Ms. Knudsen received excessive and continued inquiries and commentary from her supervisor, Mr. Blake
Summers, SFAM Director and Chief Curator, and his assistant, Ms. Kathie Smookler, particularly Ms.
Knudsen's use of sick leave vs. vacation hours for medical appointments. No other SFAM staff member was
similarly questioned or pressured even though overall policy misuse continued. Unlike other SFO
departments, such as the Airport's FOM Crafts departments where personne! account for their daily work
hours via computer system and timesheets that are signed off by their supervisor, the Airport Museums’
timesheets are rudimentary and based on a honor-system, with no accountability and end of week summary
sign-off by authorized SFAM representative. Building access is via computer scan cards and provide
documentation of SFAM staff access / egress but it is also a system that can be avoided by using other
doors, as is the case then and now. Since this Knudsen discrimination complaint filing re Attendance
Standards, Mr. Summers has corrected his own work hours, while other SFAM staff hours remain as before.
All SFAM time sheets are on file with SFO Payroll but are not accurate reflection of SFAM staff hours noted
therein. In the 25 September 2009 CCSF DHR investigation report, there is a notation by the DHR Director
that, "Managers have a responsibifity to ensure employees are accurately documenting their work time and
itis possible that the Airport Museums may change the current method of daily sign-in by all employees in
order to more accurately record employee time.”

Giving specific examples, in the role of a whistleblower, further exposes Ms, Knudsen to additional worksite
retaliation. Ms. Knudsen cannot be in conflict with her supervisor to enforce Attendance Standards; that is
Mr. Summers’ responsibility, a department head and member of Airport Administration Senior Staff. It is only
pertinent and alarms Ms. Knudsen that her position at SFAM and SFO is in jeopardy, and that she is the
recipient of disparate treatment, harassment and retaliation. A current instance: Ms. Knudsen's FY 08 / 09
CCSF Perfoermance Evaluation Report in which Mr. Summers downgraded Ms. Knudsen's Attendance
Standards by two ratings, from Qutstanding to Good, which had been subsequently amended due to Ms.
Knudsen's efforts and a complaint being filed. There are further examples of Ms. Knudsen being subjected
to questioning and pressured inappropriately by Mr. Summers, e.g., use of vacation hours due to low
balance of sick hours for medical appointments, submittal of FMLA requests, amongst others, all consistent,
infimidating and unprecedented in comparison to past and present precedent. Therefore, this singular
attention to Ms. Knudsen's attendance is alarming, and impacts Ms. Knudsen's job security and future
employment and promotional opportunities.

I-B. Redefined and Restructured Work Assignments

Change of Ms. Knudsen’s work responsibilities from March - June 2007 compared to April 2008 and
thereon. In March 2007 to June 2007, while working a FMLA part-fime schedule with reasonable
accommodations, Ms. Knudsen was responsible for SFAM Administration, Special Projects, and Facilities
Management including, but not limited to, personnel management, SFAM monthly administrative reports
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and projects, SFAM exhibition schedule maintenance and updated on FilemakerPro and Excel databases,
SFAM Registration department exhibition log, SFAM monthly insurance reports to SFO Risk Management.

Upon Ms. Knudsen's return from CCSF FMLA full-fime sick leave in April 2008, Ms. Knudsen's job
responsibilities were changed and she was no longer responsible for SFAM exhibition maintenance and
updates on FilemakerPro and Excel databases, SFAM Registration department exhibition log, SFAM
monthly insurance reports to SFO Risk Management. Further, Ms. Knudsen was placed in a supporting
rather than a leading posifion with regard fo preparing for a new SFAM collection management database
migration, instructed by her supervisor, Mr. Blake Summers, to ask Ms. Julie Takata, CCSF 3632 Librarian,
and Ms. Barbara Geib, CCSF 3546 Curator IV, for work assignments and instructions, providing them
updates and reports of her progress, all the more curious in that Ms. Knudsen had previously been Ms.
Geib's supervisor. Since Apiil 2008 Ms. Knudsen has consistently provided Ms, Geib key assistance and
support given that Ms. Geib has been struggling to fulfil her essential job responsibilities although Ms. Geib,
in April 2008 has had three newly hired CCSF SFAM Registrars under her supervision and direction.

- Since April 2008, Ms. Knudsen’s job had been and continues to be inconsistently redefined and restructured
by her supervisor, Mr. Blake Summers, with many work duties and responsibilities ever changing. Further,
past responsibilities designated to other SFAM staff has placed Ms. Knudsen in a position of supporting and
supplementing rather than directing and coordinating. Increasingly, Ms. Knudsen’s job assignments and
duties are subject fo disparate scrutiny and interference and new placed, inconsistent limitations that
undermine and make for a difficult and awkward working relationship with her supervisor.

Ms. Knudsen is SFAM's Curator in Charge of Administration -and Special Projects, and her position and
skillsets are uniquely suited to aid her supervisor, Mr. Sumimers, in operational and program activities,
inclusive of administration, project and facility management, et al. Since Ms. Knudsen’s retumn from FMLA in
April 2008, her job responsibilifies and staff interaction have been altered by her supervisor, a questionable
managerial discretion. The selections and choices Mr. Summers makes with regard to Ms. Knudsen’s job
duties are key fo future promofional opportunities and are indicative of his priorities and outlook, and
suggests a continued pattern and mindset that perpetuates discrimination and disparate treatment. Just as
Ms. Knudsen was concerned about a health condition notation and related attendance rating change in PAR
reports, and how such would negatively impact future career opportunities, Ms. Knudsen is far more
concemned about narrow administrative responsibilities and staff interaction that provide limited indication to
SFO and CCSF management and third parties of her experience, qualifications, and contributions to the
worksite, undermining and negating future career growth and promotions.

I-C. Kathie Smookler July 1, 2008

Cn July 1, 2008 Ms. Knudsen is confronted by Ms. Kathie Smookler, secretary to Mr. Blake Summers, with
accusations of undermining Mr. Summers, going behind his back, being disrespectful, involving ancther
SFAM staff person as “mediator and go-between.” Ms. Smookler's words and actions were offensive,
confrontational, adversarial, and intimidating, further worsened when Ms. Smookler physically blocked Ms.
Knudsen's two attempts o depart her office. While the 25 September 2009 DHR investigative report notes
that Ms. Smookler did apologize and has not repeated like behavior, there is no mention that this event is
not an isolated one (note two additional discrimination complaints filed on behalf of Mr. Kenneth Yazzie,
SFAM Registrar at that time) and does not give indication that Ms. Knudsen prompted resolution of the
incident, and had taken precautions not to be exposed to such circumstances again. Ms. Smookler's
behavior, inappropriate as a fellow CCSF employee, is especially troubling given that she is a core
representative and confidant of Mr. Blake Summers.

Civil Service Commission Appeal re CCSF DHR-EEO File #1343
Knudsen, 6 August 2008, page 4 of 6
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I-D. Blake Summers, July 9, 2008

On July 9, 2008 Mr. Summers sought out Ms. Knudsen to discuss a SFO Carpentry department complaint
against Ms. Knudsen received from Mr. Peter Acton, SFO Maintenance. Ms. Summers does not provide
specific details or information regarding Carpentry complaint. Mr. Summers, behind closed doors, proceeds
to harass, intimidate, and discriminate against Ms. Knudsen, inclusive of denial of request for neutral, third-
party participant. In this July 9, 2008 meeting, Mr. Summers stated and used phrases such as, “there have
been significant complaints against you; you've been a problem from get-go; | can't change you; you're
difficult to work with; you never listen; don't sit there all proper; you have a hard time getting along with
people; you can't work with anyone; clearly you're unhappy here, look at the number of complaints you've
filed; do you want to quit?" Ms. Knudsen departs for the day concemed about strained, difficult, and
increasingly hostile working conditions at SFAM, her employment and future at SFAM, SFO, and CCSF.

The 25 September 2009 DHR investigative report states, “The evidence did not demonstrate that this
interaction was severe or pervasive as to after the terms and condition of Ms. Knudsen's employment: the
comments did not dissuade Ms. Knudsen from exercising her right to file complaints; and there is no
evidence of any tangible adverse employment action.” The mere fact that Ms. Knudsen filed a complaint
does not mean that the incident was not severe. In fact the filing of the complain confirms the hope by Ms.
Knudsen that this disparate treatment will stop, seeking the aid and involvement of CCSF. Throughott Ms.
Knudsen has maintained professional decorum and fulfilled essential work responsibilities but the added
strain and stress of a supervisor who does not adhere to normal supervisory behavior and interaction is
notable. Harassment is a form of discrimination that occurs when someone engages in unwelcome and
unreasonably offensive conduct based on a protected category, and that conduct could adversely affect an
employee’s working condition. An empioyer has a duty to maintain a harassment-free workplace for all its
employees. Mr. Summer's actions since November 2007 has been incremental, consistently escalating, and
cumulated in his actions and words in this meeting.

|, Denial of Promotion due to Retaliation and Gender {female)

On May 2008 Ms. Knudsen was told by her supervisor, Mr. Blake Summers, that two SFAM staff promotions
he had recommended for FY 07 / 08 for CCSF 0922 — Manager | and CCSF 3546 ~ Curator IV fo be carried
over to FY 08 / 09 were not applicable to her, saying, "Why would | promote you? You weren't here for a
year,” referring to Ms. Knudsen's FMLA leave of 07 / 08, Failure to promote due to a FMLA leave is a
violation of Federal and State law, and CCSF policies and procedures. This matter is exacerbated further in
that during Ms. Knudsen's FMLA leave, Mr. Summers submitted a SFAM five-year succession plan to SFO

Administration, with no plan to promote Ms. Knudsen, and all promotions listed therein are for Caucasian
males. :

[n 2006, Ms. Knudsen was promoted in titte from Curator in Charge of Registration to Curator in Charge of
Administration and Special Projects, with additional work responsibilities, but no change in classification or
salary as CCSF 3546 - Curator IV. At that time, Ms. Knudsen queried Mr. Summers why she was not
receiving a classification change or salary increase and was told because of budgetary limitations and that
such an action would be resented by the Assistant Director (CCSF 0922 — Manager I} and Curator in
Charge of Aviation (CCSF 3546 — Curator IV). In this conversation, Mr. Summers stated a classification

~change and salary increase for Ms. Knudsen would be factored into a future SFAM budget. To that end, Ms.
Knudsen provided Mr. Summers a listing of CCSF comparative positions and salaries, as well as a
preliminary CCSF Job Analysis Questionnaire (JAQ).
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Mr. Summers assigns job responsibilities to all staff, inclusive of Ms. Knudsen and Mr. John Hill, Curator in
Charge of Aviation. Any disparity in job responsibilities and duties comes about because of Mr. Summers'
preferénces and bias. To have CCSF say that Ms. Knudsen can apply for the Aviation Curator promotive
position ignores created disparity in job responsibilities and staff supervision. Mr. Summers stated that he
never made a commitment fo Ms. Knudsen that she would be promoted and this is all the more egregious in
that there is no mention of a promotion for Ms. Knudsen in the five-year succession plan, indicating a long-
standing bias and discriminafion.

Summary -
Per Airport directives and policies, Airport Commission employees are called upon to commit themselves fo

continuously building a team that strives for the highest quality work product and for professionalism and
respect in all dealings with co-workers. In addition, it is the Airport's desire to handle employee concerns
effectively, fairly, and intemally, building a favorable work environment in which employees feel free to bring
their concemns to their respective managers. Knudsen requests the aid and involvement of the CCSF Civil
Service Commission to address matters brought forth in the discrimination complaint, asking for a consistent
adherence to CCSF and SFO policies, procedures, and directives.

Respectively,

Sonya Knudsen
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City and County of San Francisco Department of Human Resources

-Gavin Newsom
Mayor

Micki Callahan
Human Resources Director

Septernber 25, 2009

Ms. Sonya Kmudsen

RE: .Compiaint of Employment Discrimination
EEQ File No. 1371

Dear Ms. Knudsen:

In accordance with the San Francisco Charter, § 10.103, the Human Resources Director shall review and

resolve all allegations of discrimination. Your letter of complaint dated June 25, 2008 was reported to
me and recorded as EEO File #1371.

You are a PEX Curator IV, Curator in Charge of Administration, with the Airport Museums. In your
complaint, you allege that in retaliation for engaging in the protected activity of filing a previous
discrimination complaint against him, Airport Museums Director Blake Summers and his assistant,
Kathie Smookler, have retaliated against you by subjecting you to harassment which has created a hostile
work environment, and Blake Summers has denied you promotion to a Manager I position due to
retaliation and your gender (femzle). o

A. Allegations

{. Hamrassment due to Retaliation

~ You allege that upon your return to work in April 2008, you were subjected to harassment in the form of:
a. Excessive scrutiny regarding your timesheets and requests to use Vacation and Sick Leave.
b. Having your work assignments redefined and restructured, having key duties reassigned to others and
being placed in a supporting role. You allege violation of FMLA job restoration requirements because
you did not return to work from leave to the exact same assignments,

¢. A cenfrontation with Kathie Smookler on July 1, 2008 where she verbally reprimanded you in a loud

and intimidating manner and physically blocked your egress from your office when you attempted to
leave.

d. A confrontation with Blake Summers on July 9, 2008 where he verbally reprimanded you for filing
complaints against him and asked you if you wanted to quit.

H. Denial of Promotion due to Retaliation and Gender {{female)

You allege that you were dénied promotion to 0922 Manager I in retaliation for previously filing a
discrimination complaint against Blake Summers and that Blake Summers alluded negatively to the fact
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that you had been on leave when you inquired about the Manager I position. You allege that your
manager had previously implied that he would be seeking a promofive reclassification for you and
instead, is seeking to promote a male co-worker, the current Curator IV of Aviation.

B. Standards of Discrimination

Harassment- Hostile Work Environment
The standards for Harassment- Hostile Work Environment involve the following:

1. The Complainant is subject to physical, verbal or visual conduct on account of the Complainant’s
membership in a protected category,

2. The conduct is unwelcome; and :

3. The conduct is sufficiently severe or pervasive as to aiter the conchtlon of the Complainant’s

employment and create an abusive working environment.

Retaliation _

The standards for discrimination on the basis of retahation mvelve the following:

1. The Complainant engaged in a protected activity; ,

2. The Complainant suffered an adverse employment action; and

3. There was a cansal link between the protected activity and the adverse empioymen‘[ action.

- Digparate Treatment Standard

I The Complainant is a member of a protected category,
2. The Complainant has suffered an adverse employment action; and
3. The Complainant suffered an adverse employment action because of his or her membership in a

protected category.

C. Investigative Findings

Harassment

a. Excessive Scrutiny: You did not provide specific examples of how your tunesheets, vacation and/or
sick leave requests were excessively or unreasonably scrutinized after your return from leave as opposed
to before your leave, or as opposed to before you filed your discrimination complaints. You did not
identify any specific instances where your timesheets were questioned, nor any specific instances where
your vacation and/or sick leave requests were denied. In fact, you agreed that none of your leave,
vacation or sick time usage requests have been denied.

Investigation established that the Airport Museums currently uses a timesheet method where all Museums

staff merely note the number of hours worked each day. The Airport Museums contends that there was one

occasion where Blake Summers asked you how you recorded time used to attend a medical appoinfment

when that appointment wasn’t recorded on your timesheet. There is no record of any dates or times of your

attendance which have been contested, nor does the Airport Museums 1dentify any dates or times of your
_attendance which have been contested.
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Managers have a responsibiiity to ensure employees are accurately documenting their work time and it is
possible that the Airport Museums may change the current method of daily sign-in by all employees in
order to more accurately record employee time.

b. Change in Work Assignments: The essential functions of your Curator IV position are to perform
special projects for the Airport Museums. Investigation established that during your leave in 2007, certain
assignments were reassigned to other staff and that upon your return from leave in 2008 certain assignments

remained reassigned to other staff. Investigation also established that you continue to be assigned special
projects.

FMLA leave provisions entitle employees to be restored to the same or equivalent position and a
department is entitled to reassign duties based on the operational needs of the department.

¢. Confrontation with Kathie Smookler on July 1, 2008: Investigation established that Ms. Smookler did

behave unprofessionally and inappropriately when she came into your effice on or about July 1, 2008 and
refused to let you leave your office. '

Fnvestigation also established, and you agree, that Ms. Smookler apologized to you that same day for her
behavior and that Ms. Smookler has not repeated that behavior. Investigation established that Ms.
Smookler does not supervise vou, did not reprimand you nor does she have any authority to reprimand
you, and that she does not come into regular contact with you except as may be required.

d. Confrontation with Blake Summers on July 8, 2008: Investigation established that comments
made by your manager, Blake Summers, on or about July 9, 2008 were extremely upsetting to you and
Mr. Summers’ comments were inappropriate. However, the evidence did not demonstrate that this
interaction was severe or pervasive as to alter the terms and condition of your employment; the
comments did not disseade you from exercising your right to file complaints; and there was rio evidence
of any tangible adverse employment action.

Denial of Promotion

Investigation established that there was not a promotive position that you applied for, competed for and were
not appointed to. Investigation established that your manager submitted a request which was approved by
the Airport Budget Office, based on the level of responsibilities and staff managed by the functions of the
Curator IV in Charge of Aviation. The Curator [V in Charge of Aviation manages a sizeable program and -
staff. Investigation established that there is a marked difference in the level of responsibilities between the

Curator IV in Charge of Aviation and your current Curator [V in Charge of Administration, which performs
special projects as assigned.

The department’s request for position substitution has not been actualized to date. Should the request to
substitute a Manager I position for the Curator IV in Charge of Aviation continue to remain in the
department’s budget, the department will proceed with a selection process in which you will be free to

participate. Blake Summers denies that he previously implied or promised he would seek a promotive
reclassification for you.
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Deternination

I have reviewed the investigative report and I find that there is insufficient evidence to sustain your
complaint of harassment, retaliation or disparate treatment.

Your manager’s comments to you on July 9, 2008 are a serious concern. They were inappropriate and
please be advised that by separate cover I'am addressing that issue with Mr. Martin. The City and County of
San Francisco stands firmly in supporting employee rights to file discrimination complaints without fear of
retaliation or reprisal. The Airport has already taken action to re-distribute key Executive Directives
affirming an employee’s right to file a discrimination complaint without fear of retaliation or reprisal.

The decision of the Human Resources Director is final unless the deciston is appealed to the Civil Service
Commission, and 1s reversed or modified. A request for appeal must be received by the Civil Service
Commission at 25 Van Ness Avenue, Suite 720, San Francisco, CA 54102, within thirty (30) calendar days
of the postmarked date of this letter.

You may contact Linda Simon in the Department of Human Resources Equal Employment Opportunity
Division at 557-4837 if you have any questions. : ‘

Sincerely,

WOl (s

Micki Callshan
Human Resources Director

¢e: Johno L. Martin, Airport Director
Susan Kim, Airport EEO
Linda Simon, DHR/EEO

file
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City and County of San Francisco - Department of Human Resources

Gavin Newsom
Mayor

Wicki Catlahan
Human Resources Director

September 25, 2009

John L. Martin, Director

San Francisco Intema‘monal Alrpert
P.O. Box 8097

San Francisco, CA G4128

RE: Comvlaint of Employment Discrimination
EEO File No. 1371

Dear Director Martin: -

In accordance with the San Francisco Charter, § 10.103, the Human Resources Director
shall review and resolve all allegations of discrimination. The purpose of my letter is to
notify you of my determination in the complaint of discrimination filed by Sonya Knudsen,
Curator IV in Charge of Administration, with the Airport Museums_

Beginning June 2008 Ms. Knudsen filed several complaints of retaliation alleging that she
had been subjected to harassment which has created a hostile work environment and denied

promotion due to retaliation and her gender (female).

© Ms. Silvia Castellanos, Assistant EEQ Manager, Department of Human Resources,
completed the investigation and has submltted her report to me for a determination.

Investigative Findings

Allegaﬁdn of Haras_smént due to Retaliation

Ms. Knudsen alleged that she was subjected to excessive scrutiny regarding her timesheets
and requests to use vacation and sick leave; that her work assignments were redefined and
restructured; that key duties were reassigned to others and she was placed in a supporting
role; that the Airport violated FMLA job restoration requirements because she did not return
to work in the exact same assignments; that she was verbally reprimanded by Kathie
Smookler on July 1, 2008; and that she was verbally repmmanded by Blake Summers on
Tuly 9, 2{)08 for fllmg comp}amts against him..

However, Ms. Knudsen failed to provide specific instances where she was subjected to
excessive scrutiny and the evidence established that none of her requests for vacation or
leave have been denied and investigation did not establish any violation of FMLA job
restoration requirements. Investigation established that the Airport Museums uses a sign-in .
sheet where employees simply record the nurnber of hours worked per day. In order to more
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accurately reflect employees® work hours, the Airport Museums may want to consider
alternate methods of tzking attendance.

Investigation did not establish that Ms. Smockler harassed Ms. Knudsen.

Allegatidn of Harassment by Blake Summers

Investigation established that Blake Summers did speak mappmpndaely to Ms. Knudsen on
July 9, 2003. Ms. Castellanos interviewed Mr. Summers on January 12, 2009 and Mr.
Summers admitted to the following:

o He did make a comment to Ms. Krudsen regarding the complaints she had filed,
“you are unhappy here, look at all the complaints you have filed, do you want to
quit?”; ‘

s He may have made a comment to Ms. Knudsen along the lines of, “you’ve been a
problem from Day One, I can’t change you, you never listen”.

These comments, on part of a manager, are a Serious concern. However, they were a one-
time occurrence, not severe or pervasive so as to alter the terms and conditions of Ms.
Knudsen's employment and she was not dissuaded or ‘chilled” from filing her subsequent
complaints. The Airport ERO Office took action to re-distribute key EEO Executive
Directives in February 2009. However, I would also recommend additional steps which
include counseling Mr. Summers that an employee has a right to file complaints, and that the '
City prohibits retaliation for doing so. Itis also apparent that the working relationship.
between Mr. Summers and Ms. Knudsen is strained and I would recommend that the
department explore mediation for both Ms. Knudsen and Mr. Summers to re-establish a
smoother working relationship with improved communication.

Allegation of Denial of Promotion

 Ms. Knudsen alleged that her manager, Airport Museums Director Blake Summers denjed
her a promotion to Manager I while granting promotion to a male co-worker. Ms. Koudsen
also alleges that Mr. Surumers had previously anhed he would seek a promotive position
for her. _

However, investigation estabhshed that there had not; in fact, been a promotion. Rather, the
Alrport Museums requested and was approved for a position reclassification which remains
in the budget process. Should the department be able to fill the reclassified position, the
Adrport will implement a formal selection process to appoint the best qualified candidate and
Ms. Knudsen will be welcome to apply and compete in the selection process. Mr. Summers
denied that he previously implied or promised Ms. Knudsen a promotion and there was no
evidence that a factual observation he made that she had not been in the workplace fora
certain time, spoke to any bias or resentment on his part for the fact of her FMLA leave,
when he has not denied Ms. Knudsen any request to use vacation, sick or FMLA leave tlme
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- Determination

Based on a careful review of the investigative report, [ have determined that there is
insufficient evidence to sustain the charge of discrimination. A copy of my determination to
Ms. Knudsen is enclosed.

- The San Francisco Charter, § 10.103, provides that the decision of the Humsan Resources
Director shall be final unless the decision is appealed to the Civil Service Commission, and
is reversed or modified. A request for appeal must be received by the Civil Service
Commission at 25 Van Ness Avenue, Suite 720, San Francisco,-CA 94102, within thirty
(30j calendar days of the postmarked date of this letter. '

 You may contact Linda Simon in the Department of Human Resources Equal Employment
Opportunity Division at 557-4837 if you have any questions.

Sincerely,

=

Micki Callahan
Human Resources Director.

Enclosure ‘
Letter of Determination — 8. Knudsen

" e Susan Kim, Airport EEO
Linda Simen, DHR/EEQ

File
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DHR/EEO Staff Report and Attachments, 9/15/09
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To:
Through: -
From:

EEO File No.:

- Complainant:

Respondent:

Issues:

Basis:

Date Complaint Filed:

Date of Report:

EEG INVESTIGATIVE REPORT

Micki Cailahan

Human Resources Direcior

Linda Simon,
Acting Manager, EEQ Division

Silvia Castellanos
Assistant EEO Manager

1371
sonya Knudsen
San Francisco Airport Museums

Harassment/Hostile Work Environment
Denial of Promotion

atzlation
June 25, 2008

September 15, 2009

. [ o F— v
EEQO Invéstigator Signature

=

EEG Supervisor Signature
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i, Introduction |

Complainant 1s 2 PEX 3546 Curator I'V with the San Francisco Airport Museums. Sheis
‘a longtime employee of the Airport Musewms, starting in 1990 as a Non Civil Service
3556 Museum Registrar. In 1997 Complainant was promoted to PCS 3558 St Museum
Registrar and in 1995 she was promoted to PEX Curatar IV. Currently, Complainant

responsible for special projects at the Alrport Museums.

ot v
Vs

Complainant adeges that she has been subjected to Retaliation in the form of Harassment
and Demal of Promotion by her manager, Blake Sumnmers, Director and Chief Cuora

and Harassment by his executive secretary, Kathie Smockier.

Previously, Complainant has taken FMIA leave and filed a discrimination compiaint
against Blake Summers in March 2008,

. Caomnplainant's Allegations
t=)

2

Denial of Accommodation- Arport EE

Complainant filed letters of complaint dmed June 25, 2008 and Avgust 11, 2008
against the Airport EEQ Office. Complainant alleges she was denied
accommodation (phone headset, ergenomic work station). Complainant alleges
that it took over three weeks for the department to provide her with the requesied

;j>

equipment, impacting and hampering her abilify to fulfill her job duties and

- responsibilities. Complainant also alleges that ber accommeodation request to
telecommute was dented by the department wi ﬂwo:n evaluaticn.
(See Exhibits A, A-1}

E. Discrimination by Airport and DHR EEQ _
Complamant filed letiers of complaini dated June 25, 2008 and August 17, 2008
against Department of [Tuman Resources and Alrport EEQ Divisions
her previous complaint of discrimination (EEQ complaint #1343}, Complamant

leged there was i chenszs'ie;} t, confusing and contradictory exs Eﬁ_ﬂjﬁut}ﬁéibf,;‘;he;.g

i
‘complaint process: a conflict of interest, lack of third party :rp? tiality and
neutrality.
(See Exhibits A-2, A-3)

>

Harassment and Dersal of Promotion — Blake Summers

Complainant filed letters of complaint dated June 25, 2008, July 9, 008 and

August 23, 2008, She alleges Museums Director has continued hies regarding

ADA and accommodation; she WoTkS In a szrame’* Work environment; in isclation
and has been dented promotion.

{see BExhubits A4, A-5, A-O)

O
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D Harassment and Retaliation on 7/1/08 — Kathie Smookler
Complainant filec a letter of complaint dated July 11, 2008 alleging harassment
by Kathie Smookler, Executive Secretary to Blake Summers, on July 1, 2008.
Ms. Smookler accused Complainant of undermining Blake Summers and
physically blocked Complainant’s efforts to leave the office.

(Sec Extibit A-7)

[

Harassment, Disparate Treatment and Retaliation on 7/9/08 - Blake Summers
Unfair and inequitable treatment and scrutiny by Blake Summers; diminished job
responsibilities, Testructuring and reassignments. Herassment and retaliation by
Blake Summers on July 9, 2008, when he accused her of being & problem, of
being ‘complaint-happy’, intimating that she should resign as her complaints were
evidence that she was not happy in the workplace.

(See Exhibit A-8)

Complamant submitted a Summation of her complaints dated September 16, 2008,

{See Exhibit A-9}). '

Complamant seeks the following relief:
1. That workplace harassrnent cease and desist.
That she be granted promotion with applicable back-pay/seniority.
That she be reassigned to another comparable position within the department.

L) b2

e Exhibit - Cha f MYHeermination)
(See Exhibit C- Charge of Discrimination)

3. . - Allegations Not Iovestigated

Allegation A. ~ Denial of Accommodation by Airport EEQ (ergonomic equipment and
workstation) was not investigated as Complainant was, in fact, provided with the
requested ergonomic equipment and workstation:

Chronology of Reguest for Accommodation:

e
3/10/68 Date of Complainant’s Request for-Accommodation: “Ergonomic-
7 7 standardization for work station  Phone headset, book stand 8rEiing manle,

work schedule to include 1 to 3 minute breaks every
applicable. Possible telecommuting.”

3/14/08 Complainant’s Request for Accommodation is received by Airport EEOQ.
5/19/08 Complainant meets with Atrport EEO staff Susan Kim to review her

request for ergonomic equipment and workstation.

3/25/08 - | Adrport EEO contacts Complainant’s Health Care Provider regarding
Complainant’s request for ergonomic equipment and workstation.
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3/27/08 Airport EEO writes to Complainant: periodic breaks ¢an be incorporated
into work day; an ergonomic workplace evaluation has been scheduled;
Telecomrnuting would not be compatible with duties and responsibilities as
Complainant needs to be af work to plan and supervise special projects and
activities as assigned.

4/2/G8 Complamant returns 10 work from leave. -

4/2/08 Ergonomic evaluation of Complamant’s workstation is conducted.

4/3/08 Far/Headset installed.

A/4108 Airport Carpentry, Health & Safety assess Complainant’s work station.
/4108 Complainant provided with temporary book stand with slant feature.

4/4/68 Alrport EEO updates Complainant re progress of request. Informs

Complzinant department is working expeditiously to put requested items in
place. Advises Complainant that if she feels current work site is causing
discemfort, recommended she stop working until desk and chair have been
delivered. Advises Complainant of option of additional leave unti]
requested ifems in place.

4/7/08 Airport EEO advises Complainant larger ergonomic desk has been ordered
and will be shipped 4/8/08. .

4/7/08 Complainant vigits The Chair Place. Ergonomic chair that fulfills
specifications located.

£/15/08 Purchase Order for Complainant’s Charr 1s approved.

4/21/08 ‘Reguested ergonomic equipment is in place.

Allegation B. — Discrimination on part of Airport and Department of Human Resources
EEO staff was not investigated as Complainant’s discrirnination complaint (EEO
complaint # 1343) was, in fact, processed in compliance with applicable Rules and
policies.

{(See Exhibit B)

Allegations Investigated
Allegations C ~ E were investigated and are the subject of this report.

A
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4. Relevant Background

Complainant is a Curator IV in the Adrport Musewms in charge of Admirdstration and
Museum Programs. She is responsible for special projects and duties as assicned. She
has no direct reports and reports directly to Blake Summers. '

Curater IV Workforee

There are three Carator IV employees at the Airport Museums:
~ Name - Title
1. Complamant Curator in Charge of Administration
2. Barbara Geib Curator in Charge of Registration
3. John Hill Curator in Charge of Aviation
s Departmental Responses

The Department denies that Complainant has been subjected to harassment, retaliation or
been denied a promotion. '

_ Department’s First Response
On December 10, 2008, a Notice of a Charge of Discrimunation and a Request for
Infermation was sent to the Department (See Exhibit D). The department’s first response
is dated December 31, 2008, Ms. Susan Kim, Assistant Manager Airport EEO responded
for the department (See Exhibit k).

Department’s Second Response
The department submitted 2 second response dated March 6, 2009 (See Exhibit H).
Specifically, in lesponse to Complainani’s allegations, the department contends that:

Cbancre of Work Assienments - Complainant’s work assignrnents can vary depending on

—thidepartment’s needs, To meet operational needs, certain WarTk aSsigments Were

reassigned while she was on leave and remained reassigned once she returned from leave:
However, she continues to perform the eésential functions of her position, 1.e. special
projects.

Timesheets. Requests for Vacation. Sick Time - Complainant was asked to account for

‘her time in one instance. Complainant has not been denied any use of requested time.

Complainant uses the same timesheet for attendance as everyone else w Th_n the Alrport -
Museums (See Exhibit ).

Incident on 7/1/08 - Kathie Smookler did behave inappropriately towards Complainant
on July 1, 2008, Ms. Smookler apologized to Complainant the same day, and there has
been no repetition of inappropriate behavior. Ms. Smookler does not supervise

A



Imfesti;gative Report
EEQO File No. 1371
Page 6 of 28

Complainant, and the iteraction between both employees has been cordial and.
“professional.

Tncident op 7/9/08 — Blake Summers atternpted to have an honest diS“Ls 1on with
Complainant on July &, 2008, His intentions were not to upset her o communicate

COTICErnS rom other cta?f regarding Complainant’s metho

Allegation of Denial of Promotion -'Complainam has not been demed 2 promono

Blake Summers requested a position substitufion m ﬂée'deparu"nent s budget, wmch was
approved. The position substitution involved the Curator IV duties ¢ éqtiy performed
by the Curator of Aviation. Based on the level of rpsponslbum a mOoIe apprepnate
clessification for the duties performed by the Curator of Aviation s M anager . Once the
position is open for application, Complainant will be fee to apply. Atno time, curren ntly
or previousty, did Bic&f Surrmers promise or imply that he would propose or request a
promoiive reclassification for Complainant.

6. Envesticative Standards
The appliceble standards for dis cnmmatl on 1n this matter are:
F““assnnnt— Hostile Work Environment Standard
The Complainant is subject tﬂ phvczcai verbal or visual conduct on account of the
Compéamam s membership in a protecied category,

2. The conduct 1s unwelcome; and

3. The conduct is sufficiently severe or pe n’zsm e as to alte condition of the
Complaimant’s employment and create an abusive working environrnent.

Retaliation :

1. The Compiamant en aned in a protected activity;

2. The Complainant suffered an adverse employment action; and

5. There was a causal link between the protecied activity and the adverse employrment
aciion.

Disparate Treatment _
s == I The Comp}aman::zs amemberofaprotected category: - -

. 2 Tne u}mpiai,‘&n has suffered an adverse emplovment action, zna -
3. The Complainant suffered an adverse employment action because of his or her

membership in a protected category.

7. The Investigation
&. The Investigative Process

An intake interview with the Complainant was held on September 17, 2008, The
Compiainant signed the Charge 'Grm n December § 7008 {See Exhabit C).

Yot

DATE f ' % 'EQ'EEG ATEVE PROCESS

12
_/,f

F‘—-

0/08. | Charge of Dé_"cdr tion and Request for Information sent to Alrport.
! g . .
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12/31/08 Department submitted response to Request for Informaticn.
(See Exhibit E)

01/12/65 Fact-finding interviews conducted.

01/12/09 Com plainant’s personnel file reviewed.

(1/23/0% Meeting with Complainant and Representative to review information
gathered. Complainant was afforded opportunity to rebut aepartment S
position.

02/01/09 Complainant submitted rebutzal statement.

{See Exhibit F)
02/12/09 27 Request for [nformation sent to department.
" {See Exhibit G )

02/20/09 Additional fact-finding interview conducted.

03/04/09 Additional information obtained from Airpert Budget Office.

03/06/0% Department submitted response to 2°°. Request for Information.

{See Exhibit H)

03/27/0%9 Meeting with Complainant and Representatwe to review information

' gathered and 2fford Complainant opportunity to rebut department’s
position.

8. Findings of Fact

Allegation C: Upon her return fo work from FMELA leave in April 2008,

Complainant’s work assignments were redefined and restruetured, key duties were
reassigned to others and she was placed in a supporting rele. Complainant’s
timesbeets and requests to use vacation and sick pay have heen unduly scrutinized

~and quesﬁane& Cempi;amant WAS- demed pram@ﬁ@n to T\Eanaaer Lo

Summarv of Relevagnt Evidence:

1. Complainant's Written Complaints

6/25/08 Ietter

Complainant’s letter of 6/25/08 contends that upon returning to wUrL on Apnil 2, 2008,
she was subjected to discriminatory attitude and actions by supervisor, unfair and

inequitable treatment and scrutiny; diminished job responsibilities and restrueturing and

reassignment; continued bias regarding ADA and reasonable accommodation, adversely

impacted, strained work environment and conditions and isolation. Compla mant alleges

she was denied promotion.

{5ee Exhibit A-4)

H A
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7/5/08 Letter

Complainant’s letter of July 9, 2008 zlleges inequitable treatment and work assignment
disparity on part of Blake Summers.

(S_eg Exhibit A —5)

8/23/08 Letier . .
Complainant’s statement of August 23, 2008 contends her work attendance is exemplary,
while there is wide-spread abuse at Airport Museums and that since returning to work on
April 2, 2008 she has been instructed to sign out and use vacation when attending Rotary
Club of Burlingame lunch meetings; and she has been subjected to discriminatory,
retaliatory and inequitable treatment and work assignment-disparities. Complainant
identifies that her daily and weekly hours have been questioned and scrutinized; that she
has been asked how she signs infout for the work day and told to change how she signs
out; and that she has been asked about using sick leave versus vacation hours.

Derdal of Promotion

Complainant recounts that on May 28, 2008, in a discussion with Blake Summers, she
learned that a 0922 Manager I position in the department’s budget for FY 08-09 was not
intended for her. Complainant recounts that when she queried Blake Summers, he
responded, “why would [ promote you? You weren’t here for a year.” , thereby referming
negatively to the fact that she had been out on medical leave

Comp lamamt contends that the Manager [ upgrade is intended for her colleague, John
Hill, thc Curator in Charge of Aviation, a Caucasian male; and that in conirast to John
Hi 1, she has consm@nﬂv been working out-of-class and exceeding work responsibilities

d duties.

. é

Complainant contends that Blake Summers had previously implied that he would request
a classification change with salary increase for her. Complainant aTleges that she was
depied promotion and subjected to gender bias, in retaliation Jor exercising her right to

_ FMLA leave and in retaliation for Tﬂ_;pg a discriminafion compiaint against Blake

S Summers (See Exhibn Al T T

9/16/08 Summation , )
Complainant’s statement of bept\,mber 16, 2008 contends that since her return to work in
2008, she found her core job responsibilities changed and key duties such as:

e Providing monthly insurance reports to Risk Management;

¢« Updating and menaging Filemaker Pro and Excel C’ia_tabasesg

were no longer her responsibility.

‘Comgpldinant contends she wes placed in a supporting role insiead of working directly
with Blake Sumimers to plan, develop and implement database improvement.

Denial of Prometion
Complainant alleges that Blake Surmnmers has staff promotions.
Complainant contends that in a conversation she had with Blake Summers in May 2008,

i
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he answered her query regarding staff promotions, stating “why would I promote you?
You haven’t been here this past year”, referring negatively to her FMLA leave.
Complainant centends that in 2006 she was promised a reclassification with salary

INerease.
. (See Exlubit A-9)

* Charge of Discrimination

Complainant’s signed Charge of Discrimination form dated December 8, 2008 alleges
that upon her return from leave in April 2008, her work assignments were re-defined and

restructured.

Demal of Promoetion

Complainant alleges that Blake Summers denied her a promotion to 0922 Manager [
while negatively referring to her absence from work while she was on FMLA Leave.

(See Pxthibit B)

2/1/G9 Statement

Complainant’s statement of 2/1/09 contends she is the only Curator IV emploYeéfo have
her timesheets and use of vacation and sick leave unduly scratinized and questioned.

ta:

Complainant contends that the following were the assignment changes she was subjected

Duties and Responsibilities before Leave

Duties and Respensfbiﬁﬁes after Leave

Facility management of 670 West Field
Road and 2all SFO exhibition and storage
sites.

CP told by Blake Swinmers not to generate
excessive work requests. Therefore, the
manner and method in which CP conducts

i these duties 1s hampered.

Momnthly SFAM administrative reports.

Monthly SFAM risk management reports
re exhibitions and permanent collection.

Liaison to FAMSF Congervation.

Updates and maintenance of SFAM
exhibition schedule/calendsr on

| FilemakerPro and Excel.

Risk manzagement, Conservation,
exhibition activity log were delegated 1o __
B.Geib.

Updates and maintenance of SFAM
exhibition activity log on FilemakerPro and
HExcel. '

Updates and maintenance of SFAM
collection management FilemakerPro
databases;

¢
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Security and alarms, being on SFAM

Emergency Call List for SFO, Fire, Police,

EOG.

Special projects and assignments (securty

and alarm system upgrates, member of
Emergency Operations Group, re-roofing
670 WEFR, updating SFAM policies,

updating American Association of
Museumns’ Facility Reports; relocation of |
Spruce storage).

CP returned from Leave to find SFAM
process of preparing for migration. into
updated, combined collection management
FilemakerPro database. CP was instructed
to report to B.Getb, Curator in Charge of
Registration and Julie Takata, Librarian,
and ask them for priority list and

assignments and keen th—*m appnsea of her
work pro gress.

FilemakerPro datascrub to prepare for

projected Spring 2UO9 migration into & new

database.

Complainant contends that while there is managerial discretion to amend and alter
emplovee duties and responsibilities, such should {21l within reasonable parameters, be
judicious and appropriate based.on CCSE policies and procedures ﬁmpiow ment and labor

Complainant contends that that upon her r

- coniracts, organizational needs and available resources. —

eturn from April 2008 FMIA leave, her job

duties should have been virtually identical to those that she had before hier leave. Instead,
Complainant contends that Blake Summers changed her job duties, altered and adversely
impacted the interaction and relationship Complainant had with other staff and provided
Complainant with inconsistent and conflicting direction regarding her work duties and

expectations.

Drenial of Promotion

Complainant alleges that she was promoted in name enly in 2006 from Curator in Charge
of Registration to Curater in Charge of Administration, her current Curater IV

AT

assignment.
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Complainant alleges that Blake Summers told her then that he would incorporate a
promotion for her into the budget, at some firture time, and Complainant provided Blake
Sumrmers with a preliminary JAQ and spreadsheet information.

In May 2008, when she queried Blake Summers about the line item regarding a
promotion from Curator IV to Manager I and whether that applied to her, Blake Summers
responded, “why would I promote you, you weren't here last vear?”. Complainant
contends this was an inappropriate comment and it violated FMLA and ADA standards.

Complainant contends that her promotion from Sr. Museum Registrar to Curator I'V in
1999 and from Curator in Charge of Registration to Curator in Charge of Administration
were due to her meeting and exceeding all job responsibilities and assignments. By
contrast, Complainant contends that Mr. Hill has an established reputation of missed
deadlines and incomplete assignments. In Blake Surmers’ intent to promote John Hill,

Complainant contends that the Airport has a bias benefiting Caucasian males.
2. Interview of Complainant

Meeting of 9/17/08 7 _

This tnvestigator met with Complainant and her representative on September 17, 2008,
- Complainant stated that since her return to work from FMLA leave on April 2, 2008, the

work environment and ber working relationship with Blake Summers has shifted and he

has continued to be difficult.

Meeting of 1/23/09 .

This investigator met with Complainant and her representative on January 23, 2009,
Complainant did not dispute that she returned from leave and resumed the same work
schedule as before her leave. Complainant did not dispute that she continues to be
assigned special projects. Complainant stated that management had exceeded its right to
reassign work duties.

—— . ... Complainant contended that Blake Summers’ reference to her being absent from the
workplace as the reason he wouldn’t consider her for promotion, was a negative reference
and established his bias against Complainant taking FMLA leave.

Meeting of 3/27/09

This investigater met with Complainant and her representative on March 27, 2006.
Complainant did not dispute that her requests for FMLA had been granted by the
department. Complainant did not dispute that her chain-of-command has not been
changed since her return from leave.

Complainant contends that her manager used an inappropriate “tone™ when presented
with additional request for FMLA leave in the latter part of 20608 and that he demanded
specific information regarding her need for FMLA leave and that Complainant was
forced to divulge additional information regarding her request.

A3



Investigative Report

EEO File No. 1371
Page 12 0f 28

Complainant did not dispute that, in fact, a promotion for fellow Curator IV J ohn Hill had
not taken place, and she continued to contend she had been denied promotion.

3. - Department’s Response

Written Resporse of 12/31/08

In the department’s written response of December 31, 2008, the department denies that
Complainant’s work assignments have been wrongfully restructured since her retum from
leave. The department contends that Complainant’s esseptial function as a Curator [V in
Charge of Admiristration is to perform special projects and duties as assigned.

Therefore, her assignments can vary depending on the needs of the department.

The department agrees that during Complainant’s leave of absence, certain projects were
reassigned to other Adrport staff. The department alse contends that upon her return from
leave, Complainant was assigned four special projects. The department contends that
while specific, particular special projects assigned to the Complainant may vary, the
essential fimctions of her Curator IV position to perform special projects, continue:

Complamant’s Work Assignments Before/After Leave

Assiguments Before Mareh 2007 Assignments After March 2008

Monthly activities report to Administration.

Monthly report to Blake Summers.

Proofread label exhibition copy.

Assist with exhibition info to SFO Public ~ On-going. No change.
Affairs. '

| Facility Maintenance of West Field | -

Eoad/SFO. - - o —

Employee orientation packst/security
alarm/keys.

SFAM Collection Management Policy.

SFO Emergency Operations Group
involvement

SEAM Facility Reports- SFO & WER.

AAM reaccrediiziion preparations.
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HVAC reports for I'T cases.

Re-carpeting of West Field Road

1 registration area.

West Field Road security alarm systemn.

Cleaning and resealing of WFR hallways.

Cleaning and reseahing of WEFR Mezzanine
floors.

SFAM Emergency Plos for WER and SFO

sites. ’ i

Painting perimeter of 670 West Field Road.

Assignments Reassi

oned to Other Staif

Monthly report to Risk Managemert.

Assigned to B.Gieb during CP’s leave.

FAMSF Conservation invoice

administration.

Assigned to B.Gieb during CP’s leave.

Exhibition Schedule Updates on Excel.

Assigned to B.Gieb during CP’s leave.

Exhibition Scheduie Updates on
FilemakerPro.

Assigned to B.Gleb during CP’s leave.

Arts Commission maintenance installations

at SFO.

Assigned to new emplovee hired
specificallv to perform this task.

Kids® Spot Repairs.

Assigned to R . Xorolev, Museum

| Preparator, during CP’s leave.

Electrical Lights and timer improvement to

IT Cases.

Preparator, during CP’s leave.

Assigned to R.Korclev, Museum

“into unused qhadram

WER building mprovemems/ expansmu

Assigned to R.Korolev, Museum

Preparator, diuniiig CP’s leave,

Asszmme;ﬁts Sinece Return from Leave

Spruce St storage move.

Cormpleted.
Data migration Filemaker database. On going.
Collection Appraisals RFQ. | On gong.

On going.

Implement Collection Appraisals.

Denzal of Promotion

The department denies that Blake Summers dumed Complainant a promotion to Manager
1. The department responded that Blake Summers had not made any appointments to
0922 Manager I since 2006. In 2006, Blake Summers appointed Abe Garfield to
Manager 1. The appoirtment of Abe Garfield to Manager | was a reclassification from

3547 Curator V.,
(See Extabit E)
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Writien Response of 3/6/@9
In the department’s response of March 6, 2009, the department 1dentlﬁes that the
Complainant continues to perform a variety of special projects and duties for the Airport

~ Museums based on the needs of the department. The department responds that the

majority of Complainant’s assignments are the same and ongoing.

Certain projects, requiring immediate attention, were reassigned to other staff during
Complainant’s leave. After Complainant’s return from leave, Blake Summers assigned
four special projects to Complainant: 1.) coordination of the storage move from the
Spruce Street wareheuse location; 2.) management of the data migration filemaker
database; 3.) management of the collection appraisals request for qualifications; and 4.)
implementation of the collection appraisals. No other a‘tnrahons have been made to
Complainant’s job dutles and responsibilities.

Timesheets, V acamon/ Qlck Leave

The department s written request dated March 6, 2008 contends that Complainant is not
treated any di Fferenﬂy in the matter of timesheets or use of vacation and sick leave, as
anyone else at the Airport Museums. The department contends that Blake Surnmers
recalls zsking Complainant about her timesheet on one occasion. In that instance,
Complainant left work to attend a doctor’s appeintment and her timesheet did not account
for the time she was absent from the workplace. Blake Summers approached
Complainant and Complainant stated she would either come in early or leave late to make
up the hours. Blake Summers did not pursue the matter further.

Denial of Promoticn

The deyartment endorses a policy of fairness and equality for employment and career
advancement of all people without regard to race, color, religion, national origin, sex, age
or diszbility. The departmert denies the existence of any bias favoring Caucasian males.

The dap artment contends that for Fiscal Year 2{}09 201 0, the Airport Mussum.

requested a position substitution of a Curator TV classification to a Manager L. II the .
position substitution request is approved through the budget process, the 0922 Manager I
reclassification will affect il@ 33-46 Curator IV position held by John Hill, Curator in
Charge of Aviation.

. Curator TV of Avietion Duties ‘
The department identifies that the Curator I\f duties as performed by John Hill are more

properly within Manager [ and mvolve:
r |

¢ Dirsct and research aeveuop:nem of aeru,m_lTrat Iy ten exhibitions annually on
Alrport and aviation history for the Aviation: Library and Louis A. T urpin
Avigtion Museum (ALM). '

s Supervise work of Curator I in assisting with research and development of
aviation related exhibitions.
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e Direct and research identification and description of collection objects. Make
recommendations for acquisitions and continually assess the appropriateness of
all aspects of the aviation permanent collection.

e Liaise through outreach and public speaking between the Airport commission
and the airline/aviation/museums community 1o increase awarenass of the ALM.

= Direct research of, and familiarization with, related collections of outside
organizations and private scurces and identify potential exhibition loan sources.

e Organize, train, and supervise the werk of volunteers in the ALM.,

¢ Retain membership with the collections Review Comrnittee and the Operational
Scheduling Comimittee.

The department contends that, should the Manager I— Aviation position remain the in the
department’s budget, a selection process will be implemented and Complainant will be
able to compete for the position.

(See Bxhibit 1)

Alrport Museums Timesheet

The department submitted a copy of a Weekly Attendance Report. This sheet shows
weekly attendance for the Complainant and the two other Curator IV employees.
Employees sign in the number of hours worked per day and initizl the appropriate box.
{See Exhibit I}

4. Interview of Blake Summers

This investigator interviewed Blake Summers on January 12, 2009, Mr. Summers stated
that certain database updating had been reassigned while Complainant was on leave, and
that since her return from leave, she had been assigned to conduct database clean- -up. Mr.
Summers stated that there bad been no changes to Complamant s decision-making
responsibilities.

Mr. Summers stated that in making assignments of museums staff, he is gulded by the
‘needs of the department and those needs can shift and vary.

Mr. Summers stated that Complainant works imdependenﬂy and that she had not
informed him she feels she’s been subjected to excessive scrutiny and interference and in
regards to timesheet/attendance, Mr. Summers recalled only one instance where he had
specifically asked her about the recording of her time, as her absence to atiend a doctor’s
appointment was not reflected on her timesheet.

Denial of Promotion

Mr. Summers recalled that after Corpplamam returned from leave in 2008, she was
updating 2 monthly report and she viewed that he had upgraded a Curator IV position to
Manager [. Mr. Summers recalled that Complainant questioned him as to why the
upgrade would be for Curator of Aviation (John Hill) and not her.
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Mr. Summers stated that, unfortunately, it is a long-standing situation that the
Complainant does not like fellow Curator IV John Hill, and Mr. Summers indicated that
he was not surprised by her disparaging view of Mr. Hill. However, Mr. Sumimers stated
that the work performed by John Hill related to Aviation was more complex and involved
more responsibilities and, therefore, upgrading the position to Manager [ was merited.

_ ML Summers agreed that in his conversation with the Complainant regarding the mtent to
upgrade the Curator IV position in Aviation, he did make a statement to the effect of
“Why would I promote you, you haven’t been here this past year”. Mr. Sumnmers stated
his statement was a factual observation, and it was not intended or offered as a negative
reference of Complainant’s leave (FMLA). ’ '

Mr. Summers denies that he, at any time, implied he would seek to reclassify
Complainant’s position and/or promote her as Complamant alleges.

5. Azrport Budget Office

This investigator contacted the Airport Budget Office on March 4, 2009. It was
established that the department’s proposed FY2009/2010 Operating Budget did include a
pobmo’l substitution for 3546 Curator I\/ to 0922 Manager I. The justification for this
request 1s the following:

“Owne 3546 Curator IV to 0922 Mangger Iin AIREXHIBIT, When the San
Francisco Aivport Commission Aviation Library and Louis A. Twrpen Aviation Museum
opened in 2001, the scope of responsibilities for this position expanded to include the
management and oversight of this new facility and reloted staff. These duties include
supervision of a staff of two librarians and the Museum Manager, development of
aviatior exhibitions. manasement of the Oral History Program, liaising with gviafion
related support groups. developing the aviation collection primarily through donations,
producing educational programs and publications and representing the Direcior/Chief
Curator gnd Assisiant Director as needed. ”

The Airport ‘QLdgé‘c Office jdentifies that the Arport Museumns request to reclassify the

Curator IV in Aviation position was submitted on November 17, 2008.
6. FMLA Job Benefits and Protection

The Family and Medical Leave Act provides that an employee returning to work from an
FMLA/CFRA leave is entitled to be restored to the same position of employment (the one
held by the employee when notice was given or the leave commenced) or 10 an
equivalent position with equivalent employee benefits, pay., and other terms and
conditions of emplovment.
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Analysis:

Complainant has established that she engaged in the protected activity of taking FMLA
leave and that she returned to work from such leave on April 2, 2008. The available

evidence on this matter establishes that Complainant returmed to the same work schedule
(alternate Fridays off) and the same reporting structure she had before she went on leave:
that she performed special projects before going on leave and that she resumed
performing special projects after returning from leave.

>

The department agrees certain projects were reassigned-to other staff while Complainant
was on leave, but the evidence establishes that the majority of projects Complamant Was
responsible for, she continues to be responsible for.

Complainant has not established that she was denied the same or equivalent Curator IV
posttion, with attendant special projects, that she occupied before she took FMLA leave
in 2007.

Denial of Promotion ‘
The facts establish that there was no position open for application for which the
Complainant applied and was not selected.

The Awviation Curator IV position was approved for reclassification to Manager I The
reclassification was based on the level of responsibilities currently performed by the
Curator IV in charge of Aviation. If the budget process allows for the reclassification to
proceed and the Manager [ position is announced and open for application, Complainant
will have the opportunity to compete and be censidered for the position.

Complainant contends that Blake Suramers should be seeking to re-classify her Curator
IV position.  However, the Curator TV positions are significantly different in terms of

responsibilities. The Curator [V in Aviation manages a sizeable program and staff, The
Complamant s Curator IV pOSIth"l penorms 5pe<31ai prcg ects as needed.

Tlmesheets Vaca‘mon Ql"‘L_ Leave
Complainant did not provide any specific examples of how her timesheets or-
vacation/sick leave requests were singled out for scrutiny. Complainant acknowledged
she has not been denied any request to use vacation or sick pay and Complainant
acknowledged she refirned from leave to the same work schedule she had before she
went on leave,

Allegation Ih ~ On Fuoly 1, 2008 Cempiaznaat was harassed and verhally
reprimanded by Kathie Smookler, Executive Seerctary to Blake Summers. Ms,
smookler accused Complainant of undermining Blake Summers and physically
blocked Complainant’s efforts to leave the office.

Summary of Relevant Evidence:
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i Complainant’s Written Cornplaint

7/11/08 Letter .

Complainant’s letter of July 11, 2008 relays that on July 1, 2008, in her office at the .
Adrport Museum’s, she was verbally harassed and reprimanded by Kathie Smookler,
Assistant to Blake Summers, and subjected to pﬁyswal mtmaatlon by Kathie Smookler.

Complaint alleges that her effort to organize a staif barbeque with a colleague, Tim
(’Brien, was instead characterized by Kathie Smookler as being undermining, sneaky
and disrespectful of Blake Summers. :

Complainant alleges that Kathie Smookler’s accusations on July 1, 2008 were extremely
upsetting, such that when sheé tred to leave her office, Kathie Smookier blocked her way.
Complainant alleges that as assistant to Blake Summers, Kathie Smookier is privy to
knowledge of confidential matters, such as Complainant’s previous discnimination
complaint against Blake Summers and, therefore, Complainant considers the mCldG’lI of
July 1, 2008 with Kathie Smookler was retaliatory.

(See Exhibit A-7)

9/16/08 Summation .

Complainant contends that on July 1, 2008, Kathie Smookler, secretary to Blake
‘Sumrers, reprimanded and accused Complainant of being undermining, sneaky and
disrespeetful of Blake Summers and of placing a colleague, Tim O Brien, in an awkward
position by including him in her effort to organize a barbeque. ‘

Complainant contends that Kathie Smookler was angry, unreasonable and accusatory and
wouldn’t let Complainant leave her office. Complainant identifies that Kathie Smookler
subsequently apologized to her and Tim O’ Brien on July 1, 2008, and Kathie Smockier
admitted that she had over-reacted.

(See Exhibit A-9).

2. Interview of Complainant

Mesting of 9/17/08

This investigator met with the Complainant and her representative on September 17,
2008. Complainant stated that at approximately mid-day on J uly 1, 2008, Kathie
Smookler, Executive Secretary to Blake Summers, came to her ofﬁcp closed the door
and asked her a series of questions regarding a planned July 4% Barbeque.

Complainant conten dﬂ i t t Ms. Smookler’s questions involved:

¢ “Why are you orgamzing the BBQ7”

+ “Why are you putiing Tim (Tim O’Bren) in the position of mediator?”
Complainant contends that Ms. umoo}de*’s demeanor was hostile and antagonistic and
her words were loud, angry and judgemental. '

J.
"T'
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At one point, Complainant contends that she stood up, with the intent to go to Mr.

(O’ Brien for assistance and clarification, and that Ms. Smockler wouldn’t let her leave the
office. Complainant contends that Ms. Smookler became increasingly upset and finally
stormed out of her office. Complainant then sought out Mr. O°Brien and they both went
to speak with Ms. Smookler.

Complainant stated that after discussion, Ms. Smookler apologized to them both and
asked if they needed anything for the barbeque. Ultimately, Complainant and Mr.
O"Brien decided not to have the barbeque.

Complainant explained that “verbal harassment™, as she alleged in her letters of July 11,
2008 and August 8, 2008, related to WOIdS used by Ms. Smookler that conveyed
harassment to the Complainant, such as “go-between”, “mediator” and “undermining”. -

Complainant explained that “inappropriate discipline”, as she alleged in her letters of July
11, 2008 and August §, 2008, related to the fact that Complainant felt Ms. Smookler was
reprimanding her and passing judgement by stating that Complainant was undermining
Blake Summers.

Complainant explained that “inappropriate physical conduet™, as she alleged in her letters
of July 11, 2008 and August 8, 2008, related to the fact that Ms. Smookler closed the
door to Complainant’s office and blocked Complainant’s efforts to leave, while standing
1n a confrontational pose (arms crossed).

3. Interview of Kathie Smookler

-This mvestigator interviewed Kathie Smockler, 1452 Executive Secretary II, on January
12, 2009. Ms. Smookler stated that she has known and worked with the Complainant
smee 1990, Ms. Smookler indicated that, having known Complainant for as long as she -
has, she felt she could have a frank and honest dLscussion about the Dlanned star_f

- ‘:'barDe;que, 1 7008 7 T IILIILILTL I RN R

Ms. Smookler explained that Blake Summers is not as interested in social events as he is
in ensuring that the work of the Museuins is getting done. Ms. Smookler explained that
previous staff barbeques have not been well planned or organized and not evervone was
invited which resulted in certain staff feeling excluded. Also, Ms. Smookler explained
that at 2 previous staff barbeque, a staff member had cut himself badly. Ms. Smookler
pointed out that Facilities Maintenance staff have a barbeque and Museums staff could
attend that function.

Ms. Smookler stated that on June 30, 2008, Tim O'Brien had come by the office to speak
with Blake Stmmers, that she was also present, and that Mr. ©°Brien had asked for
permission for the barbeque to take place. Ms. Smockler indicated that Mr. O"Brien is -
very easy going but her sense was that he felt pressured 1o participate and pressured to
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staff the grill. Ms. Smookier thought it odd that Complainant herself had not come by to
ask for permission and so Ms. Smookler approached her the next day.

Ms. Smookler stated that based on her many years of working with Complainant, she
thought she could speak plainly. Ms. Smookler stated that she asked the Complainant
why she hadn’t approached Blake Summers directly, as Tim O’Brien was put into an
uncomfortable position. Ms. Smookler stated that she asked the Complainant why and
how it was decided that Tim O’Brien would be stationed at the gnll, as Tim O Brien feit
put-upon and felt he couldn’t refuse when Complainant approached him about planning
the barbeque.  Ms. Smookler stated that she did stand by the door in Complamnant’s
office and that she did insist the Complainant speak fo her about the barbeque.

Ms. Smookler stated that she recognized her behavior and actions were inappropriate and
she did subsequently apologize that day, twice, to both Complainant and Mr. O’ Brien.

4. Department’s Response

Wiritten Response of 12/31/08

The department’s written response of December 31, 2008 identifies that during the week
of Tuly 1, 2008, Timothy O’ Brien, Curator 11T, approached Blake Summers about a
barbeque being coordinated by the Complainant and he asked Blake Summers’ approval
to grill. Ms. Smookler was present in the office at this time. Both Blake Surmumers and
Ms. Smookier had been unaware that this event was being planned.

Ms. Smookier asked Mr, O’ Brien if he wanted to grill the food, as requested by the
Complainant and he answered “not really” and stated that while he wouldn’t volunteer to
be the cook, it wasn’t a huge imposition either. Both Ms. Smookler and Blake Sumimers
were not scheduled to work the day of the planned event.

The next day, Ms. Smookler went to Complainant’s office and she ¢id use words such as
“undermining” and “disrespectful”, but her intent was to communicate the need to keep

- - Blake Summers informed-of-such-events-——Ms:-Smoelder-also-voiced her opinion that it-. -~ -

was inappropriate for Complainant to delegate Mr. O'Brien to be the cook as he had not
volunteered for the task and he had more pressing matters to attend fo.

Ms. Smookler admits that she was upset and that she stood in the doorway of
Complainant’s office when Complainant got up to leave the room. Ms. Smookler stated
that she was atiempting to discuss the situation openly and that she communicated several
times that she simply wanted to speak with the Complamant.

Subsequently, Ms. Smookler did apologize for her behavior and the matter appeared to be
resotved, though the event was subsequently cancelled. The department denied that this
Interaction amounted ioc harassment.

(See Exhibit E) -
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5. Interview of Timothy O’Brien

This investigator interviewed Mr. O’Brien on January 12, 2009. Mr. O’Brien 1s a 3544
Curator I with the Airports Museums. His responsibilities include conducting research
and writing reports regarding exhibits, consulting with the department’s curatorial board
regarding possible exhibits and effecting loans of objects to the Museum. Mr. O"Brien
reports to the Assistant Chief Curator and to Blake Summers. Mr. O’Brien supervises a
Curator If employee. ' '

Mr. O’Brien descrnibed that he has a good working relaﬁonshiﬁ with the Complainant and
Ms. Smookler. Mr. O’Brien described the Airport Museums as a very small workplace
and he prided himself on getting along well with everyone.

While a small workforce, Mr. (’Brien stated that the Airport Museums isnot a
workforce known for social networking. Previous social events among employees have
been informal and Complainant has been responsible for initiating social events.
reviously, Mr. O”Brien statfed the grill at other barbeques and he felt that Complainant

may have misperceived that he was invested somehow, in being the person to do the
gritling.- Mr. O’Brien stated that Complainant approached him about the Fourth of July
Barbeque and he said “OK”, even though he was not really interested in doing that.

. Complainant told him that she would bring the meat and he suggested that other staff also
be asked to bring contributions.

After speaking with the Complainant, Mr. O’Brien did approach Blake Summers, as he
was the manager and Mr. O'Brien felt it was important to let him know what was
intended and receive his approval. Blake Summers was in his office with Kathie
Smookler when Mr. O’Brien talked to him about the barbeque plans. Blake Summers did
not object and Mr. O’Brien recalled that Ms. Smookler perceived that he was being put-
upon, in being asked to do the grilling, though he indicated it was not a big deal,

Subsequently, Complainant came to see him and she was clearly upset, her voice was
-shaky. and she told him that-she’d had-a-very unpleasantencounter with-Ms- Smockler —-
Complainant relayed to him that Ms. Smookler claimed he was being forced into
participating in the barbeque. He suggested that they both go and speak with Ms.
Smookler to clarify any misunderstandings.

Mz, O’Brien stated that both he and Complainant went to speak with Ms. Smookler at her
desk, where they politely discussed the miscommunication and he apclogized for anv
impression he might have given regarding his participation in the barheque. Mr, O’Brien
stated that Ms. Smockler apologized to them both for over-reacting. Mr. O°Brien stated
that at that point, he was not comfortable going forward. Complainant felt the same way
and they both decided that they would not have the barbeque,

Mr. O’Brien stated that the Airport Museums is & very professional work environment
with a diverse range of work styles among the different duties being performed. Mr,
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O’ Brien characterized both the Complainant and Ms. Smookler has being “strong
personalities”, and he regretted if there was anything in his communication between the
- two women that resulted in, or added to any confusion or miscommunication.

Anabysis:

There is no dispute that Ms. Smookler and Complainant did indeed have a very
unpleasant interaction on or about July 1, 2008. Ms. Smookler admits that her behavior
was inappropriate and unprofessional and all parties do agree that she did subsequently
apologize for the way she acted.

Complainant and Ms. Smookler continue to bave a professional, cordial working
relationship. The interaction in Complainant’s office was a one-time occurrence. "It has
not been repeated. This one-time incident does not rise to the level of being severe and
pervasive so as to establish hostile work enviromment harassment.

While Ms. Smookler, as confidential secretary fo Blake Summers, was aware of
Complainant’s protected activity of filing a discrimination complaint against Blake
Summers, there is no evidence that her behavior towards the Complainant on or about
July 1, 2008 was as a result of Complainant’s engaging in that protected activity.

Allegation E: On July 9, 2608 Complainant was confronted by Blake
Summers, who accused her of being 2 problem, of being ‘complaint-happy’, of
intimating that she should resign as her complaints were ewdence that she was not
happy in the workplace. :

Sumrmarv of Relevant Evidence:

I. Complainant’'s Written Complaints

- 7/11/08 Letter

: -C@mplamant sletter of July 11, 2008 alleges harassment and-retaliation on part of Blake
Summers. CGmplamam alleces that on July 9, 2008, Bleke Summers subjected her to

unwelcome and offensive conduct, verbal harassment, mtimidation, slander,
unsubstantiated accusations, derogatory comments, denial of request for third-party
witnéss and retaliation for filing 2 previous discrimination complaint.

- Complainant recounts that on July 9, 2008, Blake Summers told her he had recerved a
complaint about her from Carpentry staff, but did not provide her with more information.
Previously, Blake Summers had told her in April 2008 that he had recsived a complamt
zhout her from Electrical staff, but also did not provide her with any information. '

Complainant contends that on July 9, 2008 Blake Summers told her he had a difficult
time supporting her, given her reputation for being difficult to with and not getting along
with others. Complainant contends that on July 9, 2008, Blake Summers told her to come
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into his office and then subjected her to unwelcome and offensive conduct and behavior
which included verbal harassment, slander, unsubstantiated accusations, derogatory
cormments, denial of request for third-party witness and retaliation for her prewous
cormplaint against him.

{See Exhibit A-8)

9/16/G8 Summation ‘ ' .
Complainant’s statement of September 16, 2008 alleges that on Tuly 9, 2008, Blake -
Summers asked Complainant if she had had any altercations with Carpentry staff because
the Assistant Deputy Director of Airport Maintenance had contacted him with a
complaint about Complainant from Carpentry staff. Complainant contends Blake
Summers would not give her additional details about the complaint.

Complainant alleges that she told Blake Summers that hean'ﬁg about vague
unsubstantiated complaints against her was becoming a disturbing pattern, as he had told
her in April 2008 about complaints about her from the Electrical staff,

Complainant aileges that Blake Summers told her there had been several significant .
complaints against her. Once in his office, Complainant alleges that Biake Summers told
her she was difficult to work with and that everyone knew she was difficult to work with.
Complainant alleges Blake Summers told her he had a difficult time supporting her
agamst Carpentry staff’s complaint against her, as she was “complaint-happy” and noted
the discrimination complaints she had filed. When Complainant asked for their meeting

to include a third-party witness and participant, Complainant alleges Blake Summers told
her he “wasn’t going there”. ‘

Further, Complainant alleges that Blake Summers told her, “You’ve been a problem from
the get-go™ and that her actions, behavior and tone of voice were a contmual problem.
Complamant alleges Blake Summers told her, “Don’t sit there all proper.” He told her, ¢
can’t change you, you never listen, I have been your strongest advocate.” Compiamant
alieges Blake Summers told her, “You're unhappy here, look at the number of complamts
yvou've filed, do you want to quit?”.

. Complainant states she was completely devastated by the discussion with Blake Summers
on July 9, 2008 and she contends he was resentful of the complaints she had filed and
implied strongly that he wanted her to resign (See Exhibit A - 9),

2/1/09 Statement

Complainant contends that Blake Summers harassed her on July 9, 2008 with
unprofessional, inappropriate and unwelcome comments which were offensive and
indicative of his desire that she resign. Complainant contends that she left Blaks
Summers’ office concerned about her cwrent and future employment with the City,
- {See Exhibit I} '

2. Interview of Complamant

o 60



Investigative Report
EEQ File No. 1371
Page 24 of 28

Meeting of 9/17/08

This investigator met with the Complainant and her represemaﬁve on September 17,
2008. Complainant alleges that on July 9, 2008, she went to Blake Summers” office,
after he had come by her office while she was on the phone. At the doorway to his
office, Blake Summers asked her, “have you had an altercation with Carpentry?”,

Rlake Summers explained that he had received a complaint from Carpentry staff about

" her. He asked her what involvement she’d had with Carpentry staff and Complainant
answered that she’d had very little involvement. Complainant asked for more details of
the complaint and Blake Summers said he didn’t have more details. Blake Summers then
said there had been ‘several’ and ‘numerous’ complaints about her. Complainant alleges
that Blake Summers then asked her to close the door and Complainant did so and sat
down. :

Complainant stated that she asked him if he had backed her. Complainant alleges that .
Blake Summers responded that he had a difficult time supporting her, that he said, “lock
at all the complaints you’ve filed. You’ve been a problem since we were at El Camino.

A problem from Day One. Look how complaint-happy you’ve been™ ‘

Complainant alleged that as he spoke, Blake Summers’ voice was raising and his tone
was becoming confrontational. Complainant became concerned and asked tc have
‘someone else present, and Blake Summers refused her request.

Comiplainant has to sit a certain way to be comfortable. Complainant stated that Blake
Summers made a comment regarding thP way she was sitting, Complainant alleges that
he told her, “don’t sit there, all proper...”. Complainant asked him why she was just now
hearing about problems with her. Complainant alleges that he continued with his ‘tirade’,
saving, “look at the number of complaints you've filed, you’'re unhappy, de you want to
quit?”. ’ o

Complainant stated that she was shocked and offended at hearing Blake Surmmers
basicaily say he wanted her out. Complainant excused herself, suggested that they
perhaps have another meeting and left work early that day.

-

3. Department’s Response

Written Response of 12/31/08

The department provided & written response dated December 31, 2008. The department
stafes that in July 2008, Blake Sumsers had received a verbal complmt from the
Facilities Deputy Director, Peter Acton, regarding Complainant’s interaction with
Carpentry staff. The department agrees that Blake Summers did not provide
Complama_.u with specific details of the complaint, such as which staff had made the
complaint, 2s he was concerned that Complainant would directly confront staff and
‘aggravate the situation.
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The department contends that the nature of the complaints were incidents where
Complainant acted rudely and imperiously to Carpentry staff, such as referring to the
Museums department as “my house”, and stating to Carpentry staff that she would write
to the Airport Director to get bigger carts for Carpentry staff.

The department contends that Mr. Acton’s complaint was not the first that Blake
Surnmers had received about Complainant from Facilities staff. The department contends
that previously, Electric Shop staff complained that Complainant had acted rudely and
was “bossy” in her interactions with staff and that Rlake Summers had counseled her not . -
to ask Facilities staff to perform work that they were not required to perform. There were
complaints that Complainant would often demand that her work requests beattended to
1mmed1ateiv without considering oLher priority assignments.

The department contends that Blake Summers sought to have a frank and honest ‘

discussion with Complainant about her interactions with staff and denies that the intent
was to harass or intimidate her as a form of retaliation. The department contends that

Blake Summers did ask Complainant whether she was happy at her job, but that he did
' not accuse her of being “complaint-happy™.

" (See Exhibit _E)

Written R“SDOHSG of 3/6/09

The department contends that after receiving a second complaint from the Facilities
Division regarding Complainant’s interactions with staff, Blake Summers did meet with
Complainant in July 2008. The purpose of the meeting was to communicate and address
- complaints received by Facilities staff alieging rude behavior on part of Complainant.

The department denies that this necessary communication by Blake Summers was in any
way harassing or in retaliation for her previous discrimination complamts or for taking
FMLA leave, or as a result of her disability status.

(See Exhibit H)

Re-distribution of Adrport Executive Directive ‘
On February 3, 2009, the department’s Executive Directive 99-03 was re-distributed to
Senior and Management Alrport staff. -

The Executive Directive 99-05 involves the discrimination complaint process and
reaffimms the rights of employees to file a complaint. The Directive alse reaffirmed the
prohibition regarding retaliation for having made a complaint.

(See Exhibit T)

4. Interview of Blake Summers

Interview of 1/12/09
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This investigator interviewed Blake Summers on January 12, 2009. Mr. Summers stated
that he received a call from Peter Action, the Facilitiés Director, who basically asked that
the Complainant be kept away from his staff. Previously, Mr. Summers stated that he
had gotten feedback from Facilities staff that they were not happy with Complainant and .
he had asked ber to keep a low profile. With this second complaint, he spoke with her
again. Mr. Summers stated that she was upset that he had not been supportive of her and
that he wouldn’t provide details of the complaints.

“You are unhappv here, lock at all the complaints vou have filed. do vou want to quit?”
Mr. Summers stated that yes, he had made that statement. He stated that it was in the
context of Complainant protesting that she gets along with every body. He felt that he
needed to speak frankly to her.

“complaint-happy”
Mr. Summers did not recall using these words, though he acknowledged that the ‘jist” of
it was true and it was based on her ready solution to complain to the Airport Director
about a cart for Carpentry, and her attempts to complain on part of others (such as Tim
O’Brien), and her own complaints.

“don’t sit there all t}roner”
Mr. Summers was not certain he made such a comment, he stated he probably had but
was not certain.

“problem from Dav One”, “can’t change you, vou never listen”
Mr. Summers stated that yes, he might have made those comments.

Mr. Summers stated that he considered himself a mentor to the Complainant and he was
attempting to give her honest feedback about herself and her method of interacting with
others and how others perceive her. However, Complainant became very defensive. Mr.
Summers commented that Complainant has a healthy ego but she is also very fragile as
she left his office in tears.

5. Complainam’s Performance Appraisals, Personnel File

This investigator reviewed Complainant’s persennel file on Tanuary 12, 2005. The
Performance Appraisals on file were the followmng:

Dates Class Overall Rating Comments
1. 7/1/05 10'6/36/06 3546 Curator IV Exceeds Standards
2. 7/1/04 10 6/30/05 3546 Curator TV Exceeds Standards
3. 01/01/03 1o 6/30/04 3546 Curator IV | Esiceeds Standards “Occasionally has
' “difficulty working with
others.”
Recommendation:

Improve Communication
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4. 11/17/97 to G5/16/98 3558 Sr. Museum. | Qutstanding

Registrar

5. 11717197 to 02/16/98 3558 Sr. Museum Qutstanding

| Registrar

Complainant has no record of any disciplinary action.
Analysis:

Complainant engaged 1u the protected activity of filing a discrimination complaint
against Blake Summers in March 2008 (EEQ File #1343). Blake Summers was well
aware of Complainant’s previous filing of a discrimination complaint that specifically
named him as engaging in discrimination against her. His comments o Complamant on
or about July 9, 2008 were seriously inappropriate.

However, Mr. Summers’ comments were a one-time occurrence and were not severe or
pervasive so as to zlter the terms or conditions of Complainant’s employment.
Complainant did fiot experience any disciplinary action, demotion or loss of pay, any
sudden unfavorable change in work shift, assignment, or responsibilities. In short,
Complammant did not experience any tangible adverse employment action and she was not
dissuaded from filing her subsequent complaints.

9. Recommendations

The department acknowledged the inappropriateness of Blake Summers’ comments and
reissued an Executive Directive regarding the right of employees to file complaints and
the prohibition against retaliation. The department’s re-distribution of key policies is a
good start. However, the department needs to take the following steps:

a.) Counsel the manager immediately. Mr. Summers needs to understand
how inappropriate his comments were. Such counseling needsto
include a clear and firm reiteration of the City’s zero tolerance for
retaliation. |

b.)  Provide the manager with fraining. Mr. Summers needs to develop his
skills in effective communication, establishing performance
expectations; conducting accurate performance appraisals; and
managing problem performance.

c) Propose mediation to both the manager and Cormnplainant. The Airport
Museums is a small division and the working relationship between
Complainant and her manager is strainsd.
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Recommendaﬁohs Regarding Other Workplace Issues/Practices

10.

a)  Revise Sign-in Sheets for Airport Museums. The Alrport needs to
assist the manager in revising the Museums sign-in: sheet so that
employee hours are more accurately documented for all employees.

Attachments to Report

Attached to this report are the following Exhibits:

Exhibit

A: Letter of Complaint, 6/25/08 — Denial of Accommodation, Airport EEO
A-1 Letter of 8/11/08 * - Denial of Accommodation, Airport EEQ
A-2 Letter of Complaint, 6/25/08 - DHR, Airport EEO
A-3 Letter of 8/17/08 , - DHR, Airport EEQO

- A4 Letter of Complaint, 6/25/08 - Harassment, Denial of Promotion

- A5 Letter of 7/9/08 - Blake Summers
A-6 Letter of 8/23/08 - Blake Summers

Exhibit

Exhibit

A-7 Letter of Complaint, 7/11/08 - Kathie Smookler
A-8 Letter of Complaint, 7/11/08 — Blake Summers
A-9 Complainant’s Summation of Complaints, $/16/08

B: DHR’s Responses- 7/2/08, 7/23/08

C:  Charge Form, 12/8/08 -

Exhibit ;' Charge and RFIL, 12/10/08

Exhibit B:  Response to RFL 12/31/08

Exhibit

F: Rebuital Statement, 2/1/09

Exhibit G: Second RFL, 2/12/09

Exhibit H:  Response to RFL 3/6/0%

Exhibit I Atrport Museums Timesheet

 Exhibit]:  Afrport Policies
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Letter of Complaint, 6/25/08 — Denial of Aécommbdation, Airport EEO
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SONYA KNUDSEN

R S okl it Fune

25 June 2008 .

Dorothy Yee .

Department of Human Resources/EEQ Division
- City and County of San Francisco

44 Gough Street

San Francisco, CA 94103

RE: complaint re EEO/ADA department, San Francisco international Airpart

Dear Ms. Yes:

By means of this ietter and attached City and County of San Francisco (CCSF) "Department Report
- of Employment Discrimination Comptaint” form | am fling a complaint against the San Francisco
International Airport (SFC) EEO/ADA department with regard to that department’s handling of &
request for reasonable accommodation | had submitted in March 2008, inclusive of pertinent CCSF

forms, e.g., Medical Authorization and Release, Health Care Provider Certification Form and
Essential Functions Guide. '

In April 2008 | returned from an extended FMLA/sick ieave fo a full-fime work schedule at the San
Francisco Airport Museums, San Francisco Intemational Airport, without several requested
reasonable accommodations in place (e.g., phone headset, ergonomic work station. inclusive of
computer monitor, desk, chair} despite assurances from SFO EEO/ADA that all would be in place. It
tock over three weeks after my retum to work for SFO EEQ/ADA to provide these reasonable
accommodations, impacting and hampering my ability to fulfill my job duties and responsibilities,
exacerbating and worsening my physical condifion. | could not take time off to wait for SEQ
EEO/ADA to provide these reasonzble accommodations due o work environment and employment
concerns. Additionally, a reasonable accommodation request for telecommuting was denied by SFO
without evaluating the merits or options therein. ' o
Yours sincerely,

‘Scnya Knudsen,

~ cc: Steve Pitocchi, SEIU 1021

Y



CITY AND COUNTY OF SAN FRANCISCO . DEPARTMENT OF HUMAN RESOURCES

DEPARTMENT REPORT OF EMPLOYMENT DISCRIMINATION COMPLAINT
* Report Within Five Working Days of Receipt of Complaint*

Return to: Dorothy Yee, DHR/EEQ Division, 44 Gough Street, San Francisco, CA 94103

1. - Department/Worksite:

San Francisco Airport Museums, San Francisco Intl Airport

2. Complainant: _ Sonya Knudsen

Address:-

B e 1 s’ a2 =T At b

[T

Complaint Filing Date:

06/25/08

4. Complainant’s Current Employment Status {circle one):
PCS TCS LT NCS PV PE TE PROB NOTACITY EMPLO&"EE

5. Basis of Discrimination (specify):

Tel. No. (Work): _650-821-6726

PR
Tel. No. (Home):

(Classification: 3546 Curator IV

6. Issue comnplained of:

U Race: O Denial of Employment
0 Color: O Denial of Training
& Religion: O Denial of Promotion
1 Creed: § Denial of Reasonable Accommodation
O Sex: U Termination '
U National Origin: 3 Lay-off
-0 Ethnicity: L1 Constructive Discharge
- O Age: {1 Disciplinary Action
XX Disability/Medical Condition: U Harassment
01 Political Affiliation: : O Work Assignment
0 Sexual Orientation: O Sexual Harassment
- Ancestry: U Compensation
(1 Marital or Domestic O Other (please specify): .
Partner Status: ‘ -
O Gender Identity:
- Parental Status:
U Other Non-Merit Factors:
L Retaliation:

7. Describe the circumstances of the alleged discrimination and include date(s) of adverse employment

action(s): (Attach letter of complaint) see attached

=P
w0




8. Has the Complainant filed a grievance or lawsuit regarding this complaint? Yesd No O

If yes, please specify: -

G Is the Complainant represemea by a Union or an Attorney? - YesD Noll
Name: Or.gamzau on/Firm:
Address: Phore No.:

*10.  What steps does the department recommend be taken to address this complaint? (For Instance,
investigafion, alternative. dispute resolution, dismissal)

*10a. Name and position of staff who will implement recommended steps: -

11,  Completed by: = ' ' ' Dat

are:

Address: Tel. No.

12, . Please notify DHR/EEQ in writien form fmmediately upon resolution of this complaint.

*Subject to the Human Resources Director’s approval

HUMAN RESOURCES DIRECTOR REVIEW

Complaint is assigned EEOQ File Number:

03 Apﬁrove department’s recorarnendations for addressing complaint, .Procesd and notify ER |
Director of actions, findings, and recommendations for resolution.

| Complaint is assigned by HR. Director to:
and/or the following actions are 1o be taken

A9

for Philip A. Ginsburg, Humean Resources Director Date
L:Share/EEOQ/R evizedProzedures2 000/R eporiefomplatnt

Revised 2043




ExhibitA-1

Letter of 8/11/08 — Denial of Accommodation, Airport EEO ‘_
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SONYA KNUDSEN

11 August 2008

Dorothy Yee

Manager, EEO Division _
Department of Hurpan Resources (DHR)
City and County of San Franeisco (CCSF}
44 Gough Street

Sap Francisco, CA 94103-1233

re: 25 June 2008 filed Giscrimination complaint s,ga'mst EEO Department, Satt Francisco
Intemational Airport (SFO- EEQ)

Tear Ms. Yee:

Per your request of 23 July 2008, please note she enclosed that provides further details
with suppoﬁmg docuraentation regarding my discrimination complaint against the EEO
Department at the San Francisco International Alrport (SFO-EEO). :

Please verify that this complaint has been reported to e DHER Human Resources

. Director, provide the DHR-FEQ file number, and the name of the assigned professional
- EEO investigator for reference. My understanding is that adherence to CCSFE
administrative policies and procedures will be ensured throughout this diserimination
complaint process, inclusive of intake, jurisdiction designation, and jnvestigation.

Sincerely,
S s ht—
Sonya Kitmdsen

epclosure: Knudsen Summation Qtatemet (9 pages)y o o
Knudsen Attachment Section (51 pages)

co: Steve Pitocchi, SETU Local 1021
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SONYA KNUDSEN

Discrimination cormplaint filed by _ o
Sonya Knudsen, 3546, Curator IV, Curator in Charge of Administratio
San Francisco Airport Museums (SFAM), San Francisco International Airport (SFO)
City end County of San Francisco (CCSF) ‘

Discrimination complaint filed against:
Egua! Employment Opportunity Depariment
Gan Francisco International Airpert, (SFO-EEQ)
City and County of San Francisco (CCSF)

Reasons for complaint re SFO-EEO handling of March 2008 request for reasonable
sccommodation for return from extended COSE FMLA/sick leave to full-time SFAM
work schedule: ' : '

1. SFO-EEQ delay in processin and providing for ressonable accornmodation request
SFO-EEQ was provided pertinent CCSF reasonable accommodation reguest, medical
authorization, medical provider certification forms, et al. but was not proactive and
#mely in responding of providing for sccommodation request needs. SFO-EEO shouid
have detayed Knudsen refurn 1o work to a later date when the pecommodations were 1t
place.

2. SFO-EEQ disperity in handing
‘Health & Safety department :

SEG-ERO does not hendle reasonable accormmodation requests the same as SFO-Health

& Safety handles worker's compensation claims. This seems to indicate that SFO 1s more

concerned with and focused on employee worker cornpensation 1SSU€s and related

reasonable 2ccommodation nesds g0 as o avoid employer Habillfy exposure than

emplovee accommodations, which is a bias that affects the employee and workplace.

reasonable accommodation requests VErsus SFEO-

3. SFO-BEQ conflict of interest

S Pl R

t0 work full-time at SFAM on 2 April 2008, inclusive of reasonable accomnodations
while gimultaneously handling a discrimination complaint (CCSF DHR-EEO File #1343}
K rmdsen filed against SUpervisor, Wr. Bizke Summers, SFAM Director and Chief '
Curetor, due to November 2007 denial of employment and reasonable accommodation
issues. Given conflict of mterest SEO-EEQ should have declined involvement with DHR-
BEO File #1343, Only upon Knudsen request did this actually occur.

4 SFO-EEQ lack of circumspection

SFO-EEO was aware of the Liscrimination complaint filed by Knudsen due to her
supervisor’s November 2007 denial of reasonable accommodations, and despite such,
SFO-EEO suggested throughout the handling of the March 2008 reasonable
accommodation request working 2 part-time schedule or not working at all vmtil the

=

Knudsen discrimination complaiit aoaingt CCSF SFO-EEQ department
11 August 2008, page 1 of 9 o ,7 2

F0.EEO handling 4hd processing 2 March 2007 request Krudsen submitied for returm.



SONYA KNUDSEN

[Ny T i ifal el 24—

accommodations were in place, an unrealistic option for Knudsen, which also
underscored SFO-EEQ lack of judgment and sensitivity to the issues imvolved.

Knudsen and SFO-EEO key contact-datés:
See Attachment Section :

s March 14, 2008  Sonya Knudsen filed request for reasonable
sccommodation with SFO-EEC

« Mareh 14, 2008  Sonya Knudsen meeting with Susan Kim

« March 16, 2008 Sonya Knudsen meeting with Susan Kim

o March 25, 2008 Susan Kim letter to Dr. Lefkos Affonomos

s March 27, 2008 Susan Kim letter to Sonya Knudsen

e April 1, 2008 Susan Kim and Blake Summers assessment of

‘ ' Krnudsen office at SFAM

o Aprit2,2008 . Sonya Krnudsen return to work at SFAM -

s April 2, 2008 SFO-EEQ and SFO-H&S assessment of -
S Knudsen cffice at SEAM

e April 4,2008 Sonya Knudsen email to Susan Kim

# April 4, 2008 Susan Kim email to Sonya Knudsen

e April 7, 2008 Susan Kim email to Sonya Knudsen

o April 7, 2008 Sonya Knudsen email to Susan Kim

e April 8, 2008 Iily Lau email to Sonya Knudsen ‘

s May 30, 2008 SFO-HE&S email mema to Blake Sumrmers

SUMMATION ‘ : :

In early March 2008 1 received medical authorization to rewm from an extended CCSF
FML A/sick leave to work full-time starting on 2 April 2008 at the San Francisco Airport
Museums (SEAM), San Francisco Tnternational Airport (SFO), City and County of San
Francisco (CCSE). ‘ L

Om 13 March 2008 T et with Ms. Veronica Davis; Human Resources (HR) department,
San Francisco Intemational Adrport (SFO). Ms. Davis is the SFO-HR analyst for SFAM.
The purpose of my mesting was 0 inform Ms. Davis that I had received medical
authorization to return to work, and to find out what the next appropriete sieps were with
regard to CCSF paperwork, et al. ‘ '

' Ms. Davis said that she would inform my supervisor, Mr. Blake Summers, Director and
" Chief Curator, SEAM, that [ bad been medically approved to return from CCSE
FMLA/sick leave to work full-time on 2 April 2008.

Ms. Davis then instructed me to contact Ms. Susan Kim, Equal Employment Opportunity

deparment at San Francisce International Ajrport (SFO-EEQ) to arrange for a meeting to

discuss arrangements and needed paperwork for my retum Lo work, inclusive of iling

Knudsen discrimination complamt agémst CCSF SFO-EEO department
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CCSF forms, .2 reasonable accommodation request,medical authorization, provider
and certification forms, etc. 1 explained to Ms. Davis that [ had already secured the
pertinent forms via the CCSF website per instructions received from the downtown CCSF
Department of Human Resources (CCSE-DHR). ‘ '

On 14 March 2008 1 hend delivered to Ms. Susan im, SFO-EEO, the CCSF forms,
inclusive of request for reasonable accommodation, medical provider, anthorization and
certification paperwork. Ms. Cim date stamped and then briefly reviewed the forms and
said that she was no: suré T had submitted ali CCSF forms necessary, and that (s might
delay my retumn 10 work at SFAM on 2 April 700%. I responded to Ms. Kim: by saying
that the forms were those OCSE-DHR had mstructed me 10 use and have my doctor &L
out before meeting with er. I requested Ms. Kim 10 review the forms 1n more detail, and
1 let me know if any additional forms were needed so as to not delay my planned return
tor work on 2 April 2008. I then departed for a medical appointment, phoning Ms. Kim en
route to schedile an appointment Zor the following week 1€ 1Y reasonable.
accommodation requast..

Onp 19 March 2008 [ met with Ms. Kim to discuss my reasonable accommodation request
1 further detail. After confiming that she had reviewed my submitted forms, Ms. Kim
acked me the nature of my injuries that aecessitated a request for reasonable

ccommodations. | explained that ] had been In a car accident on 13 March 2007 and had
custained neck, upper back, and shoulder injuries. Ms. Kirml asked for additional detalls,
cuch as whether my injuries were permanent or (emporary, their severity, ete. After
providing a nrief gverview, | suggested to Ms. Kim that she consult with my docter who
wonld provide her a full assessment of my medical condition, supplying pertinent
information and clarifications if needec. '

Ms. Kim then reviewed the reasonable accormmodations 1 had requested per
recommendzations of my doctors:

Stretch breaks Ms. Kim asked for what Gurstion and how long and 1 explained .
) only for & few minutes eVvery half hour ot so as nesded.

Phone headset Ms. ¥im said SFO-ITT would provige.
Brgonomic Work station Ms. Kim said SFQ-Health & Safety would oversee.

Book/reading stand Wi, Kim said SFO-Health & Safety would oversee.

Drafting table  Ms. Kim asked why T wouid need and T expleined the angled

table would minimize impact O MY neck injuries. She seid that
she did not know of any cuch tables, save for possibly some m

the Architecture/Engineenng departments and 1 explained that
SEAM also had several on site. i

Krudsen discrimination complaint against CCSE SEO-EREQ depariment
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Me. Kim said that my request was reasonable and that she did not perceive there to be
any difficulty in providing the accommodations, but was concerned about the timeline
because purchases of requested equipiment might be delayed due 1o the CCSF systern.
She also said that there was additional paperwork needed and that might also cause a
delay. Surprised, asked what additional paperwork was needed. Ms. Kim said that she
needed to request my supervisor to provide 2 listing of my job duties and that my doctor
then needed to supplement with additional recommendations and clarification, if any,
regarding my reasonable accommodations needs.

Ms. Kim said she would mail this paperwork to my doctor within a week and hoped that
he would retuin the paperwork promptly. [ suggested that she fax the paperwork to my
doctor to expedite the process and oad that T would let his office staff know of the
forthcoming paperwork and that it had to be returned to SFO forthwith. Ms. Kim
cautioned me that there might be a delay in getting all accornmodations in place by 2
April 2008, and sa1d my retur could be delayed as a result. T conveyed my understanding
of the situation but also my conceril that 2l accommodations be in place from day one of
my return to work at SFAM, whether 2 April 2008 ora QRO-EEO designated later date,
to ensure that I was able to effectively fulfill essentials job responsibilities.

Ms. Kim then surprised me by saying that she had another matter to discuss and brought
forth for discussion the discriraination complaint (DHR-EEO File #1343) 1 had filed at
CCSE DHR-EEO against my SUPervisor, Mir. Blake Summers, because of his November
7007 denial of my request to return :n December 2007 from CCSF FMLA/sick leave to a
part-time Work schedule and reasonabie accommodations. Although taken aback, 1
answered Ms. Kim’s initial guestions but then asked her why SFO-EEO was handling 2
complaint T had filed downtown ot CCSF DHER-EEQ. She explained that CCSF DHR-
EEO had sent the complaint 1o SFO-EEOC to handle, that she had been assigned the
investigation, and then asked if I had any concerns. responded by saying yes, in that 1
falt that there was a conilict on snterest with the same person and office handling my
diserimination complaint due 10 denial of reasonable accommodation also handlinga
request for reasonzhle accommodation involving the same supervisor and worksite. Ms.
¥im said that her office handles both BEEQ and ADA matiers, and that my situation was
unique in that my accommodation request and discrimination complaint was being dealt
with at the same time. I asked for confirmation that both matters would be handled by
M. Kim and her supervisor, Ms, Gloria Loude, Director of SFO-EEO, and she said yes.
requested that the discrimination compleint (DHR-EEOQ File #1 343) be handled
downtown at CCSF-DHR s0 a5 10 ensure separation and avoid a conflict of interest
Letween the two matters. The meeting with Ms. Kim was concluded with her saying that
che would be in contactto provide an update re my reasonable accommodation request.

As a follow-up to the meeting, 1 phoned and emailed Ms. Kim that afternoon requesting

confirmation that [ would be allowed to return to work on 2 April 2008 with reasonable
ccommodations in place, requesting Ms, Kim 10 send me copies of the job dutias listed

by my SuUpervisor and the newly provided medical paperwork forms, once secured. Ms.

Krudsen discrimination complaint against CCSF S$FO-EEO department
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Kim's email reply said that che would do her best to expedite my reasonabie
accommodation request but could give me no assurances that all would be in place by 2
April 2008. ' :

On March 25, 2008 Ms. Kim sent a letter with sitachments to Dr. Leikos Aftonomaos
requesting farther amendment and clarification of submitted CCSFE forms, if applicable,
based on SFAM summary of my job duties. I eceived a faxed copy, and contacted Dr.
Aftonomos’ office to explain the tirne-sensitive nzture of the paperwork, and requested
sheir return to SFO-EEO as soon as possible. The office st=ff assured me that they would
4o their best to respond but that Dr. A ftonomos has a very busy patient load that took
prioTity. | ' :

On 27 March 2008 T received a lefter from Ms. Kim that confirmed 1 could return to work
full time at SFAM on 2 April 7008, In this letter Ms. Kim cutlined the parameters of my
being allowed stretch breaks in addition to aliotted duration for permitted morning and
afrernoon breaks and funch. Given that our previous meetings and discussions bad
conveyed that I would be alowed to return to work at SFAM only when the requested

"

reasonable accornmodations Were in place, 1 considered this letter confirmation that all
“had been provided for, and that the scheduled SPO-Tealth & Safety (SFO-HES)
depariment assessment on 2 April 2008 was verification end finalization of same.

On 2 April 2008, my first day back at work, arrived at SFAM end was surprised 10 find
that my office was in the same condition I had left it the previous year with none of the
requested accommodations in place. At 11:00 AM Ms. Kim and three SFO-H&S
representatives, Ws. Audrey Lawrence, Ms. Robin Anthony, and an ntern, arrived 1n my
office to copduct an ergonomic assessment and address my reasonable accommodation
needs for the first ime. 1 found all this quite disconcerting if not dismaying as I had
purposely filed my reasonable accommodation request in advance of my return {0 WOrk
t6 ensure al} would be in place before 2 April 2008 so that 1 could be Adlly effective and
productive Fom day one. Instead, T-found that no real action or initiative had been taken,
that not only made more gifficult my goal to effectively perform my essential job duties,
hut would also undermine and exacerbate my medical condition, with no indication from
QEQ-ERQ of priority or fimeling for completion.

Ms. Kim left after ten minutes without explaining her departure, nor asking meto call ber
later with an update, ste. 1 continued the meeting with H&S re my reasonable
accommodation needs 10 my office as follows: ' '

Phope headset ‘
&S said that order had been placed and ‘nstructed me 1o call SFO-ITT to find cut status.

Chair
H&S adjusted my existing chair but said that it was not sufficient for my needs. I 'was
snstructed to meet with an H&S staff representative to assess chairs in place in

Krudsen discrimination complaint against CCSF %‘Pé)—EEO department
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Engineering/Architecture huilding to see whether 1 could locate a chair that would
provide for my needs.

Book/reading stand

H&S said that Ms. Kim had sorwarded my March 2008 email that had provided
indication of the type of bookstand requested. The Lookstand had vet to be ordered and 1
was instrucied to go to H&S office to look at a stand that I might be gbletouse ona
temporary basis. 1 explained that the book stand was needed for placing documents for

© computer work as well as for reading, writing, editing documents, etc. thus had a need for

5 stand that could be angle adjusted, accommodate fles, multiple pages, eic.

Cornputer. desk znd draft table :

H&S first assessed my computer monitor 2nd kevboard saying that placement was
‘ncorrect for bath; the menitor was 100 high and the keyboard was 100 high. The monitor
was taken off an existing stand and placed on 2 stack of bovnd paper to the proper height,
and | was mstructed to order a new monitor stand with Ty SUETVISOr'S approval.
explained my need for a keyboard drawer and in the interim was placing the keyboard on
my lap when typmg on the computer. H&S then locked at my desk to see if adinstments
could be made to accommodate a keyboard drawer as v el as shiffing desk leg support
placement and desk height. H&S said they would arrange for SFO-Carpentry Gepartment
aff 1o assess options as 00N a3 possible but also said that Carpentry was a busy
departrent and that there might be a delay. 1 was asked to generate a work order 1o
secure SEQ-Carpentry services bt T asked H&S 1o do se, saying that they had more clout
than T did thms their request would receive more timely response.

. &S then queried why 1 needed a draft table and 1 explained the need for a work surface
that could be angled and adjusted based on need, e.g., writing, editing and reading
documents so as to not exacerbatemy neck, back and shoulder problems. HE&S said that
the Spruce warehouse furniture inventory was quite low and that given there was Do draft
cshle available one would have 10 he ordered, wanting to know more of my preferences,
 recognizing the Lmitation of my cffice space. | brought them to the office next o mine 1o
show them one draft table, and also into SFAM Art Storage 1o show them enother,
explaining e need for a certain size and type of work surface, as well a size and height
that could be accormmodated In. Ty office. o

[&S and I then worked out 2 projected solution hat would negate expense or fime delay,
having Carpentry work on my two desks to bring them both to the same height, and place
leg supports differently to allow for additional Jeg space and accommodate the keyboard
tray, hard drive, eic. Regarding my need for angled work surfaces, | seid I would assess
tha bockstand they had over in sheir H&S office and perhaps something similar on &
larger scale could be ordered. ‘ '

At 1:00 PM that afternoon I went to the &S office to meet with Ms. Robin Anthony to
s=e the wood book stand which although small and needing modifications to the shelf Lip,

Krudsen discrimination complaint against CC%; SFO—EEO. department
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would be adequate for my reading needs on a temporary basis. Ms. Anthony also showed
e ametal bookstand that 1 might be able to use in front of my compuier monitor. I
confirmed that I could use it and asked if T could take it back to ooy office and was told
ves. Ms. Anthony said she would deliver the wood bookstand after ber meeting, and we
arranged 1o meet the next day to tour through the Engineering/Architecture building t0
laok at chair options. Given Ms. Anthony’s busy schedule and my need for the wood
hookstand, I went to her office that afternoon and brought the ciznd back to my office to
test its use. ‘ :
On 3 April 2008, I met with Ms. Anthony and the H&S intern and foured through the
SFO Engineering/Architectre building where I was shown and szt in several different
chairs, none of which were appropriate for needed neck and upper back support. Later
that afternoon, when Ms. Anthony and the H&S intern came by my office to check the
hook stand arrangements and I showed her what modifications were nesded re height, Lip
to contain documents, and affirmed that a second hookstand would be needed to
sccommodate files, legal size paper, hooks, ete.; Ms. Anthony said she would order the
upit, and then have Carpenty mzke the necessary adjustments 1o the existing bookstand
e height, angle, Hook lip, efe. :

~ Before Ms. Anthony and the intern left my office we salked farther about my chair needs
o support'my neck and upper back, and I brought her to myy car to show her the seats that
provided for both so she would better understand my requirements. Ms. Anthony szid
unfortunately there was 1o SO chair inventory wtilize but that the chair vendor would
Le coming to SFO to conducta chair fair in August 2008. 1 said it was now April and
August was too far away 10 wait and asked her where the CCSF-approved chalr vendors
were located. She said one was in Qan Leandro and the second was in San Francisco.
asked if T could go into San Francisco vendor’s store to lock at and select & chair from nis
inventory, she said yes, and instructed me to get an estimated invoice for SFO-H&S 10
process. QEQ-HE&S then sent me a listing of approved CCSF chair vendors.

On 4 April 2008 I sentan email to Ms, Kim providing an update of My reasonable
sccommadation request, and also expressed concern e the dalays and how lack of
sccommodations was disnupting my work schedule end causing me paib and discomiort.
Mas. Kim’s reply was thet she was doing everything she could to accelerate the
accommodations being provided ~nc that T had the option of reodifying my WOTK
schedule or staying home until the accommodations were in place. '

In Hght of my discrirination complaint agamst my SUpPETViSOT regarding his November
5007 denial of reasonable accommodations, this suggestion was not an option,
impractical and insensitive to my current Work site environment and rel ationship with my
supervisor because of the complaint being investigated. SFO-EEC had placed me In an
untenable situation for which they seemed to be oblivious and callous. I wanted to retmm
to work at SFAM without compromising my effectiveness and productivity as & WOTKEE,

needing accommodations to do so. T was in 2 hostile work environment, working daily

Krudsen discrimination compiaint against CCSF %g—EEO department
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with a supervisor who had already proven to be opposed to reasonable accommodations,
and would not look favorably upon a request on my part to be away from my worksite
while reasonable accommodations Measures Were being put in place, having just returned
from an extended CCSF/FMLA sick leave for the past year.

Ms. Kim and Ms. Louie at SFQ-EEQ were both aware of this matter as their office had
received my DHR-EEO discriminafion complaint (DHR-EEO File #1343) 10 investigate.
Further irksome wes the fact that 1 was the person who was being asked to oversee all
pertinent details and of all individuals involved, the most proactive in addressing my
easonable accomimodation needs, taking the initiative, while physicaily suffenng all the
while because of the many delays. I my reasonzable accommodation request was
perceived as being difficult to get in place before my returm to work on 2 April 2008, why
not say so and delay iy returm. 1 could only wonder about individuals who had
[easonable accommodation needs far more complex and crucial than my own.

On 7 April 2008, Tacilities® Carpentry department personnel arrived in my office to work
on my desk; it was not possible for me 10 work in my office for this duration. I drove Into
Qan Francisco in the afternoon o go 10 The Chair Place to assess thelr inventory and
select an appropriate chair based on SFO-H&S recommendations. After speaking with
the salesman at length regarding my needs, {rving out different chairs e recommended,
discussing at lengih best chair options re my need £or neck, upper back, and shoulder
support, while sensitive to price, I selected 2 chair. The salesman wrote me up an invoice,
said there was two models in stock, and that the chair could be delivered wathin a week 1L
SFO processed the mveice in & timely manner. ' : '

When I arnved back in my office the following morning, 8 April 2008, I found an email
from Ms. Kim that said she had received an update from SEO-H&S re my chair needs,
and authorized me to select a chair at The Chair Flace not to exceed $600; the chair I had
selected the previous afternoon cost $625. 1 sent Ms. Kim a reply email, providing her an
update of oy chair selection and its price, and asked for instructions re how o proceed.

“On § April 2008, [ received an email from Ms. L1y Lau, SFO-H&S. T was instructed in
the email to fill-out the attached CCSF purchase crder with pertinent information about
“the vendor and chair, print it out, attach the invoice, and bring all to my superviser for his
approval end signature. Again, an awkward situation to be placed in. I had to go to my
SUpervisor 10 provide him an update of my reasonable accommodation request, seek his
approval and signature for my chair purchase, a cost expenditure he had not budgeted for,
nor was pleased to be dealing v b 2% ail, This entire matier should have been handled by
SRO-EEQ in conjunction with SREO-H&S: instead the burden and responsibility was
mine, a very odd situation t0 be placed in, especially given my discrmination complaint.

On 15 April 2008, while sttending a SFO Pandemic Operations meefing In & conference
-oom on the SFO Administraive Fifth Floor, Internztional Terminal, I had cpportunity to
speak with Ms. Lawrence and Ms. Anthony of SFO-H&S regarding my reasonable

¥ nudsen discrimination compiamt against CCSF SFO-EREO department
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accommodation request. I said I was surprised that the requested accommodations had
not been in place when | refurned to work on 2 April 2008 and the delays that impacted
my work productivity and health condition, suggesting thet in the future, perhaps
individuals requestirig reasonable aceommodations would be scheduled to come to thewr
worksite in advance of their return to do the workplace assessment, providing adveance
time for CCSF SFO-EEQ and SFO-H&ES depariments to order, secure, and finalize
sccommodation needs. Ms. Lawrence sald that the SFO-H&S office does in fact follow
such procedures with worker's compensation matters but because my request had not
been workers compensation, the SFO-EEO office handles such, and has an established
reputation of being slow to respond and provide for employes requested reasonable
accommodations.

On 21 April 2008, 1 found that mv newly ordered chair had been delivered and was in
piace inmy SFAM office, While grateful that all my reasonable accommeodation needs
were in place three weeks after my return io work, T take exception to the manner i
which this request was handled by SEO-EEO. Not only were they disrespectiul of my
goal to return to work at SFAM fully effective and productive fulfilling my job
responsibilities from day one, SFO-EEO was callous towards how such delays providing
the requested reasonable accommodations exacerbated my medical condition. Equeally
disturbing and egregious was how SFO-EEO caused further strain on an already difficult
situation with my supervisor. SFO-EEQ was aware of the discrimination complaint filed
by Knudsen due to her supervisor’s November 2007 denial of reasonable
accoromodations, and despite such, SRO-ERQ suggested throughout the handling of the
March 2008 reasonable accommodation request working & paf{—time schedule or not
working at all until the accommodations were in place, an unrealistic option,
underscoring SFO-EEO lack of judgment and sensitivity to the issues involved.

T fi}e this complaint against SFO-EEO not only because of my own experience with SFO-
EEO with how they handled my March 2008 reasonable zccommodation request but also
oo that future SFO employees with reasonable accommodation needs will not be
subjected to like circumstances and treaiment from SFO-EEO.

!
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~ RECEIVED
CITY & COUNTY OF SAN FRANCISCO

| AIRPORT COMMISSION
r . _ EEC & DIVERSITY PROGRAMS
LEateRec’d: | J ' ‘
REQUEST FOR REASONABLE ACCOMMODATION '
‘ C - / s e . R
/@Nu’{:\».ia’?ﬂf N
Last Name : First Name , . . it gt -Socigl Securly Numbar A
i e e e N A
Address ! City /. Zip .g:%g_{,‘/@% Work Phone Home Phone

it Is the poiicy of the City and County of San Francisco o provide reasonable accommodations 10
- qualified individuals with disabilities in accordance with the Americans with Disabilities Act and the

Fair Employment and Housing Act. You may be reguired to provide documentation in suppont of-
youy request.

]

1. Curt—‘eﬁg?gsition:

P p it T AT ey,
Class: 7576 T (LTS i v N
' T A T " T i
Dept. _ s 41,5 e/ Section; 77k I )

f

-~

2  Reasonable Accommodation Request

" What type of accommodation do you need?

1 Modified work schecule [ Removal of communications barrier T Job Restruciuring
(1 Change in procedure . ;‘@Purchase of assistive services , 7} Reassignment
> Purchase assistive device [ Removal of architectural barriet S Other:

O s WA H ST ANADEATION T YIS 7T et
Please c\%ﬁsgribe the accommodation: T e e HEADTE T BAE< STV PRA FTIRE~ TAHEL €L,
PYORIE Nt BLeE Tk NCL LpE | 7D B AN TE AEALLY ELETY JETY BOAUAETES AT
APCLiGHLE | FoS S8 LF LY TN - N

Please explain how you believe this accommodation will snable you io perform the essantial

sunctions of your pesiion: 22/ /7 FLEAUENTINGTH ELE PLEGENTFTTME MEASUEE S FA7T6LE
e ol € SOASHIS PAm, AnD OvEd ERET TN AN BE AN EED A BB ED
o TN = ELTEN T JI83 FENCTIONA AN A TEeGiS I ED,

3. Eg<ential Job Duties of Your Position:

Pleass identify the essential job duties (do not include marginai guties) of your position for which you
are raguesting an accommodation.

C AP TER TR

1. , . :

2. EETIEWINE PRI ETESDIn G, B4 TN G e EATTIN e 173 ViRl okt
3 AL ILIT Y T R IENT O G e8| STIEARE b L ELAES Pl
A4 AEETINGS AnD A PPOINTHIENTS iy T I STTES

4. Health Care Provider :

Please provide us with the name of your health care provider(s) who can assist in this request. I
yoti have additiona! providers who also have information on this matfer, please list that information

on the back of his shest _ .
Nome: % LESEAS AFTINCATS

rddress, ATEC] TEVINIULA FIEAL T4 S ERTTE ] [ 08 S S TEe WCwE ST 2
bhome:  ASE ATEHEY Specialty. NEROLCET LT SHENAWTED (22
7 P liilaii]

bk il F -Z’, s E’NF'

+¥
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Nam8: TV TR TE T TAL
Address: AT R
Prone: & A\ VRS

5. Miajor Life Activities:

Plezse check those major ife activities you believe to be limited by your medical condition{s}.

‘ Walking (¥ Breathing O Seeing {1 Caring for Oneself O Working e
by S . : : et OTEING - 77
o1 Taking O Heanng 3 Learning /B\Performmg Manual Tasks 3 Other - ;'/77"";’/ o

. L GVER CX TS AND T TANIINT
Please describe how the gbove activities are limited: o 77 L
gL N D DURATI I AT AT 71 TS 2 gey T sy T
S elE s, TN, AND TN, HEABATH ES, NETET T |
5. ts your medical condition fempora 7 7 Yes OO Ne
b4 _ : A

Ty

-

=h

i . please staie the expected duration:

[

y.{:
=

e

. Are you curenty working? O Yes o
08 JSICE (EAVE

¥ no, piease specify the type of lsave currently approved:
F PR 2.0,

¥ no, when Go you expsct i return i work?

g, Have you applied previousty for a rassonahle accomnodation within the City?

cves BENo liyes, plaase explain the stanis/circumsiances,
s .

/_/_..—”—'—‘—"—"/

| S TR - " P . . -
| Dlasse nots that this information will be maintained in a separate confidential fiie from your
personned file and access will be fimited only to those with & need-to-know.

| hereby certify thatl netigve | am a gualified individual with a disability as defined by the law. | have
received and reviewed the information brochure and require an accommodation in order to perform
the essential funciions of my position. | understand that a detailed review of my disability status wiil
he required and | agree to coopérate fully in this process. | further undersiand that if my request is
granted, i am obligated io report any changes in my disability status which may require a re-
avaluztion of fhis request Granting of this request does not signify approval of any future
-sasonable accommodation reguest for any other posifion within this department or any other
deparment within the City and County of San Francisce.

_ . y N : NV
SEHA ;/ C jhRred — /07 g

Signature [/ ' Date




MEDICAL AUTHORIZATION AND RELEASE .

0 WHOM IT MAY CONCERN:

Pursuant to my request for reasonable secommodation underthe Americans with Disabilities Act and the
Fair Employment and Heusing Act, my employer is authorized o determine whether [ have a phystcal or
mentzl impairment which limits 2 major life activity, to determine what restrictions 1 have that impact the

duties of my position and to evaluate the effectiveness of possibie reasonable accomimodations.

I hereby authorize and direct you, Your operation, its Custodian of Records and/or person in your employ @
celease medical information relating to my reguest for reasonable accomrnodation to my employer. in the
format of the Health Care Provider Certification Form provided by my employer (pursuant to the Medical
Cornfidentiality Act, Civil Code Section 56, et seq). This medical information may be released to any
anithorized representative of the City and County of San Francisco bearing this release or 2 photocopy
thereof, in order to evaluate my request for reasonable accommodation. :

1 do hereby request that the Health Care Provider Certification Form be completed as fully and compietely
as possible. '

1 do hereby release and hold harmiess voi, your organization Of Company, your officers, agents, employees,
or independent confractors from any lLiability or damages, and I do hereby waive all claims or causes of
action against you, your organization of COMpAny, YOur officers, agents, employees or independent
coptractors, which may result Tom furpishing the requested information.

This authorization to release mwy medical records will expire ninety (90} days after the date si gned. [have

been advised that T have the right to receive a copy of this authorization,

WG 1 L / ‘ .-f; , e s SR g
N&me(pﬁnt}; \f/f‘\‘/ Z’T / 7)\!&1‘1;)5:‘_’///‘\/ ] i ';/,-#// :

Address: Zﬁ%ﬁ%ﬁ%ﬁﬁé’%@?@ﬁ%# “ Pbl{)ne (wh &p0 427 é?ﬁ;
IR i T Phome (h) O TR

Classziﬂe: TMHE i Te & Department: \ffCl’?fﬂf/'ﬁ’KVJ’/;“v‘r’f‘f?ffﬁ
DN [T TN - _
Vivig? FCOR 77742 G /187t
-Signature ‘ e ' Date

DHR 7-32 (12/00)



HEALTH CARE PROVIDER CERTIFICATION FORM

The following individual has identifled him/herself as your patient:
- IR - ! . - i
SN D SEY Sen 14—

e ———
Last First ) Social Security No./Patient I

;r’yw,ryé_,yyrv FEme proeT 7w

This person has requested your assistance in determining whether he of she s eligible for coverage
under the Americans with Disabilities Act and the Fair Employment and Housing Act. This person is
seeking to be classified as a “Qualified Individuat with a Disability” under the law. Atiached is the
employes’s medical colease, Please complete this form to the best of vour ability, Your evaluation
should be based on YOUF understanding of a particutar positon's functions and your patient’s
capability to perform these functions. :

B0~ 200 F

Date of your last examnination of this individual:
Maior Life Activities

Does this parson nhave a medical condition which imits one or more of his/her major iife
activities?

yes o nol
If "yes”, the major life activity/activities affectad is/are:

= walking O Takng O Breathing  EFFEMFOrMING mManual Tasks 0 Seeing
T working 03 Hearing T Learning (3 Caring for Oneself O Cther.

blease describe how the above activities are limited: = o fa 71'1’;-( Yy fewr medd /
[ ) ! ' ¢

&
cindteined. V& U !

medical Condition

Is this madical condition temnporary?  Yes .~ No

If yes, please state the expacted duration of this conaition: ad

. Reasonabie Eccommodation Reguast

plagse idendfy what type of reasonable accommodation you wauld recommend for this patient.

& : : PN L
. L M Pl RV S A - = T . 3 5 ! 1 [ . [ A
~ Purchase of Assistive Device(s): ©77¢ O /ﬂﬁ% S Y it i //? pd e
N . . s » - Ny -
M Job Restructuring: oo tn St frer

71 Reassignment to Another Pasition:
O Removal of Architectural Barrier:
O Purchase of Assistive Services: )

O Modified Work Scheduler /- 2 /771 FR G diir S0 At 9
0 Removal of Communications Barrier: R = B coi i (O

v 84



O Othern

Is this accommodation necessary to this patient’s,medical condition? yes 0onc |
Exp[am: é;érﬂff }14!’7 254 oA ;‘fﬁ‘frfd?/f ‘:Z’/{—&{ /Q’_Fj ’;AZZ—:‘ P L’-‘{_ P LYYy PR L ‘i*’mé,
e e L Y SV P, ol SR 2 < R L A N s 4 X7

Please indicate howthil accommaodation would enable this patient to perform the essential functions -
of his/her positon: 2= e . .

Essential Functions Determination -

Review and complete the attached sssential functions guide of the employee’s positdon, Flease
specifically identify If this person tan perform each essential function.

| [_the undersigned health care provider, certify that the information previded concerning
NYors 1L VT vd N is complete and arcurate to the best of my knowleoge. I
5igﬁfn§/ this form, I understand and have agreed to answerin a timely manner, the employer’s
guestions as to the basls of the statements made on this form. I understand that my cooperstion
js necessary for the employer to make ap accurste decision o iy patient’s reguest for &
reasonable sccommodation under the Americans with Disabilities Act and the Fair Employment
and Housing AcL

’ / 7 ‘ - . o G
. F ;Sf A - — 52T
Q/-’/’/vl:’?_, /’.. //l"”/#——\\ ' 3 / } «F
Heglth Care Proviger's Signature : Date
/o e D A . . . > [
LeodliTes fy—h)i AT _ Cr 375104
Print Name _ License No.

¢

Fote 1f there s a need for further clarification on this information, you may be contacted by 2
personnel representative. :



CITY AND COUNTY OF SAN FRANCISCO

FITNESS FOR DUT‘:’ T RETURN FROM LEAVE CERTIFICATION

) -. " : = . * - ., -
An employee on Family and Medical Leave' because of his/her own s€rious medical condition
rust present this release to his/her supervisor prior to or on the day he/she returns fo wotk. An
employee may not work without this release.

TO: Health Care Provider

- . /
1 /.Y / ; . o
Qur employee, \g N !/‘?’ //é/’\( Vb SEN _began a perjod of medcal care
T, - .. B 77
1eave for his/her senous health condition on z// 90T

(date employee commenced jeave)

As a condition of return to work, the employee must have & medical examination. This form must
be completed by you, as nis/her health care provider, before the emplovee is allowed to resurae
his/her job duties. ' - '

1. Employee Name: SIN A [N L6 CERS
Eﬁpioyee’s Job Title: AR AT~ ABAT I STRET s~/

2.
Ao [ 8
3. Date of Medical Examination: il hd
I
. - Mg s / +
4, Date employee may retur Irom leave ’7Z fE)A
5. Please indicate with a check mark the status of the employee’s release for duty.

, Full, unrestricted duty. (Skip guesticn 6 and proceéd to item 7.)
% Modified duty. (Complete question G :
Not released for any type of duty. (Goto item 7.)

6. Ifyou zre releasing the employee to modified duty, you must compiete the following:

2 Estimated date that employes will be able to return to fuill, unresiricted duty:

b. Date of your ngxt r?edical evaluation of the empioyee:
| A1t |

c. Indicate the exact work restrictions which apply f0 the employee at this time on the chart
on the back of this form. '

| Refers to both Federai and State Leaves under the Family Medical Leave Act and the California Family Rights Act.

This i5 2 2-sided document.

DHR FMLA 7 (Rev. 6/2006)



EMPLOYEE NAME: St YN I=v

(Complete this section if the empisyee is being released to modified duty.}

PHYSICAL EXAMINATIONS FULL PARTIAL NO
, RESTRICTIONS | RESTRICTIONS | RESTRICTIONS
Sedentary-Lifting 0 to 10 pounds . o ~
Light-Lifting 10 to 20 pounds L
Moderzte-Lifting 20 to 50 pounds : ) ‘ —
Heavy-Lifting 50 10 100 pounds - v
Pulling/Pushing, Carrying. _ v
Reaching or working above shoulder L o ~
Walking (hrs}) , v
Standing (hrs) - , . T
Sitting (hrs} e
‘Stooping (hrs) e
Kneeling {hrs) v
Repeated Bending (hrs) _ R
Climbing (hrs) ' ‘ 7
Operating a motor vehicle, crane, racior, '
etc. o ) . /
Other:  £L e/ 0 & rd, ~elé ity L
Exposure Limtation (Specify): , '

7. 1 herebs y certify that the foregoing facts are true and correct, and that this form is executed under o
penalty of perjury at 5% ¢ 414 feo (;fi this /% davof O rede AT

(List City and State) _ 7 (month)- (year)

{/ ’ ’!n‘n f'fq/{/ | : : A
(Al A Z ATy
Signzhure of Health Care Provider : Date

i .
g ™ AN : -

s S O o . o
(/ c.’»%"![ Ve 2 /éf T gt D {; X & gé BTl

Print Name of Heatth Care Provider

D N Y

Phone Number

S ;T
Tvpe of Practice - License Ma. _
U s )

e S DR i 4es Ly
Address ,
. g b a0 s
See e JRl et e 7 7/5-'/
City : State Zip

cc: Personnel File

-2

DHR FMLA 7 (Rev. 62006}



From: Veronica Davis Veﬁmnica,Davis@ﬂysfo.com‘j
Yeo: Susan Fim o _

Date: Thursday, March 13, 2008 2:00:15 PM
Suhject: ADA Request

Good morning Susai:

I had & meeting mid day with Sonya Knudsen. Sonya had scheduled a meeting

with me to discuss another anrelated matter, however, in the course of our
discussion she mentioned nesding to pariicipate m the ADA process.

Prior to our meenng, she received guidance by her Union, contacted 44
Gough Street 10 receive ADA information and sttempted to file with DHR.
Qhe said DHR told her to go online, and retrieve the forms and then contact
Adrport HR.

shared with Sonya that you Were the ADA Coordinator, could provide her

1
guidance on this process, and shat T would inform you of her request.

Sonya's contact number is (630) 400-6164.

" Thanks Susan.

Veronica M. Davis

Senjor Lebor Relations Analyst
Airport Commission Human Rescurces
(650) 821-2072- '

Confidentiality Notice: This e-mail message, including any sttachroents, 1
for the sole use of the ‘ntended recipient(s), and may contain confidential
and/or privileged information. Any review, use, disclosuze, OT '
digtribution by persons ot entities other than the intended recipient(s) is
prohibited. If you ere ot the intended recipient, please notify the

sender by replying and destrov all copies (electronic of otherwise) of the
original message.

Thank vou for your COOPETATON.

-~ 88

ht’tp:/’/usmg.?..maﬂ.yahoo com/dcNtaunch? rand=ip3 coplunftp’

3/14/2008



From: sknudsen (—— .-

To: susan kim@flysio.com
Date: Wednesday, March 19, 2008 12:19:16 PM
Subject: request for reasonable accommodation

et

Dear Ms. Kim,

Thank for your time to meet today at 10:00 AM re my reasonabie accommodation request (seven
pages) 1 had submitted to you at SEO/EEC-ADA on 13 March 2008. '

To reiterste our subsequent phone conversation just before noon you confirmed that:

- vou would obtan 2 description of my essenual work duties and work site assessment from my
supervisor at the San Francisco Airport Museumns and SFO's Health and Safety on 24 March 2008,
and ‘ ' _ '

~ you would fax to my doctor, Dr. Lefkos Aftonomos (with faxed copies 10 me) on either 25 or 26
March 2008 the above essential work duties, site assessment, and ADA paperwork for him to fill out and
retum. : =

Many thanks,

Sonya Knudsen
650-343-6540 phone
£50-343-5701 fax

. 650-400-6164 cell

Be a better friend, newshound, and ynow-it-all with Yahoo! Mobile. Trv it now.

89

http:// us.mg2.mail. yahoo.com/ deaunch? rand=677{rsaBhn39q 3/19/2008
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Postit Fax !\iota

EIRPORT

CcomIbTInN
CiTY AND CDOUNTY

oF SAN._FR.A.NCL:.CO

 GAVIM NEWSDH®

AMAYOR

N
LARRY MAETZOLA

PRESIDERT

LINDA &, CRAYTOR '

WICE PREMIDERT
CARYL TR

£{ EANDR JOHNS

RICHARD 1. GUGGENHURE

o L WARTIR

RIRPORT DIRELTOR

San Francisco International Awport

:

B0 Box BOST

San Francisco, CAT4128

Tel £50.821.5000
Frx 650.621.5005

wrerwiTlysfo.com

March 25, 2008

ViA CERTIFIED MAIL
& TACSIMILE

e Lefkos Aftonomos '
100 South San Mateo Drive
San Mateo, CA 84401

ne Sonva Koudsed, 3546 Curator IV
Trigability Accommodation Request

Drear Dr. ATonomes:

The shove-referenced employes 0as requested 20 sccommodation unaer the Federal
Americans with Disabilities Act and the California Fair Employment and Housing Act
: emable her to perform the sssential functions of her position. The emploves has
identified you as the health care provicer who is freating the medical condition for
which she is seeking accommodaton. Fof the City to evaluate fhig request, we need o
determine if s employee bas 8 physical o mente! fmpairment thet limits 2 major life
actvity. If the employes has quch a condifion, we then need to determing what
medical restrichons, if any, fhis employse has fhat affect her ahility to perform the
cogential functions of her job. Finally, we il need to gvaluate the effectiveness of
any propossd accommodaton. ‘ '

To mzke these determinations, W reguest your assistance. Please complete the two
snclosed forms: (1) the Health Care Provider Certification Form {only if you have
additional information o 246 to your March i3, 2008 completed form, se& attached),
and the (2) Essential Fumetions Guide. AS you can s, in this latter form, I bave listed
éhe egsential funcnons of the employes's current position and ack fhat you indicate
whether the emmployet cal perform & particular function, with or withowt
aocormeGanan. Should you believe no sccommodation exists which would enable
she employes 10 perforin the essential fmctions of her current position, piease 50
indicate. ’

Additionally, [ have &lso enciosed the employee’s signed medical release and 2 copy Of
her accommogdation request.

80



SFO EEQ

Thank vou for taking the time to complete these forms. Recause the employee 1S
scheduled to refum to work on April 2, 2008, the Department respectfully Tequests that
you subriit your response by fax to (650} £21-3595 on or beiore Friday, Mareh 28,
1808, Should you have any questions of require more Hme, please phone me al {6350)
§21-3592. '

Thank you again 0T yout anficipated cooperation.

Assistant Manager
EEC Programs

Enclogures:

Health Care Provider Certification Form

Copy of completed Health Care Provider Certification Form (signed 3/13/08)
Essential Functions Guide (inchuding list of emmployes's essential functions)
Employee's signed Medical Release '
Employee's Accommodation Request

Stamped, Self-addressed Retum Envelope

cot Sonya Kroudsen _
Gloria Louie, EEO Director
Reasonable Accommodation File



50 6212585 SFOEEC
ERALTH CARE PROVIDER CERTIFICATION FORM
Sonya Kuudsen ) ik
Fmployee's Namse Tocial Security No./Patient 3%

The sbove-referenced individuat has identified you as the health care provider Who i ireating fhe medical
condition for which hefshe is seeking reasonzble accommodation. Attached is the employee’s signed medical
release. Pisase complete this certification form and the eccential funciions gnide and return it in the envelope
provided. Please Write legibly; if clarification 18 nesded, a personnel representative w4l contast vou. Thank
you again for your assistance.

“To discuss this MATET, T am tequesting that & department represeniative contact me by phone at {650y 821-3 392,
Date of your last examination of flus cdividwl e
A Wajor Life Activities

1. Does this person have 2 medical condition, which makes one or more of his/her mzjor Life
activity/ activities' " difficult fo perform?

3 Ves S | . DOXo

3. Ifyes, the major life & fivity/activiies 2ffected is/are: * '

3 Yes | ' 3 Mo

B. Druration of Meﬁicgﬁ Condition

1. Isthis medical condition femperaryl Yes_ No

-

2. Ifyes, please stale the expected duration of this condition:__

C. Wiedical Restrictions

1. Please list the medical restriction(s) that mzke the major life acnvity/activities gifficult io
perform. Please be as specific a3 possible by listing duration znd extent of the resiriction
(e.g., cannot 1a over 50 pounds; unable to stand Tor MOTE fhan | hour; unable 10 walk for

more than 1 block, unable © work more than & hours/day; ipshle to periorm multiple
projects girrmltanecusiy):

' rator Hfs pethvitizs include, but =% aot limited o, walking wmlking, Greathing, SeCTE, hzaring, ing, caring for onsself, tearntng, Hinking, ConCtATALAg, InteTheting

with others, speaking, perlorRing manael tzsks, readme, sttting, 208 working.



E50B21

3585 SFO EED
B Reasonable Accommedation Reguest

1. Please specify what type of sceomrodation you would recommend for this paﬁs:nt

r1 Purchese of Assistive Devicels): :

1Job Restructurng: ' - |

1 Reassignment 10 Another Posihon: -

1 Removal of Architecturel Barm
7 Purchase of Assistive Services:
riModified Work Schedule: - :

ORemoval of Commmunications Barmer.
CiCther

- ———
er '

e

-

9 Does the employee’s medical condition necessitate this proposed accommodation?

3 Yes ’ - . U NO

Explaim:

e

//—/

///

| |

-

3. Does this pmposéd accommodation enable this patient to perform the essential functions of
his/her position? ' '

0 Yes | _ ‘ ' 1 No

“Explain




;50 821 3585 SFOEEQ

ESSENTIAL FUN CTIONS GUIDE

For each essential functon listed, please check if this persen can perform that finction, with or without
accommodation, of Tiot Al A1l If you indicats that an accommodation is needed, please specify the
sccomimodation. :

Name of Employes: Sonva Knudsen
Class 3546 Tile Curator 1V Department Museums
Work Shift, if applicable: Compressed 9/8 schedule {over a tW0 week period, employee works eight §-hour

dzys, one &-hour dav, with slternating Fridays off), shift begins &t 7:00 2.m.
General Description of Position:

Under general imistretive direction, plans and directs the activities of a special department of the
museurm, plans, 2ss1gns and supervises be sctivides of subordimaie personriel engaged in assising with such
work; and periorms relatad duties as required. Requires resporsibility for developing, coordinating and
carrying out policies and PrOCECIss relative io the operations of special phases of rmseumn activities; makan
regular personal contacts with oufside orgamizations, professional persormel and the general public I
connection with assioned MUSEUI activities and operabons; preparng and maintaining operational records

and reports relabng 10 fue assigned activilies.

rl./;a's—s;ﬁai Funchon

Able to Perform Able 1o Perform Unable to Perform

| 1. Sitting, 5-6 hovrs daily

| |
: o . . .
i without an : with an weith or without an
3 - .
! gooominedaiion, accoramodation. scoomrmodalion.
E | (Igentify Below) '
i .
'i |

2. Walking, 1-2 hours daily
£

S N DR S

1 3. Stending, i-2 houts daily

4. Repefitive Use of Tiands: dominant hand {either
lefy/right) —up 10 6 Hours daily, non-dorminant hand - ap

|
|
1o 4 hours daily; use of both left and right hands —¥p t© !\ i

4 hours daily; no simple grasping of both right & lef
i hand, up to 2 honrs daily; up to 2 bours daily for both

right/left hend — POWEY grasping, fine dexterity

1
|

5. Grasping: lefright/bot (simple/light) —up 10 2 i
hours dzily; jefrightboth { Frm/strong) — up to 2 hours
daily

6. Fine Dextenity: lcﬁfﬁghb’béih —upto2 hours daily

7. Other Activities: Upto 5 hors daity —kneshing,
‘bending oVer, reaching overhead, crouching, balancing, \
pushing of pulling, bending (peck)

2. Lifting o Carryng: Up to 2 hours daily (10-25 tbs); |
up to 2 hours daily (26-50 Ths), though on Fare 0cCasion \ ‘

g, Job reguires Griving & motor vehics (i.e., car) to
ocheduled meetmgs.

10, Job requires working around office equipment &
{ machinery. T 4




As to each essential function for which the individual seeks 2n secommodation, please identify your recommended
accommodation. ' '

1 the undersigned health care provider, certify that the information I have provided regardi@
the abave-referenced individual Is complete and accurale 1o the best of my knowledge. I
nderstand that my cooperation is necessary for the empioyer {0 moke an accuraie
determination regarding ny patient's recsonable accommodation request.

e
Health Care Provider's Signaiure - Date
‘ " Print Name License No.
|
\ Phone Number Area of Practice }

Lo
()]



us

. The following individual has identified im/herself as your pabent:

HEALTH CARE PROVIDER CERTIFICATION FORM

f<nt NEEN S ig— o
Lest First Sodia! Security No./Patient ID

This person has requested your acsistance in determining whather he orshels eligible for coverage
under the Americans with Disabiliies AQ and the Fair Employment and housing Act. Thisperson s
seeking 1o be dassified as & *Quaiified Individual with & Disabiiity” under the law. Attached is the
amployee's medical release. Please complete this form fo the best of your ability, Your evaluation
chouid be basad on your understanding of a particular position’s functions and your patient’s
capability to perform those fundions. \
‘/3?7’ S 0T 5

2 4

Date of your last examinstion of this individual:

saior Life Achvities

Does this person have a madical condition which limits one or more of his/her major iife
actvities? : ‘

yes 3 no O
If “yes”, the major life activity/activities affected Is/are:

1 walking 0 Talking M Bresthing G-Ferforming Manual Tasks 3 Sesing
T Work%ng 3 Hearing Ot learning O Caring for Oneself 3 Other:

Plezse describe how the above achivilies are fimited:  Doreen o iteg gt Fea yc:f'f /

SL:)%f:(r;-f‘—sz'L.— L(’; [

sMedicza! Condition

I this medica! condition temporary?  Yes Lo~ No

IF ves, please state the expected duration of this condiion: __ ( Fhic iy

Eeasanabie sccommpdaiion Reguest

piease identify what type of reasonadle acrommodation you would recommend for this patient:

~

H

purchass of Assistive Device(s): N IR A3 "/“f"’“{/” po b bfee s
T Job Restructuring: i ‘ Coovte Stafu
O Resssignment to Another Position: ' '
1 Removal of Architectural Barrier
[0 Purchase af Assistive Services:
o Modified Work Schedule: /- 7 FL A A ) R
O Removal of Communications Barrier: Loty o R e

}’ fiv *¢ ¢ -

96



[3 Cther:

Is this sccommodation necessary 1o this pafient’s medicat conditien? Ilyes 0 no

Exp],a}n: CGE"T'HI‘!J { bt oL ’ ,t/"u {z i'lﬂ‘;v"“'-AG( f/)’(. 4 ez overs ed LTIK?"F}!C' 7ol "Lf

-

e YRy iE e S A A S AR A S A e

s
T

Pizase indicate how thg accommodation wouid enable this patient to perform the essenfial functions
of hig/her position: - %< L LT Y i

. ' P . Cem
A pfory ) . :; VAT A
G iloen Ml
Hedaftr Care Provider’s Signature ' Data
é - ‘f[' Foes /'} E’ // Cowb e f) C S ’:.,7 ; ) / .'.((
Print Name - Ucense Wo.

Essential Functiens Detarmigation

Review and complete the attached essential functions guide of the employee’s position. Please
spedifically idenfify if this parson ¢&n perform each essential function. '

H

Soempr ¢ ACr]ud \Co 1 is complete and accurate to the best of my knowledge. In

I the undersigned health care provider, certify that the information provided  concermning

1

1 sfgning’ this form, I understand and have agreeg to answer in & bmely manner, the employer’s
\ guestions as to the basis of the statements made an this form. I understand that my cooperation
| js pecessary for the employer fo make an accyae derision on-my patients reguest for &
| rezsonable sccommodstion under the Americans with Disabilities Act and the Fair Employment
[l and Hoeusing Ad.

Aotz 1f there 1s a need for further clarification on this information, you may be contacted by &
ersonngl representative. :

;

[



50 B2 3585

TC WHOM IT MAY CONCERMN:

Prarsuant to my request for reasonable accommodation under the Americans with Digabilities Act and the
Fair Bmployment and Housing Act, @Y emplover is anthorized to determine whether 1 have a physical or
menta) inpairment which Limits 2 major ife activity, to determine what restrictions 1 have that impact the
duties of my position and to evaluate the effectiveness of possible reasonable accornodations.

] hereby authorize and direct you, your operation, its Cestodizn of Records and/or person in your employ to
release medical informetion relating to my request for reasonsble ascommedation o my empioyer, in the
format of the Health Care Provider CertiBration Form provided by my employer (pursuant to the Medical
Confidentiatity Act. Civil Code Section 36, ef seq). This medical information may be relsased 1o any
suthorized representative of the City and County of San Francisco bearing this release or 2 photosopy
therecf, in order 1 evalnate miy request for reasonable accommodation.

1 do herely request that the Health Care Provider Certificanon Form be completed as Fully and completely
3 ¥ & pietely

~ as possible.

T do hereby release and hoid harmless you, your OFganizalich of COmpEnY, your officers, agents, employses,
or independent contraciors Tom a0y lizhility or damages, and I do hereby waive all clatms of causes of
achon against you, your organizetion of company, YOur nficers, agents, employees o independent

conractors, which may result from firmishing the requested information.

This authorization to release my medical records will expire ninety (50) days after the date signed. 1 have

been advised that I have the right o receive a copy of thig authorizetion.

- ,/ﬁ/ f/;:/‘ . "/.r -7 - ~ /.":'“ ,
Name.(prioth \fg& 14 (AL SEN DOB: 77T /é/ N e dtai

YA ¥ &, pre ; . o
Address: E’lﬁgﬁﬁf ﬁfj‘éﬁﬁ%&%ﬂ f’%jf% . Phone (W) &30 i/ 57’@‘(;
| P A s Phone (b} | '
Clase/Title: .j T (LA T &z Deparmment: _ \’{JF_ ,.%r,‘fﬁgﬂf/ﬁj-w’g'_’g,;ij
. Fhatwe [N

/ / I
?’?’}’;ﬁf // JA '1},‘£J;iL I ‘ F;/f’f'/ﬁ?rf&
V .

Signature Date

DHR 7-32 (12/00)
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1 Daie Rec'd: ' }

REQUEST FOR REASDNAELE ACCOMMODATION
/( 'f\‘,{, [\} ,‘):f"\‘. . PN 1

g

l_)f.;\"'i. ra
o BV “Social Security Number
U WEP A ot i i sttt D
L LR ?‘sﬁ?f PrEr T L L
Address City ;0 Zip ﬁ?ﬁ"’“ﬁﬁgj Wark Phone Home Phone
- “

it is the policy of the City and County of San Frangisco to provide reasonable accommodations to
guaiified individuats with disabilities in accordance with the Americans with Disabilities Actand the
Faly Employment and Housing Act. You may be required to provide documentation in support of
your reqguest, -

1. Current Pesition: R T R
Class: -5";'37’(? Tia: Cro-d b LY Flepinyi b afo 70T
Dept. _ 3/ »"‘}/if‘:/’-(:f/" : Section; .7/ de )

2. Reasonable Accommodation Request

What type of accommodation da you need?

“J Modified work schedule 3 Removal of communications barrier T3 Job Restructuring
(] Change in procadure ffpurchase of assistive services {3 Reassignment
urchase assistive device [T Removal of architectural barrier ¥ Other:

ECHTNENHI STANDGDEAT I TR pvesic STATN

Pease describs the accommedation: 13 inE # EADFET FIGSTINE, ARAFTIng TABLE
“ U EREE [E Ty 3ol TES ST

Please explain how vou believe this accommodation will enable you 1o perform the essential
funcions of your position: 77/ T EATENTIN G THEVE PEELETITIUE A4 A8 P 7761

Al ol € SOASMS PAM, rind OvEr EXe 7 CRA AYNAUEED AnE 610 €L 7
e G b= ESSER TR 0A FINCTRAN (AN & TELDEHIED, ' : '

1, Fssential Job Duties of Ydur Position:

Please ideniify the éssen't'raHob duties {do not include marginal duties) of your pesition for which you
are reguesting an accommodation.

E ol TER

1.

2. FEV BN TR Eabin b BV TN~ B E TN AUk T ?/

3 E371017 Y S A G IENT 0F G771 STICAAE . And HRLESpndEre
4 TEETINGS AIND FIPPENTIVIENS T A A iy T ded SIS

4. '

Health Care Provider:

Please provide us with the name of your health care provider(s) who can assist in this request. If

you have additional providers who also have information on this matter, please list that information

on thie back of this sheef:

Name: T ["F/_.‘_{;/O § AL G .

Addrass: <+ s POV HEELTE TEZCE ) 106 S, Sanam 780 hlwe ST 232
mrone: 250 ZTEUENY Speciaty, ML CLUFTTT AT (4 Ty

AV
f:’-rc':/-;[-fri/; FTA TN
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FRER2TESES SrU EEU

Name: e 4 A ' : i ]
Address: (L e T e NEyL LA R Wl Vi
Phone: U SRnAvIC VN LAL H/Lﬂ’ LY

5. Major Life Aclivitles:

Please check those major life activies you believe to be fimiled by your medical condition(s}:

Ef Walking O Breathing O Seeing (3 Caring for Oneselt ' OWorking . ., o)
s Talkmg - 0 Hearing CF Leaming )’E\Per‘fomxng Manua! Tasks I Ciher: . ./ ':'-‘/_;J‘Lf' -
SvEC {Kfffjfiﬂ/,é‘?’zup : TENG A T

Please describe how the at}:}ve acilvities are fimited: e
T}f/\ [,")f’\’rkﬁ 7}‘4{,(,17“(_,\‘ ﬂﬁ/ﬁv?ﬁggm ;.ﬁ-J %J}f—:f)ﬁ;'l‘fff @F{” " / ’i\}l
Aty 54 SITASAS, ?%"\f Ay STHENES S FERSACHES, IENE S

. Is your medi._.ak condition ternporary? 23 Yes [3 Mo
i yes, piease stais the expected duration: S AUNTIL /7L D L oS

7. Ase you currently working? O Yas Mo

If no, pleass specify the typs of leave currently approved: fm’:'/‘l SICE A
Jf no, when do you expect {o ratum io work? < RS 2 f

8. Have vou applied previousty for a reasonable accommodation within the City?

OYes INo Ifyes, please expiain the statusfc;rcums ces:

Please note that this information will be maintained in 2 separate confidential file from your
personnel flle and access will be imited only to those with a nead-to-know. :

J

| hereby carfify that | believe | am a qualified individual with a disabllity 2s defined by the law. | have
received and reviewed the information brochure and require an accommodation in order to perfonm
the essential funcions of my position. | understand that a detziied review of my disability status will
be required and | agree to cooperate fully in this process. | furiher understand that if my requestis
granied, | am obfigated fo report any changes in my disability status which may require a re-
avaluation of this request. Granting of this reguest does not szﬁ.;f"y approval of any fulure
reasonable accommodation request for any other position within this department or any other
departmant within the City and County of San Francisco.

) . ; a r
it P ! v s
/\ i PP ) r'/f’-' N

,‘f«

Signature . : Cate
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Sonya Knudsen
o s LR LT
; AESTPTEE

Re: Accommodation Request

Dear Ms. Knudsen:

The Airport’s Equal Empioyment Opportunities and Diversity Programs office (EEQ)
received your Request for Reasonable Accommodation on March 14, 2008. Upon
your returmn to work, the EEO office has arranged for you to recelve an ergonomic
“valuation of your workspace in an effort to epsure your comfort and safety while at
work. During this evaluation, which has heen scheduled for April 2, 2008 at 11:00 -
a.1m., the ergonomist will assess the need for amy required ergonomic equipment. In
tHe meantime, however, an over-the-car headset has been ordered for you DEL yOul
request, as welias 2 premium ergonomic book/copy Lolder. Both items will be
s mmediately available to you upon your reti to work. At the fime of your
evaluation, the ergonomist will also assess your Heed for a drafting table, a8 well as
provide other recommendations/ Liternatives for your WOTKspace, if applicable.

1. Rest Breaks
v our 2ccommodation request includes 2 W ork schedule allowing for 1-3 minute breaks
every 15-30 minutes, a8 needed. Your freating physicien, Dr. Lefkos Aftonomos, has

. certified your need 0 take brief (1-2 minute) breaks on an hourly basis while itiing,

and on a half-hourly basis when using your hands repetitively, engaging in grasping
and fine dexterity hand movement, 25 well ag when kneeling, bending over, reaching
overhead, crouching, balancing, pusning of pulling, and/or neck bending.

The Airport grants all employees two daily 15-minute rest breaks, in addition to an
unpeid funch hreak, Upon your refurn 10 work, you will be able to break-up your paid
-est breaks as you desm appropriate, hut may not combine your unpaid lunch and
break times. 10 choosing to fragment e 30 minutes of daily break time, please KNow
a total of 15-minutes far break must be taken pre-lunch (1., before 12:00 p.m ), and a
rotal of 15-minuies for break must be taken after your refurn from lunch, You will
also have comptlete discretion as to the length and number of unpaid breaks you feel
you need to stretch and rest dunng your workday. ASWe discussad during our March
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19, 2008 meeting, it may also be helpful to download and utilize the Stretch Break
Sofrware found on the SFO intranet. To access this program:

1) Go to the SFO intranet; g _

2) Click link to “Qafety & Health” under “Administration”;

3} Find and place cursor oL “Computer Training” at left column, selecting and
clicking “Stretch Break.” . '

From here, you can read about the benefits of using this program, as well as obtain
specific downloading instructions. For your CONVENience, 1 have enclosed the
downloading instructions with this letfer, see attached.

By electing to use your break time as described, please remember you will be
responsible for self-monitoring your fime t0 ensure you are complying with the
atlotted (paid) 15-minute morning and aflernoon break time limitations. Of course,
the break conditions discussed above do not apply to short resiroom breaks taken
throughout your workday. :

7. Telecommpting

The Alirpert reviews all telecommuting requests on a case-by-case basis. After
conferring with your manager, it i the Department’s understanding that the duties and
responsibilities of your job require you to be at work to plan and supervise special
projects and activities, as assigned. You may, of course, use your accumnulated sick
time on occasions when you feel too 111 to report to Work.

3. Liftine/Carrying Assistance

Per your doctor’s recommendation, assistance will be available to you when required

 to lift/carry over 75 1bs. Please know it is your responsibility, however, to request

[

assistance when needed.

Unon completion of your ergonomic evaluation, the assigned ergonomist will issue an
assessment report. The Department will review the report and carefully consider the

-ergoNomic recommendations stated therein. Should you have any questions at this

time, please do not hesitate to contact me at (650) 821-3592.

Sincerely,
Py

At
Sugan Kam
Assistant Manager
EEQO Programs

Enclesures: Instructions for Streich Break

ool Gloriz Louie, EEC Director
 Blake Summers, Museums
Reasonable Accommodation File

w102



San Francisco Internationat Airport - Intranet

W

Lsbasios

Computer Traming
Farms/Checkiisis
Joby Safe Practices
Annitoring
c rioe Meetings

CVn S it
winnmanon

At Home

http://sfo-intranet/ admin/safety/stretchbreak asp

Hom

30

SAEETY AND HEALT

®

5}

=
'

Streteh Break

Feeling stiff and sore because of computer use? Stretch Break reminds you
ta stretch, Then shows you how! As an employee of the San Francisco
International Airport, you can download this software for free. Just follow
the download instructions beiow.

A team of health care professionals developed Stretch Break to increase
circulation, relieve tension, boost your energy level, and heip guard -
against Repetitive Strain Iniuries. Once installed on your hard drive,
Stretch Break gently reminds you to take periodic breaks while using your
computer. You are invited to perform a series of low-impact streiches
ihustrated on the screen. Then Stretch Break returns you £0 your CUrrént
windows application. :

Stretch Break is simple. With one mouse click, you bégin stretching with
the figure on the screen, of you Can delay or cancel the stretches.

Stretch Break is fiexible, You selact how long to wait befween stretch
sessions and how many stretches per session (defaults are 20 minutes and
3 stretches). Each stretch fasts for 15 to 25 seconds, S0 you are back to
Wwork in one or two minutes.

Surveyed Stretch Braak users report reduced stress tavels, greater
awareness of the need to take breaks, greater awareness of ergenomic
issues, and reduced stiffness and muscle ache.

. How to dewnload Stretch Break:

Please print downloading instructisns before beginning downlead.

.1, Click on this link to download the Stretch Break program. A pop-
up window will appear and will ask you if you would tike to open the
file or save it to your cemputer? Click open. Another window will
appear, welcoming you to Stretch Break. Click ok. Continue with

downloading the program by clicking on Next 4x. The program has
hean successfully installed.

5 You will be asked if you would like to read the README.TXT file
now? Ciick No.

3. would you like to view thumbnail sketches of all stretches and
Ergo reminders? Click Na.

4. Would you ke 1o start Stretch Break now? Click Yes.
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A window will appear on your ccreen. Click on options to schedule the

frequency and number of strefches. We Vreccmmend start
minute intervals and 3 ctretches per session. You can tail

ing out at 45~
or the schedule.

and frequency Lo your own needs. Click on OK. You now have installed

Stretch Break! Good luck and stay healthy.

If you have guestions oh the download, please contact the Séfety and

Health Department at 821-5907.

<zn Francisce Wniernationat Alrport

S | 104
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Sonya Knudsen : To: Susan Kim/SFO/CCSF@CCSE

. o co: Audrey Lawrence/SFOICCSF@CCER
04/04/2008 Of..ﬁg AM Subject: ADA request S

Susan,

To refterate our phone conversation yesterday afternoon, ihe following is a siatus report and aspects that
remain outstanding re my 13 March request for reasonable acccmmodations anid srgonomic
standardization in my Alrport Museums work office at 670 West Field Road. ‘

1. Computer work station '

- existing desk o be modified by SFO Carpentry, waiting for site visit, scope and duration of work and
finish date yet tbd _
- keyboard tray drawes to be fitied to above desk by SFO Carpentry; currently using keyboard on my lap

- computer monitor ralsed in height by placing on one stack of paper, final placement dependent on above
- metal document stand provided by SFO H&S, placed in front of computer monitor

2. Drafting table for reading, editing, writing documents

_ wood book/document stand provided by H&S being used on temporary basis, placed on secondary desk
on riser to bring height up 1o adequale level. Per my request, H&S came by for site visit yesterday, and
know of need for larger work area, more adjustments neegsd for heitght, angle, eic. H&S project drafting
tabie or like type wili be solution, and will provide update re options '

3. Chair

- On 2 April went ic various offices in Engineering Building with L&S to review chair options, none of which
were appropriaie, My existing office chair is adeguate for needed upper back support but per H&S
inadequate re leg support. 18 said next chair fair at SFO was in August but that vendor's office was in
San Francisco and San teandro and suggested site visit.

4. Phong .
- Ear headset installed yesterday affernoon, in use.

| \ook forward to hearing from you today re the above, your projection of duration and limelines to provide
for my reasonabie accommodations needs, and options re my work schedule. With your assurance that
requesied accommodations weuld be in place, or shortly after the SEO Health & Safety (H&S) ergonomic
sesessment, | returned from sick leave on 2 Apiil o a fulttime, compressed work scheduie. As mentioned,
the current work site causes me discomfort and is unbearable and inadecuate long-term. Further, the
current work site and above modifications needed impact and hamper my ability to futill my job duties and
responsibilities. Many thanks for your attention 10 adgressing and resolving my reasonable
accommogation needs.

Sonya Enudsen .
Curator Ain Chargs, zdministration
can Francisce hirporh Museums
650.821.6726 Girect lime
550.821.6777 fax

somyva.k@sfoarts.crg



Lily Lau To: Sonya Knudsen/SFO/CCSF @CCsF
o . ce: Hobin Anthony/SFOICCSF@CCSF
04/04/2008 03:45 AM Subject: Chair vendors list

FYL

Per your request, here is the chair vendors list.

CHAIR order'z’ng & vendors.dc
Thank you,

Lity Lau -

SEQ - Safety & Health

(Phone) 650-821-5504
(Fax) 650-821-5596
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ERGONOMIC CHATIR INFORMATION SHEET

' AN FRANCISCO INTERNATIONAL ATRPORT
CITY AND COUNTY OF SAN FRANCISCO

[Steps for Selecting and Ordering a Chair

> 1. Obtain approval from your supervisor. All
employees using a computer more than 4 hours per day should

have a chair that complies with the San Francisco VDT ordinance
(see table below). :

' > 2. Review the requirements for an ergonomic chair, and
{he recommendations in the handout entitled “What is a “Perfect”
|

Chair?’ Determine whether you should get a chair that is best
suited for a forward, upright, or reclining posture.

> 3. Visit an approved chair vendor. You can cOniact the | -
vendor to make an appointment. : .
|
—~

> 4. With the help of a vendor representative, select a
chair appropriate for you and your work. When selecting your
chair, be sure to consider any recommendations made by the
Safety Office as listed in your ergonomic evaiuation.

> 5. Obtain a written price quotation from the vendor,
inciuding delivery costs.

| P 6. Process the paperwork'as a Proposition (¢ purchase.
Note: The Safety Dept does not purchase ergonomic chairs.

_ Funding should come out of your departrental budget for
| ergonomic equipinent.

Fummary of Chair Specification Requirements . |
San Francisco VDT Ordinance b
'V Seating shall conform with ANSUSFES Standard No. 100-1988, Section 8.7, ort \
v Seat pans and backrests of chairs shall be upholstered with moisture absorbing
material. The upholstery shall be compressible at a minimum ~ 0.5-1 inch.
| v Seat pans shall be adjustable for height and angle.

v Backrests shall be adjustable for height and to a position bebind and forward of
the vertical position. :

l
| v Chairs shall be capable of being swiveled by the user. -
| v/ Armrests shall be provided upon the request of the operator, J

—
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hair seat pans shall be operable by

v The adjustment mechanism for adjustable ¢
1e mechanism for adjustable chair |

the nser from a seated position. The adjustab
backrests shall be €as ily operable by the user.
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FTﬁrgzwpmv ed Chair Vendors

bt

The Chair Place
531 Bryant Street, San Franczsco CA 94107

Phone: (415) 278-9640; F:Dx (415) 278-9741

Contact Person: Alan Kent

| Please call the company to verify their business hours before visiting

Business Hours: M-Th 10:00-5:30PM
Frl&a‘y 10:00-5:00PM

Lagt updated 2/2/05

Comer Office

1043 Sansome Street, Sulte 100
San Francisco, CA
Phone: (415) 362-5595

hitp:/fwwwe. COrnEroffice.com
Contact Person: Bill Secor

Please call the company to verify

Business Hours: M-F 2:30-5:00PM

Last updnie $/2/05

their business hours before visiting

(ffice Relief, Inc.

436 McCormick Street. San Leandro, CA 94577
Phone: (510) 383- 1190; Fax: (510) 383- 1199

- Email: sales @ officerelief.com
hrip:ifwww.officer elief.com

Contact Person: Eric Johnson

Pilease call the compary to verify their business hours before visiting

Business Hours: M - F 8:00 - 5:00pm

(The showroom is open by appointment only}

e Information

o I

B
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Safety and Health Department

Phone ' 221-5907
Fax 221-5596

Audrey Lawrence §21-7889 R
Manages, Safety & Health
Robin Anthony '
Industrial Hygienist
Donna Potts

821-5559

Safery Officer

Gordon Analla o §21-5505
Safery Analyst

Lily Lau . §21-5504
indusirial tojury Investigator

Toria Mila ' §21-5907
Clerk Typist ‘
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Susan Kim To: Sonya Krudsen/SFO/CCSF@COSE

. co: Glonia.Louie @flysfo.com
04/04/2008 02:58 PM Subject: Re: ADA requestE}

Sonya:

Per our discussion yesterday, | contacted Larry Tuscio from the Carpenters Shop this morming, putting a
rush on your work order. t understand that both he and Robin Anthony from Safety assessed your work

siation this afiemoon and that it was agreed the carpenters would work on your keyboard tray and desk
adjustments on Monday marming (4/7/08) at 8:30 am. '

Temporarily, Safety has provided you with & book stand with slant feature for reading, editing, and writing
documents. Because you request a larger work area, the Department is currenily looking inio ordering

you a larger version of your ergo desk. In the meantime, you may continue to use the smailer book stand
on Joan o you. ' :

Because you state your current office chair does not provide adequate leg suppert, my understanding is
that you have agreed {o visit The Chair Place is San Francisco to explore your chair options. Please
provide a writien quote from the siore Upon selecting a chair meeting your needs. Untit a product

description and written quote has been recaived, the Department cannot provide you with an

estimated -
delivery daie.

Please know the Depariment is working expeditiously o put your requested ac
If, however, you feel your current work site is comtinuing to cause you great discomfort, it is recommended
that you stop working until your desk and chair have been delivered. As | stated to vou yesterday, at this
time you have the option of taking approved ADA leave until your reguested accommodations have been

put into place. Should you continue 10 :ael discomfort and decide ADA ieave is appropriate, please
contact me immediately.

commedations into place.

Susan Kim
EEQ Programs
SHIA

41%x3592

Sonya Knudsen

Sonyz Knudsant Tor Susan Kim/SFO/CCSF@CCSF '

04/04/2008 07:23 AN co: Audrey | awrence/SFO/CCSF@CCSE
T ) Subject: ADA reguest

Susan,

To reiterate our phone convarsation yesierday aitemoon, the foltowing is a status report and aspects that
remain outstanding re my 13 Warch request for reasonable accommodations and ergonomic
standardization i my Alrport shuseums work office at 670 Wast Field Road.

1. Computer work station R :

- gxisting desk to be modified by SFO Carpentry, waiting for
finish date yet tbd . _

- keyboard tray drawer 10 be fitted to above desk by SFO Carpentry; currently

site visit, scope and duration of work and

using keyboard on my {ap

o1t



- computer monitor raised in height by-placing on one stack of paper, final placement dependent on above
- metal document stand provided by SFO H&S, placed in front of computer monitor

2. Drafting table for reading, editing, writing documenis

- wood book/document stand provided by H&S being used on femporary pasis, placed on secondary desk

on riser to bring height up 1o adeguate level. Permy request, H&S came by for site visit yesterday, and
know of need for larger work area, more adjusiments needed for height, angle, €ic. H&S project drafting
table or.like type will be solution, and will provide update re options

3, Chair . . ' . _
- Qn 2 April went 1o various offices in Engineering Building with H&S to review chair options, none of which
~were appropriate. My existing office chair is adeguate for needed upper back support but per H&S

inadequate re leg support. H&S said next chair fair at SFO was in August but that vendor's office was in
San Francisco and San Leandro and suggested site visit.

4. Phone :
- Ear headset installed yesterday afternoon, in use.

L ook forward to hearing from you today re the above, your projection of duration and timelines 1¢ provide
for my reasonable accommodations needs, and opiions re my work schedule. With your assurance that
requested accommodations would be in place, or shortly aiter the SFO Health & Safely (H&S) ergonemic
assessment, | returned from sick leave on 2 Aprit to a full-ime, compressed work schedule. As mentioned,
ihe current work site causes me discomiort and s unbearable and inadequate long-term. Further, the
current work site and above modifications needed impact and hamper my ability 1o fulfill my job duties and
responsibiliies. Many thanks for your attention 1o addressing and resolving my reasonabie
accommaodation needs. '

Sonya Epudsen

curator in Charge. aaministration

gan Francisco Alrport M S eums

650.E821.6726 direct line

€50.B21.6777 fax

sonya. kEsioarts. org



Susan Kim To: Sonya Knudsen/SFO/CCSF@CCSF

- . cc: Gloria.Louie @flysio.com
04/07/2008 11:05 AM Subject: Accommodation Reguest

Good Moming Sonya: -

Per my last emall, the Départment is currently researching vendors who have the larger ergo desk in stock
and ready for shipment. Once a timeframe has been established, ! will contact you.

| also understand that you will be exploring your chair options either today or tomorrow. Based on your
communicated needs, Safety & Health has estimated the chair-should cost no mare than $800. Thus,
please provide the Depariment with an equipment price guote for a chair $600 or less.

if you have any guestions, piease do not hesitaie to phone me at 1x3582.

Susan Kim

EEO Programs
SFiA

- 113



L

Susan Kim To: Sonya Knudsen/SFQ/CCSF@CCSE
cC:

,_ 04/07/2008 03:38 PM Subject: Reasonable Accommodation Réquest

Sonya:

~ The larger Ergo Desk has neen ordered and will be shipgjed out tomorrdw. The vendor estimates that it
should arrive by the end of the week. Please lst me know once you have found a suitable chair and have
a price quote in hand. ’ »

Thanks,

Susan Kim

EEO Programs
. 1x3582

Ry 114



Sonya Knudsen To: Susan Kim/SFO/CCSF@CCSF ‘ :
. cc: Gloria Louie/SFO/CCSF@CCSF, Blake Summers/SFO/CCSF @CCSF,
04/07/2008 0408FM - Audrey Lawrence/SFOICCSF @CCSF
Subject Re: Accommodation HequestEj

Hi Susan,

Many thx. for the update. Fyi, SFO Carpentry was in my office this morning and afternoon working on my

desk, thus | did not have opportunity to access my computer of see your email until just now. A few
updates:

- Carpeniry was succasstul in moditying my desk, inclustve of shifting the base legs, securing and leveling

the two desk surfaces 1o one higher ievel, and instaliing & keyboafd tray/mouse pad that i able to slid
under my desk when not in use. ‘ '

- Camentry will come back to my office once the longer bookstand is on site, 1o make adjustments, if any,

re height and angie. Is the bookstand that Robin Anthony , Health & Safety, is ordering the same as the
"large ergo desk” you referred to? :

- | went to The Chair Place (531 Bryant Street, San Crancisce, 415-278-9640) this atternoon and found a
chair that fulfilis specifications raceived from SFO Health and Safety and my doctors. | have a written price
quotation from the vendor. The RFM Ramers #4285 chair, inclusive of delivery, is $625, with taxes
$678.13. The vendor has one model in stock and one floor model: ordering the chair is & projecied
shree-week ieave time but he assures me that if ne réceives an authorized purchase order, he can
probably deliver the chair in stock much sooner.. Please advise how fo proceed. Many thy. S.

Sonya Kiudsen

rurator in Charge, administration
gan Francisco Alrport Museums
650.821.6726 Girect line
650.821.6773 fax
sonya.k@sfoarts.org

Susan Kim

Susan Kim To: Sonya Knudsen/SFO/CCSF @CCSF

D4/07/2008 11:05 AM o Gloria.Louie@flysto.com
’ Subject: Accommodation Request

_ Good Morning Sonya:

Per my last emall, the Depariment is currently researching vendars who have the larger ergo desk in stock
and ready for shipment. Once a fimeframe has been established, | wil contact you. ,

| atso undersiand that you wili be exploring your chair options efther today OT IOMOITOW. Based on your
communicated neads, Safety & Healih has estimated the chair should cost no more than $600. Thus,
please provide the Depariment with an aquipment price guote for a chair $800 or less.

if you have any questions, please do not hesitate 1o phone me at 1x3592.
Susan Kim

EEC Programs
SFIA



Susan Kim To: Sonya KnudsenfSFO.fCCSF@GCSF

. co. Audrey | awrence/SFO/CCSF@CCSF, Biake
, D4/08/2008 09:15 AM Summers/SFOICCSF @CCSE, Gloria | ouie/SEO/CCSF @CCSF
Subject: Re: Accommodation Request%} :

Sonya:

Thank you for the information. Yes, the larger Ergo Desk | refer to is that which Safety & Health is
coordinating the purchase of. As for your chair, g&H has informed me that the requisition form, with price
guote attached, will be sent 1o yout Manager for signature and then to accounting for processing.

Susan Kin
EE( Programs
- SFIA

1x3592

Sonya Knudsen

Sonya Knudsen To: Susan Kim/SFO/CCSF@COSE

04/07/2008 04:08 PM " oo Glora Louie/SFO/CCSF @CCSF, Blake Summers/SFO!CCSF@CCSF,
' Audray Lawrence/SFO/CCSF@ CCSF '
Subject: Re! Accomrodation Request‘

Hi Susan,

Many thx. for the update. Fyl. SEQ Carpentry was in my sffice this morning and afternooh working on my

desk, thus | did not have opportunity o 2ccess My compuier or see your email untit just now. A few
updates: ‘ ' .

- Ca}pentry was successiul in modifying my desk, inclusive of shiffing the base legs, securing and leveling
the two desk surfaces 0 One nigher level, ahd instelfing a keyboard tray/mouse pad that is able o siid
under my desk when not in Use.

- Carpentry will come sack to my office once the ionger bookstand is on site, to make adiustments, it any,
re height and angle. s the bookstand ihat Robin Anthony , Health & Safety, is ordering the same as the .
"arge ergo desk’ you referred 107 '

.| went {o The Chair Place (531 Bryant Street, San Francisce, 41 5.578-9640) this aftermnoon and found &
chair that fulfills specificaiions received from SFO Healin and Safety and my doctors. | have a writien price
quotation from the vendor, The RFM Ramers #4285 chair, inclusive of delivery, is $625, with taxes
$678.13. The vendar hias one modsat in stock and one floor model; ordering the chairis & projecied
three-week ieave time but he assures me that if he receives an authorized purchase order, he can
probabty deliver the chair in stock mUGh SOONEeT.. Dlegse advise how o proceed. Mary thx. S,

gonya Koudsen ‘

curator in Charge, agpinistration
gan Francisco Rirport Museuls
550.821.6726 girect lime
650.821.6773 fax

SONYaE. kEzfoarts.ord

Susan Kim
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Susan Kim To: Sonya Knudsen/SFO/CCSF @CCSF

04/G7/2008 11:05 AM s Gloria.Lovie @flysfo.com
: ’ Subjest: Accommodation Request

Good Marming Sonya:

Per my last email, the Department is currently researching vendors who have the larger ergo desk in stock
and ready for shipment. Once a timetrame has been established, | will contact you. :

| also understand that you will be exploring your chair op{ions either today or tomarrow. Based on your

communicated needs, Safefy & Health has estimated the chair should cost no more than $600. Thus,

- please provide the Department with an equipment price guote for a chair $600 or less.

if you have any questions, please do not hesitaie o phone he at 1){3592.

Susan Kim
EEO Programs
SFIA
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Lily Lau To: Sonya Knudsen/SFO/CCSF @CCSF

o ce: Audrey Lawrence/SFO/CCSF @CCSF, Susan Kim/SFO/CCSF@CCSF,
04/08/2008 08:41 AM Blake Summers/SFO/CCSF @CCSF
Subject: Initial Requisition Form

Hi Sonya:
Please see aftached is the Initial Requisition Form for your chair order.

| filed out some of the information, however, please completed the form by filling out the sections with the

red question marks. Then print out the form and check off the * Prop Q Requ» pyox Attached the quote
for the chair and have Blake sign on the bottom left. Then send both fo Accounting. 1suggestto make a

copy for your dept file. When Accounting approved it they will send you a copy of the order number. Then
cali up the vendor to piace your order of the chair. Let me know if you have any questions. :

Initial Requisition Fcrrh {Sonya Knudsen

Thank you,

. Lily Lau -
SFQ - Safety & Health -
(Phone) 650-821-5504
(Fax) 650-821-5596



SAN FRANCISCO ATRPORT COMMISSION

P.0. BOX 8097
SAN FRANCISCO, CA 94128

| INITIAL REQUISITION
MATERIALS, SUPPLIES, OR EQUIPMENT

* Date of Requisition:

_Vendor: Chair Place
Attention:

Address: 531 Bryast Strect
; San Francisco. CA
Tel. #

Fax #

Index Cl)dﬁ AT IR PR T

.Vendor 1D

”"1 T ‘"”E 1
|

Page !

[

April 8, 2008

™ Non Prop Q P.O. RQACH
Prop (Q Reguest to $10,000
Dept. Blanket PO '
Revolving Fund
Issuance From Stock
Other -
Project/Work Phase
Sub Object

] Complete
Commodity Description:
Code Qt)’ ntaino MO

Unit Price

Equipment
Budget No.

REFM Ramers
Jea #4295 chair

\-rmn}-m-)-m-)-a-}

=
—
:

|
i}
|

|
|
|
|
-

|

REQUESTED BY: -

Senva Knudsen

© hiume

821-6726

Telapbune Na.

Airpor: Musein

Work Lowtion

TOTAL ;SROM ADDENE
SUBTO

710% OVER-~

SALES”

FrEl

TOTAL AMO

FOR REVOLVING FUND USE ONLY
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APPROVED BY:

§21-6795

Blake Swnmers

Manager V

Telephone N,

Title

(When vsing RF No. for o

- 120

Maten';ﬁs Received Date:

Signature:

Tnvoice No.

jders. anach packing shps and forward 1o Storeroom) .




SAN FRANCISCO ALRFURL Lo vmviisssres
P.0. BOX 8097
SAN FRANCISCO, CA 94128

Somya Knidsen

INITIAL REQUISITlON
MATERIALS, SUPPLIES, OR EQUIPI\IENT
Page o of 1
Vendor: The Chair Place Date of Requlsmon April 8. 2008
Aftention:  Alan Kent 7 Non Prop Q P.O. RQAC#
Address: 331 Bryant Street =Prop Q Request to $10,000
San Francisco, CA 94107 ™ Dept. Blanket PO
Tel. # 115-27%-9640 [~ Revolving Fund
Fax # 415-278-974] I lssuance From Stock
Index Code ‘ ™ Other
Project/W ork Phase
Vendor ID. 37487 Sub Object
Eguipment - Commeodity Complete Description:
Budget No. . Code Qty Catalog No., Efc. Unit Price Amount
\ \ lea ‘RFM Ramers #4293 chalr \,%6“5 0 \‘b 25.00
r ‘ \ \#“6 oval dense foam \ \ \
Y \ \ \?.SA Arms ‘ \ | J
1
r \ \ Formune black \ .
1 |
| | |
TOTAL FROM ADDEN'DUM \
REQUESTED BY:

SUBTOTAL: $625.00

109% OVER-RUN:|

SALES TAX;|553.13

&21-6726

Name

Afrport Museitn

© Telephone No.

TOTAL AMOUNT:I5678.13

Work Location

APPROVED BY:

FREIGHT:

included

zierials Receiven Date:

FOR REVOLVING FUND USE ONLY

8216705

Rictke Summiers

Munager V

Telephune Ne.

Titke

FORM-OZ - REVISED 404

\r
Signarure:
Invoice No.
~121
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INVOICE
6505
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= B LN > A (A Ein DLUR ORDER NC-

ga,\ E;;zd,\ <S¢ 2, Tor’s Qy1s CUSTOMER ORDER JO.
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it oy =
2 PLACE | ol
_ BEVERY DATE ., I, L0 1IME
. = . - SALESPERSON BATE SOLD
P20 531 BI'Yant Stret:’r, San Franmsco CA 94107 » (415) 278-9640 [ RAX (415)278-9741
.- " . — ' . TALES INVOICE
AT TFIRT) AT FRDICHT COMPANY - BRIVER
SRS BRIVER SIGNATURE VERTY
W/ BUSINESS PHONE GIRECTIONT) SPELIAL INSTRLICTIONS
W SUIE NO.
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********ORIGINAL***""******
-

SITY BND COUNTY OF SAN FRANCISZCO FAGE

<
[l

PURFUA%E ORDER -~ DLP RTMENTAL
AIRPORT COMMISSION

o0 NUMBER: LPACO8001377
PO AMCUNT: £678.13
_ _ ‘
%0: THE CHATR PLRECE ' PG PRINT DATE: 04/15/2008
531 BRYANT STREET :
CONTACT: ALAR KENT 278-9640

SAN FRANCTSCO : CA_94107

PHONE 415—278—3640
VENDOR ID: 37487

<<
— e
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Employee Name/Phone Number: Date: | R :
| Job Classification and Title: Department/Secﬁon:

OFFICE WORKSTATION SELF-ASSESSMENT
CHECKLIST FOR EMPLOYEES

1an Francisce nternaniona Alrport

Please complete both sides of this form. If you answer NO to any of the checklist statements below, it
may indicate & need for ergonomic modification(s). Try to make adjustments te your workstation
yourself, for any NO answers. :

YES NO

LS

4.

5.

ﬁ,’,///

e chair height is adjusted to permit my feet to rest flat on the ground with my U U
thighs approximately parallel to the floor, or my feetare on a footrest and my thighs

are parallel to the floor. '

“The chair back is adjusted to provide lower back (lumbar) support. The curve in the

o U
back of the chair is adjusted to align with the curve in my spine.

My back is supported by the backrest of my chair while working. : a O
The chair seaf pan (borizontal section) provides adequaie support for my body 1 0
without impeding leg circulation. : '
The chair has armresis that support my forearms such that they are parallel o the Ll 0
floor at rest, while my arms and shoulders are relaxed. '

WORK SURFACE, KEYBOARD & INPUT DEVICE

T ORI T

1.

,)

L2

u

Ll

The “F” and “J” keys of the keyboard are approximately at elbow height. B
[}

U

i

The work surface is large enough to accommodate e tasks being performed.

A keyboard tray is available and positioned lower than the writing surface, or I have
an adjustab‘ie'work surface, or [ have an adjustable chair and footrest. .

My hands rest comfortably on the keyboard with the elbows bent (~90°-110° angle)

and the wrists and forearms parallel to the floor. The back of hand is even with top

of wrist. ' ' : ‘

My wrists are n a neutral posture (not bent excessively up, Gown, o1 10 either side}

while typing and using the input device {&.g., MOUSE, trackball).

The input device is at the same level as the keyboard and not far to the side.

While typing or using the input device, I avoid “planting” my wrists on the work !
surface or gel rest. ' : S

MONITOR

The computer MOTILOT 18 directly in front of the keyboard. L U
[ directly face the monitor and kevboard. , I 1
The top of the MOROT SCTEE is at or just below eye level while looking straight L .3
ahead. ' ‘ ,

"The screen 18 perpendicular 0 the work surface or tilted slightly. : o a
The monitor is free from excessive glare. ' 0 a
‘The viewing distance from the monitor 18 approximately an arms length away, at 2 [ U

distance where | can see fhe monitor screen cledtly and easily.

, . 1 ‘2 6 CONTINUED ON REVERSE =



OFFICE WUKKElAi BEFIN U LEES L Eamanbs = oo

YES NO

WORKSTATION ACCESSORIES

1. The lighting at my workstation is adequate and comfortabte for my work tasks.

2 The document holder is located either close to the side of the monitor or centrally U
helow the momitor. : '

3. The document holder 1s at the same height and distance as the monitor when the
holder is located on the side.

WORKSTATION ARRANGEMENT & HABITS
1. The work area is arranged so that the items used most frequently are within easy
reach, to minimize excessive reaching, twisting, bending, and stooping.
9 There is adequate leg clearance undemneath my workstation for my legs to be
comfortable. '
3. 1limit repetitive motions and tasks that require a fot of force during work.
4 1 ask for assistance before attempting to lift very heavy objects.
5 [ avoid remaining in the same position for extended periods of time.
6
.

O
oo

)

1 take short and frequent breaks throughout the day to reduce fatigue.
1 avoid holding the phone between my shoulder and ear while talking.

poocon DO ™
cpoon 0O

5 tatién :

List improvements needed for my work

| List improvements I

need to make in my weork habits:

List items that may need te be ordered:

Ui Footrest O Glare filter 0 Mouse bridge

[ Document holder O Alternative keyboard O Alternative input device
[} Back cushion ‘ O Keyboard tray _ ' O Chair

| 1 Monitor nisers O Telephone headset O Other:

Note: Each department is responsible to purchase equipment that is needed.

Adgditional comments:

0 Check this box if you currently are experiencing any Work-
your workstation. :

Please describe the discomfort (e.g., location, etc.): sometimes my wrist burts when 1've been

related discomfort associated with \
' |
working on spreadsheets for long period of time. \

|

When did the discomfort begin (approximate datey?  dora while. o ‘ \
e : 1
O Check this bex if you would like to attend ergonomics training (e.g., Ergonomics for Computer
Users, Baek Injury Prevention). Call 821-5907 for more inforniation. :

, L
[1 Check this box if, after you have attended ergonomics training and adjusted your workstation, \

you would like 10 have a follow-up evaluation conducted. ' |

‘—w__________v____,_____“—v—————_—'"_——'_‘; . 'l
| Date form returned: \ Date equipment ordered: :

TTI97

Make a canv of this form and refurn it to vour Sunervisor and fhe Saferv & Health nenarfrﬁenf.




Robin Anthory To: Biake Summers/SFO/CCSF @CCsk ‘
cc: Sonya Knudsern/SFO/CCSF@ CCSF, Susan Kim/SFOICCSF@CCSF,

05/30/2008 04:18 PM Audrey Lawrence/SFO/CCSF @CCSF
Subject: Ergonomic Evaluation for Sonya Knudsen

Hi,

Please see attached:

Sonya Knudsen.doc

Robin Anthony
San Francisco International Airport

Safety and Health Office
Robin.Anthony @flysio.com
Phone: (B50) 821-5558
Fax: (650)821-5596
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AIRPORT COMMISSION

SAN FRANCISCO H\ITERNATIONAL AIRPORT
CITY AND COUNTY OF SAN FRANCISCO

INTER-OFFICE MEMORANDUM
To: Blake Summers ‘ Date: May 30, 2008
Museurm ‘ )

From: Audrey Lawrence / Robin Anthony
Safety and Health

Subject: Ergonomic Evahuation for Sonya Knudsen

As requested, on April 2, 2008, Audrey Lawrence, Robin Anthony, and Monigue Beck conducted an ergonomic

evaluation for Sonya Knudsen. The findings and secommendations of the evaluation were discussed with Ms. -
Knudsen and are summarized beiow.

CURRENT WORKSTATION ARRAN GEMENT AND EQUIPMENT

¢« Sonya’'s desk arrangement is shown in the photo below:

e She hasa flat screen monitor.

e Her keyboard and mouse are on the deskiop.

¢  The telephone is on the left.

e She hes a specialized disc for her chair seat pan.
e She has task lighting in her office.’

PISCOMFORT FELT
«  Sonya reported that she 15 experiencing constant and severe peck and upper back discomfort (not work
related). : :



PERSONAL INFORMATION AND DISC USSION SPECIFICS .

« Prior to the evaluation, Sonya completed an “O)ffice Workstation Self-Assessment Checklist for
FEmployees.” We reviewed it. ‘ :

e She mentioped that she has very strict posture reguirements. She sbould especially avoid too much neck
flexion. ' ' ‘

s  She sometimes reviews large documents.

«  She likes to review documents while sitting.

e . We discussed purchasing a drafting table. A drafting table in the adjacent room was available for use.
However, it didn’t have a “lip” on the bottom to prevent items from shiding off. However, since the Ergo
Desk slant boards were adequate, we decided not to purchase a drafting table. o ‘

. e. We discussed several different desk modification options.

«  She mentioned that the floor in her office is not level:

e Her chair seat pan is t00 small and couldn’t be adjusted.

e  She mentioned that her mouse was not working property.

e.  She said that it was difficult to move her CPU because of all the cords.

IMPROVEMENTS COMPLETED OR TRIED

»  During the evaluation, we lowered Sonya's computer ORI,

»  We piaced the phone closer to reduce reaching.

«  We tried adjusting her chair. .

«  After the evaluation, Sonya visited the Safety and Health office to look at the Rite-in-Line metal document
holder and Small Ergo Desk. Sonya tock both tc use. However, later Sonya mentioned that the small Ergo
Desk was too small for her. Also, while at the Jason Yuen Building, Sonya tested several chairs, including
several Office Master models, a Herman Milier Aeron chair, and a Swopper, but was not able to find one
that provided the firm upright backrest support she needed. ' :

+ A telephone headset was delivered to Sonya on April 3rd However, she mentioned that the cord is heavy
and pulls on her head and neck, and that she would prefer a cordless headset.

= On April 4th, Safety and Heaith and the Carpenter Shop Jooked at Sonya’s desk with Sonya and came up
with a suitable plan to increase Somya’s leg clearance under the desk and install the keyboard tray. On
April 7th, the Carpenter S'hop moved the desk base to the left and secured the tabletop to the base. Also,
ane desk section was raised to maich with the other desk section, and the two sections were secured
together. An AKT100LE keyboard/mouse tray was also installed and the desk was ieveled.

« Sonya ordered a platform for her phone, which raises it at an angle for easier viewing. ,

+  Sonya visited The Chair Place and found 2 suitable chair for her. Safety and Health prepared the

' paperwork for the Mauseum to send to Accounting. The chair was delivered to Sonya.

«  You provided Sonya with a Mac mouse, which she said is working well.

s  Safety and Health ordered a large 257 Ergo Desk, along with 6 Angle Extensions to increase the angle of
the Frgo Desks. After the products were delivered, Safety and Health set up the Ergo Desk with Angle
Extensions for Sonya on April 14t Sonya is currently using both Ergo Desks.

» A Regquest for Service was submitted for the Carpenter Shop to fabricate stands for the Ergo Desks. The
Carpenter Shop completed the work, '

RECOMMENDATIONS

« Attend ergonomics training (required for computer users). Safety and Health will automatically enroll
Somya in the next “Office Ergonomics ~ Improve Your Position at Work” class.

CONCLUSION

The Safety and Heelth office does have some ergonomic equipment and furniture zvailable to loan to employses 01
a short-term basis. If the equipment substantially alleviates the employee’s discomiort we recommend that the
SUpervisor O MARager purchase the items requested. We understand that some items may be costly O DOt In your

department’s budget, however, please prioritize equipment purchases with the goal of gradually providing an -
ergonomic. pain free worksiaton. ‘



If you have questions concerning the evaluation or if Sonya would like to have a follow up evaluation conducted
please feel free to give Audrey (x1-7889) or Robin {x1 -5559) a call.

ce: File Copy
' " Somya Knudsen, Museum
Susan Kim, EEQ






Exhibit A -2

Letter of Complaint, 6/25/08 — DHR, Airport EEO
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SONYA KNIIDSEN

25 June 2008

Dorothy Yee 7

Department of Human Resources/EEQ Division
City and County of San Francisco

44 Gough Street

San Francisco, CA 94103

Complaint re: EEQ/ADA department, San Francisco International Airport (SFO)
DHR/EEQ Division, City and County of San Francisco (CCSF) |

Dear Ms. Yes:

By means of this letter and aftached City and County of San Francisco (CCSF) “Department Report
of Employment Discrimination Complain{” form | am filing a complaint against the EEO departments
at the San Francisco International Airport and DHR/City and County of San Francisco régarding the
handling of a discrimination complaint | filed with regard to an extended FMLA/sick leave, ADA,
denial of employment and reasonable accommodation.

The handling of the above complaint has been impacted and the process complicated by:
inconsistent EEO deparimental adherence to SFO and CCSF policies and procedures regarding
discrimination complaints; conflict of interest issues; confusing and contradictory explanations;
compromised in-take processes; perceived lack of third party impartiality and neutrality; modifications

to investigation and mediation options with Employee Assistance Program and Hastings Schaol of
Law.

Yours sincerely, :
Sonya Khudsen

attached: CCSF Department Report of Employment Discrimination Complaint form

cc: Steve Pitocchi, SEIU 1021
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CITY AND COUNTY OF SAN FRANCISCO DEPARTMENT OF HUMAN RESOURCES

DEPARTMENT REPORT OF EMPLOYMENT DISCRIMINATION COMPLAINT
* Report Within Five Working Days of Receipt of Complaint*

Return to: Dorothy Yee, DHR/EEO Division, 44 Gough Street, San Francisco, CA 94103

1. Department/Worksite: San Francisco AirpérvtitMuseums, San Francisco Intl Airport

: X ' | 650-821-6726
2. Complainant: Sonya Knudsen Tel. No. (Work):

Address: ) o , 7 _ Tel. No. (Home):

3. Complaint Filing Date: 06/25/08

4. Complainant’s Current Employment Status (circle one): Classification: 3546 Curator IV
PCS TCS LT NCS PV PE TE PROB NOTACITY EMPLOYEE

5. Basis of Discrimination (specify): 6. Issue complained of:
O Race: U Denial of Employment
U Color: O Denial of Training
O Religion: U Denial of Promotion
U Creed: _ kX Denial of Reasonable Accommodation
U Sex: U Termination
(1 National Origin: ld Lay-off
O Ethnicity: U Constructive Discharge
0 Age: U Disciplinary Action
st Disability/Medical Condition: U Harassment
O Political Affiliation: U Work Assignment
U Sexual Orientation: 2 Sexual Harassment
0 Ancestry: U Compensation
W Marital or Domestic EX Other (please specify):
Partner Status: handling of Nov 07 discrimination
O Gender Identity: complaint by SFO and CCSF
O Parental Status: ADA/EED offices,re adherence to
Q Other Non-Merit Factors: SFO/CCSF policies and proevedures
a

Retaliation:

7. Describe the circumstances of the alleged discrimination and include date(s) of adverse employment
action(s): (Attach letter of complaint) _ see attached

}_b
3
o




8.  Hasthe Coniplainaﬁ filed a grievance or lawsuit regarding this complaint? Yesd No

If ves, please épeCify:

G. Is the Complajnant represénted bv a Union or an Attemey? 7 C YesW@ No O
| Name: , B Organization/Firm:
Address: | . PhoneNo.:

*10. ’\Vha‘t steps does the department recormmend be faken to addréss this complaint? (For mstance
investigation, alternative dlprLe resolution, dismissal)

- *10a. Name and position of staff who will implement recormnmended steps:
11, Completed by: Date:
| Address: ‘ : - Tel No.

12, Please notify DHR/EEO in written form immediately upon resolution of this complaint.

*Subject to the Human Resources Director’s approval

HUMAN RESOURCES DIRECTOR REVIEW

Complaint 1s assigned EEO File Number:

[} Approve department’s recommendations for addressing cornplaint. Proceed and notify TR
Director of actions, findings, and recommendations for resolution.

[ Cozj;}plaint is assigned by HR Director 1o:
and/or the following actions are to be taken:

for Philip A. Ginsburg, Human Resotrees B Date

L:Share/EEO/RevisedProceduras 2000/ R eporiofComplaint

Revised 2005
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SONYA KNIHDQFER

17 August 2008

Dorothy Yee _

Marnager, EEO Division _
Department of Human Resources (DHR)
City and County of San Francisco (CCSF)
44 Gough Street '

San Francisco, CA 94103-1233

re: 25 June 2008 filed discrimination complaint against EEQ Department, San Francisco -
International Airport (SFO- EEQ) and EEO Department, Department of Human
Resources (DHR-EEQ), City and County of San Francisco (CCSF)

" Dear Ms. Yee:

Per your request of 23 July 2008, please note the enclosed that provides further details
with supporting documentation regarding my discrimination complaint against the EEQ
Department at the San Francisco International Airport (SFO-EEQ).

Please verify that this compleint has been reported to the DHR Human Resources
Director, provide the DHR-EEQ file pumber, and the name of the assigned professional
EEO investigator for reference. My understanding is that adherence to CCSF
administrative policies and procedures will be ensured throughout this discrimination
complzint process, inclusive of inteke, jurisdiction designation, and investigation.

Sincerely,
Sonya Knudsen ‘

enclosures: Knudsen Summation Statement (13 pages)
Knudsen Attachment Section (16 pages)

ce: Steve Pitocehi, SEIU Local 1021
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SONYA KNUDSEN

. A, .

Discrimination complaint filed by:
Sonya Knudsen, 3546, Curator IV, Curator in Charge of Administration

San Francisco Airport Miiseums (SEAM), San Francisco Intematlonal Atrport (SFO)
City and Couuty of San Francisco (CCSF)

- Discrimination ccmplaint filed against:

: Equal Employment Opportunity Department-
San Francisco International Airport, (SFO-EEQ)
City and County of San Francisco (CCSF)

and
Equal Employment Opportunity Depariment
Department of Human Resources (DHR-EEQ)
City and County of San Francisco (CCSF} -

Reasons for complaint against CCSF DHR-EEO and CCSF SFO-EEQ departments’ for
their handling of March 2007 discrimination complaint CCSF EEO File #1343:

1. SFO-EEQ conflict of interest

SFO-EEQ handling and processing a March 2007 reasonable accommodation request
Knudsen submitted for return from extended CCSF FMLA/sick leave to work full-time at
SFAM on 2 April 2008 while simultaneously handling a CCSF DHR-EEQ discrimination
complaint (EEO File #1343) Knudsen filed against supervisor, Mr. Blake Summers,
SFAM Director and Chief Curator, SFO, CCSF, due to November 2007 denial of
employment, reasonable accommodation, and unsubstantiated statement of disruption to
SFAM operations and staff. SFO-EEO should have declined involvernent with

discrimination complaint (EEO File #1343) given conflict of interest issues nor placed
Knudsen i position to have to request such.

2. DHR-EEQ and SFO-EEQ lack of and/or inconsistent adherencé tor and observance of
SFO, CCSF, Califomnia, and Federal policies and procedures. directives, civil codes, laws,
etal

DHR-EEO and SFO-EEQ processed and handied dlscmmmann complamt inan
inconsistent manner throughout discrimination complaint process pertaining to
junsdiction, intake, investigation, mediation, and determination proceedings.

3. DHR-EEQ and SFO-EEQ lack of third-party neutrality and objectivity
DHR-EEO and SFO-EEQ, throughout discrimination complaint process, did not convey
impartiality and non-bias, with minimal evaluation and attentlon

4. DHR-EEO and SFQ-EEO lack of circumspection

DHR-EEQ and SFO-EEO failure to acknowledge sensitive, confidential nature and
ramifications of discrimination complaint for employee, exacerbating working conditions
and environment with SFAM supervisor and worksite.

Knudsen discrimination complaint against CCSE D%@ét} and CCSF SFO-EEQ departments
17 August 2008, page 1 of 13 ‘



SONYA KNUDSEN

R e ETTF F AT FERe e e

e srerEr w,,fr:rf{gmliﬁf

Knudsen kev contact dates with CCSE:
See Attachment Section . ‘

» November 19, 2007 = Sonya Krudsen phone discussion with Blake Summers
» November 23, 2007 Sonyva Knudsen letter to Blake Summers

» March 11, 2008
» March 13, 2008
e March 14, 2008

e March 14, 2008
e March 19, 2008
e March 26, 2008
e March 26, 2008
» April 2, 2008

« April 3,2008

» April 25, 2008
e April 28,2008
o June 6, 2008

s July 2, 2008

e July 9, 2008

o July 23, 2008
e July 29, 2008
e August 7, 2008

Sonya Knudsen discrimination complaint filed at CCSF-DHR

* Sonya Knudsen meeting with Veronica Davis, SFO-HR

Sonya Knudsen meeting with Susan Kim, SFO-EEO, filing
request for reasonable accommodation

Dorothy Lee letter to Sonya Knudsen

Sonya Knudsen meeting with Susan Kim.

Sonya Knudsen meeting with Silvia Castellanos
Sonya Knudsen letter to Silvia Castellanos

Sonya Knudsen retum to work at SFAM

Sonya Knudsen meeting with Samuel Schindler
Sonyva Knudsen meeting with Silvia Castellanos
Silvia Castellanos letter to Sonya Knudsen

Sonya Knudsen meeting with Samuel Schindier
Silvia Castellanos letter to Sonya Knudsen

Sonya Knudsen letter to Silvia Castellanos

Dorothy Lee letter to Sonya Knudsen

Micki Callahan letter to Sonya Knudsen

Sonya Knudsen appeal to Civil Service Commission
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SONYA KNUDSEN

BACKGROUND INFORMATION

November 2007

On 19 November 2007 via phone I provided my supervisor, Mr. Blake Summers, SFAM
Director and Chief Curator, an update that I had received medical authorization to retum _
from an extended CCSF FMLA/sick leave to work with reasonable accommodations. Tn
this discussion, Mr: Surmmers denied my request to return to work. In addition, he stated

- that when [ had previously worked a part-time schedule in April and May 2007 it had
been distuptive to SFAM staff and operations. Mr. Summers would not provide me an
cxample or an individual at SFAM or SFO who had been impacted in April and May
2007 when [ worked 2 part-time schedule. Further he would not explain the difference
between my request to return to work on a part-time schedule compared to past precedent
at SFAM with regard to CCSF approved leaves of absences and part-time work
schedules. Concluding the conversation, Mr. Summers did not refer me to CCSF
personnel but instructed me to extend my CCSF FMLA/sick leave and return to work:
only when I was medically cleared to work a full-time schedule. I provided pertinent
completed CCSF paperwork to SFQ personnel for subsequent CCSF FMLA/sick leave
extensions and approved without receiving any CCSF inquiry, comment, or amendment.

Due to the November 2007 phone conversation with my supervisor. on 11 March 2008 I
filed a discrimination complaint at CCSF-DHR against my supervisor for the following:
Denial of employment; Denial of reasonable accommodation; Disruptive to SFAM staff
and operations comment without cause. This was a decision I had made after much
thought regarding my supervisor’s position and role within SFAM, SFO, and CCSF, his
discriminatory actions and comments, the subsequent impact on my health, affront to my
professional and personal mores and principles, detriment to my work environment and
future career plans at SFAM, SFO, and CCSF, as well as other CCSF employees present
or future, who might be placed 1 i like circumstances,

March 2008 ‘

In early March 2008 1 received medical authorization to return from an extended CCSF

FMLA/sick leave to work full-time at SFAM starting on 2 April 2008. I contacted CCSE-

DI—IR and was instructed to download from the CCSF website pertinent CCSF paperwork,
-g., FMLA forms, medical authorization, medical certification, request for

accommoda‘non etc., complete the forms with my doctor, and then submit the forms to
CCSF-SFO. '

On 13 March 2008 I met with Ms. Verorica Davis, Human Resources (HR) department,
San Francisco Intermational Airport (SFO). Ms. Davis is the SFO-HR analyst for SFAM.
The purpose of my meeting was to inform Ms. Davis that [ had received medical

+ authorization to return to work, and to find out what the next appropriate steps were.

Ms. Davis said that she would inform my supervisor that ['had beer medically approved
to return from CCSF FI\/ILA/smk leave to work fuli-time on 2 April 2008. Ms. Davis then

Knudsen discrimination compia.mt against CCSF%&FQEEO and CCSF SFO-EEO departmems
17 August 2008, page 3 of 13



CARNWA LA I

instructed me to contact Ms. Susan Kim, SFO Equal Employment Opportunity (SFO-
EEQ) department, to arrange for a meeting to discuss arrangements and needed CCSF
paperwork for my return to work. 1 explained to Ms. Davis that [ had already secured the
pertinent forms via the CCSF website per instructions recerved from CCSF-DHR.

On 14 March 2008 I hand delivered to Ms. Kim at SFO-EEOQ the completed CCSF forms,
inclusive of FMLA certification paperwork, medical provider authorization, and request
for reasonable accommodation. Ms. Kim briefly reviewed the forms and said that she was
- not sure I had submitted all CCSF forms necessary, and that this might delay my return to
work at SFAM on 2 April 2008. I responded to Ms. Kim by saying that the forms were

- those CCSFE-DHR had instructed me to use and have my doctor fill out before meeting
with her. I requested Ms. Kim to review the forms in more detail, and to let me know if
any additional forms were needed before meeting with her the following week.

On 15 March 2008 I received a letter from Ms. Dorothy Yee, Manager EEQ Programs,
CCSF DHR-EEO, acknowledging receipt of my discrimination complaint filed against
my supervisor (EEO File #1343) and that it had been reported to the DHR Director.
Further, an EEO investigator would be assigned to pursue my complaint and would
contact me shortly.

O 19 March 2008 T met with Ms. Kim at SFO-EEOQ to discuss pertinent aspects of my
return to SFAM in Turther detail, reviewing the CCSF paperwork submitted, inclusive of
a reasonable accommodation request. Upon concluding discussion of various aspects
regarding my return to work, Ms. Kim then surprised me by saying that she had another -
-matter to discuss and brought forth for discussion the discrimnination complaint (EEQ File
#1343) I had filed at CCSF DHR-EEO against my supervisor, Mr. Sumnmers, because of
his November 2007 denial of my request to return to SFAM in Deceraber 2007 from
CCSF FMLA/sick leave to work with reasonable accommodations.

Although taken aback, I answered Ms. Kim’s initial questions but then asked her why
SFO-EEO was handling the discrimination complaint I had filed downtown at CCSF
DHR-EEO. She explained that CCSF DHR-EEC had sent the complaint to SFO-EEQ to
handle, that she had been assigned the investigation, and then asked if I had any concerns.
I responded by saying yes, in that I felt that there was a conflict on interest with SFO-
EEQ handling my discrimination complaint due to denial of reasonable accommodation
and also handling a request for reasonable accommodation involving the same supervisor
and worksite. Ms. Kim said that SFO-EEO handles both EEQ and ADA matiers, and that
my sifuation was unique in that-my accommodation request and discrimination complaint
was being dealt with at the same time. [ asked for confirmpation that both matters would
be handled by Ms. Kim and her supervisor, Ms. Gloria Louie, Director of SFO-EEQ, and
she said yes. I requested that the discrimination complaint be handled downtown at
CCSE-DHR so as to ensure separation and avoid a conflict of interest between the two
matters. At no point in this meeting did Ms. Kim explain the CCSF discrimination
cemplaint process, or say that her preliminary questions was part of the intake process.
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Agreeing to send the discrimination complaint to CCSF-DHR to handle, Ms. Kim
concluded the meeting by saying that she would be in contact with me shortly to provzde
an update re my reasonable accommodation request.

On 26 March 2008 T met with Ms. Silvia Castellanos, Assistant Manager, DHR-EEQ, at

which time Ms. Castellanos provided an overview of the CCSF discrimination complaint

process, and then asked me to explain why I had filed & complaint. I briefly summarized

~ the November 2007 phone conversation I had with my supervisor, and the letter sent
reiterating his denial of my right to work, provide reasonable accommodation, and his
statement that it had been disruptive to SFAM staff and operations when working a part-
time schedule in March and April 2007. Ms, Castellanos asked me whether there had
been any witnesses or further documentation to my November 2007 discussion. I
explained that the discussion had been a private phone conversation, and that my

- supervisor had an established pattern of not liking to write, whether correspondence,
emails, etc., attend or have meetings. o

Ms. Castel.lanos then explained the two available options in the CCSF discrimination
complaint process for me to consider: |

1) To pursue an investigation with determination results provided at its conclusion
2) To pursue alternate dispute resolution via mediation

Ms. Castellanos recommended mediation for my complaint, 2 method that was less
adversarial, which would allow both involved parties 1o sit down iridependently with a
neutral, unbiased Hastings Law School representative to discuss issues, and then meet
together with Hastings” guidance and assistance to exchange information, discuss
perspectives, and come to a mutual agreement. Ms. Castellanos explained that while the
DHR-EEO mediation process was ongoing, a parallel investigation process would be
pursued by CCSF DHR-EEO. She said that my supervisor could refuse to pursue
mediation, and that the DHR-EEO investigation would still be conducted; or that at any
time in the DHR-EEO mediation process, | could ask that it be stopped stating
preference for DHR-EEOQ mmvestigation only.

I informed Ms. Castellanos that 1 would like to pursue DHR-EEQ mediation, and she said

that she would have one of her staffin charge of mediation, Mr. Samuel Schindler,
contact me to arrange for 2 meeting to explain the process. Upon conclusion, Ms.
Castellanos assured me the CCSF discrimination complaint process would not jeopardize
or undermine my return to work full-ime on 2 April 2008, and that she would send a
letter to SFO and my supervisor warning against retalla’uon or harassment. I never
received a copy of this letter nor know if it was ever issued or sent.

April 2008
On 3 April 2008, after work so as to not ﬂnpact or interfere with my SFAM job
responsibilities, I met with Mr. Samuel Schindler W—EEO at which tirne Mr.

Krnudsen disérimination complaint against CC‘SF\IA)HR—EEO and CCSF SFO-EEQ departments
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Schindler provided an overview of the CCSF mediation process with Hastings Law
School students and advisor, When I asked for confirmation that the CCSF investigation
would be pursued simultaneously, Mr. Schindler said that was not aa option — I had to
decide upon either DHR-EEO med1at10n or DHR-EEO mnvestigation and could not have :
both.

I then asked Mr. Schindler for explanation regarding what information and notations
would be placed in my supervisor’s and my personnel file regarding the CCSFE
discrimination complaint. Mr. Schindler said that all CCSF EEO files were kept

. separately from CCSF Human Resources® personnel files, and that nothing would be
placed in the CCSF personnel files. When queried, Mr. Schindler confirmed that my
supervisor’s supervisors, Mr. Jackson Wong, SFO COQ, and Mr. John L. Martin, SFG
Director, were probably unaware of the CCSF discrimination complaint I had filed and
would not be informed of CCSF EEQ investigation results, if at all, until conclusion.
then asked Mr. Schindler how such discriminatory actions, whether alleged or proven,
were documented by CCSF and SFO should there be repeated patterns of behavior from a-
supervisor against one employee or several employees, and Mr. Schindler replied there
was none — each complaint was dealt with independently of other similar complaints
involving the same individual. I asked Mr. Schindlerhow then was any one to know of a
problematic supervisor or employee. In reply, Mr. Schindler said that filing a CCSF -~
discrimination complaint is not in itself proof of guilt, but merely a statement of alleged
discrimination. Mr. Schindler said that the CCSF investigation result, if confirming the

- discrimination complaint, would be placed in the CCSF EEO file but that if mediation -
was pursued or the investigation result found no-cause, nothing would be placed m CCSF
EEO fiies involving both parties.

With this explanation, I began to wonder of the mefrits in pursuing a discrimination
complaint within the CCSF system as I perceived there to be favoritism and bias
benefiting and protecting my supervisor, whereas I would be placed in an untenable,
unsupported position at SFAM and CCSF, exposed to further discrimination, 2 hostile
work environment, harassment, and retaliation. Mr. Schindler provided a couple of
mediation articles for reference, and then we had a brief discussion on Enneagrams,
supplemented by Mr. Schindler with related reference articles and lending mea
Enneagram book for return, and letting me know of several upcoming Enneagram
worlshops. In our discussion of Enneagrams I was provided insights about Mr. Schindler
as he said that he had already formed a judgment and characterization of my professional
and personal tendencies in the course of owr meeting. When queried, Mr. Schindler said
that T had the traits of being a team player and mediztor, keen to help and assist, bringing
together diverse viewpoints and personalities to successfully accomplish end goals. Upon
conclusion of our meeting,  thanked Mr. Schindler for his time and the mformation
garmered regarding the DHR-EEQ mediation process following a CCSF discrimination
complaint filing, and said I would think zbout what I had just learned, and call him with a
deciston.
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In mid April 2008, I called Mr. Schindler to inform DHR-EEOQ that I had decided not to
pursue the diserimination complaint because I did not see the merts of exposing myself
to such a vulnerable position within a biased CCSF discrimination coruplaint process
while attempting to work fidl-time at SFAM with my supervisor, with ongoing concems
regarding reasonable accommodations, retaliation, harassment, and discnimination.
Shortly thereafter, Ms. Castellanos called me at my SFAM work site and we arranged to
meet on 25 April 2008 to discuss the discrimination complamt process.

On 25 April 2008, I met with Ms. Castellanos at DHR-EEO. and asked her to provide an
overview of the CCSF discrimination complaint process, investigation versus mediation,
explaining to her that I had been provided different, conflicting information between my
initial meeting with her on 26 March 2008 and a subsequent meeting with Mr. Schindler
on 3 April 2008. Upon the conclusion of her explanation, I asked Ms. Castellanos
whether there was a CCSF website, handout, or brochure that would provide more ‘
detailed, written explanation and further information regarding the CCSF discrimination
complaint process, investigation, mediation, etc., and Ms. Castellenos said that there was
none. Her reply was the same when [ requested to see an example of a CCSF mediation
agreement. Upon conclusion of the meeting I thanked Ms. Castelienos and requested that
she mail me a written overview summarizing the CCSF complaint process and if possible
a copy of the CCSF mediation agreement that would be snmlar to the one that would be
signed by my supervisor and myself.

When I left the meeting, I was taken aback regarding how CCSF EEQ personnel was
handling my discrimination complaint, seemingly blingd to their inconsistent and
contradictory adherence to CCSF policies and procedures, superficial explanation of a
process that was complex yet not outlined or detailed in CCSF website or handout
material. It was quite apparent that CCSF EEQO persommel was simply going through the
motions rather than addressing issues brought forth, and how the CCSF discrimination
complaint process was routine and ordinary to CCSF EEO personnel whereas for myself
and other CCSF individuals in like circumstances, it was anything but. What was further
bothersome was that CCSF EEO expected me to make a decision about such-an important

_matter based on the cursory and conflicting information provided by CCSF EEO, and
how any attempt on my part to secure additional information or clarify CCSF procedures
and protocols was stymied and hindered. Given CCSE DHR-EEQ’s role as an unbiased
and neutral third party and given that there has been past precedent with individuals
involved asking guestions, needing information and clarification, specific information-
regarding the CCSF discrimination complamt process should be readily available and
CCSF DHR- EEO personnel well used to Inquiries.

As requested, Ms. Castella‘nos’ 28 April 2008 letter did provide & brief written
explanation of the mediation proeess and a copy of the CCSF mediation agreement
template. After a subseqguent discussion with my SEIU Local 1021 union representative
to secure a more detailed explanation and clamfication of the CCSF discrimination
complaint process mvestigation, mediation, etc.. [ phoned Ms. Castellanos to confirm
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that I did want to pursue mediation. Ms. Castellanos asked that I call Mr. Schindler to
inform him of my decision. When I called Mr. Schindler to let him know of my decision
to proceed with DHR-EEO mediation with my supervisor, he said that before he would
coordinate pertinent arrangements he wanted to meet with me to make sure I wanted
mediation. When I confirmed that [ did want mediation and did not see the need for a
meeting to say so, Mr. Schindler was insistent that he wanted to meet with me, and would
review the CCSF mediation process with me at that time before he would proceed.

- June 2008 ' °
On 6 June 2008, I mat with Mr. Schindler to receive an explanation of the CCSF
mediation process, and was then told that it might not be possible to have Hastings Law
School involved in the mediation, and that it might be done through CCSF’s Employee
Assistance Program (BAP) instead. Surprised at yet another changed detail within the
discrimination complaint process, I asked Mr. Schindler why EAP rather than Hastings as
had been previously outlined. Mr. Schindler said that Hastings might not be available at
such a late juncture and that EAP was the preferred option for my complaint. Having
never received information about EAP before this date, I asked for additional information
of the EAP individuals involved, e.g., names, their area of expertise, a biography
available via handout or website, etc. Mr. Schindler provided superficial information on
two EAP counselors who had generic mediation experience, and said that the CCSF
website could provide me some information about EAP. What 1 wanted, and did not
receive, was some indication that EAP personnel involved would have applicable
experience and neutral, third-party status for the CCSF mediation process, as well as
knowledge of discrimination, reasonable accommodations, EEC and ADA laws. Asa

result [ told Mr. Schindler that I would prefer to have the CCSF mediation go through

Hastings given the complexity of ADA laws and reasonable accommodation aspects, and

was willing to wait for their availabzlity.

1 then asked Mr. Schindler what the duration of the CCSF mediation process was once

~ scheduled, concerned that the process of individual interviews and then group discussion,
consensus, and mediation agreement would impact my day-to-day SFAM work
responsibilities, and that of my supervisor, causing further strain on an already ditficult
work siteation. Mr. Schindler said that CCSF mediation was usually one day for each
individual, and then within the same week to ensure continuity, a third day fora mumal
meeting for discussion, consensus, and signed CCSF agreement, but then said since “you
tallc so much,” it might take longer. We then discussed our respective calendars, and
indicated that my supervisor did not work on Fridays, so Mr. Schindler szid be would
find out the availability of Hastings and. EAP personnel, and speak with my supervisor
regarding his schedule as well.

Mer. Schindler said he wanted to bring my CCSF discrimination compleint to a conclusion
soon and not have it drawn out too long. I expressed my preference to utilize Hastings
personnel for CCSF mediation even if it meant for a slight delay, and that throughout this
nrocess I had conveyed an openness and disig;eéo resolve this matter in an amicable and
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respectful manner to all involved. Mr. Schindler said that he had initially thought that as
well but had recently reached a different opinion. I inquired why. Mr. Schindler
explained that when I had called kim to coordinate the 6 June 2008 meeting I had been
peremptory when requesting that he cali Mr. Steve Pitocchi, my SEIU Local 1021 union
representative. Mr. Schindler also said that Mz, Pitocchi had been aggressive and
offensive in the subsequent phone conversation while discussing my CCSF
discrimination complaint. Surprised that my recent phone call with Mr. Schindler had
been taken in such a negative light, knowing that I had been respectful and polite
throughout the brief phone discussion, I said to Mr. Schindler that perhaps you
misconstrued the phone call, explaining that T had spoken with him while in my work
office, not a private, confidential setting, nor could take too much time on such phone
call given pressing job responsibilities. All was moot as Mr. Schindler ciearly implied
that his perspective and judgment of me had altered ard that he viewed both SEIU Loca]
1021 and myself in a negative light. The meeting was concluded with Mr. Schindler

saying he would let me know when the DHR-EEQ mediation sessions were to be
scheduled.

~ On 25 June 2008 I filed a discrimination complaint at CCSF DHR against the CCSF
DHR-EEQ department and the CCSF SFO-EEQ department given how the two _
departments were handling the initial discrimination complaint (EEO file #1343) I had
{iled against my SFAM supervisor. ' '

July 2008 : :

On 3 July 2008 I received a letter from Ms. Castellanos dated 2 July 2008 that
summarized CCSF DHR and CCSF SFO management of my discrimination complaint,
indicating that my supervisor did not want to pursue mediation, and then stated a CCSF
DHR-EEO recommendation that my discrimination complaint would be administratively

closed, requesting a response by or before 3 July 2008 This letter was SUrprising on
many fronts. _

First, [ was under the impression from CCSF DHR-EEQ that mediation was the next step
in the CCSF discrimination complaint process and now, unexpectantly, T was being
informed by CCSF DHR-EEQ via letter that my CCSF discrimination complaint was
going to be administratively closed. '

Seooﬁdiy, in the 2 July 2008 letter CCSF DHR-EEQ summarized the discrimination
complaint proceedings with misleading statements and misinformation while providing

additional statements and details that ] had not been informed of previously. A few
selections from the letter: :

“I'was on leave.... [ was on vacation from March 14, 2007 to April I, 2008.”
['was on approved CCSF FMLA/sick leave, both full-time and part-time, from
14 March 2007 to 1 April 2008 due to a 13 March 2007 car accident and
Ljuries sustained necessitating my sick leave and because my supervisor denied
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my request to return to work at SFAM with reasonable accommodations from
November 2007 to April 2008 despite receiving medical clearance to do so.
Further, my “vacation from March 24, 2008 to April 1, 2008” was a
contimation of my CCSF FMLA/sick leave but given that I had exhausted
balances of my CCSF sick leave hours, comp time hours, floating holiday hours,
and California State Disability coverage, [ was compelled to use my CCSF
vacation hours.

“In my initial meeting of March 27, 2008...you felt that your manager was in
effect declaring that you were disruptive.”

What I conveyed in the 27 March 2008 meeting with Ms. Castellanos was that
my supervisor had stated that it would be disruptive for me to refurn to work
part-time at SFAM as my previous April and May 2007 had been disruptive to
.SFAM staff and operations, and that the November 2007 statement from my
supervisor was the first indication that my Apnl ‘and May 2007 part-time
schedule had been a problem to SFAM, T explained in the 28 March 2008
meeting with Ms. Castellanos that had I been informed in April and May 2007
of such ajleged problems I would have addressed and made every effort to
remedy the concerns and problems. Further, given that I had not received in
April and May 2007 either verbal or written comment frora my supervisor or
CCSF persommel of there being a concem or issue with regard to disruption to
SFAM staff and operations, CCSF policies and procedures had not been
observed or followed. :

“Mr. Summers based his decision on... my description of physical limitations
and difficulties. .were extensive...seemed 10 indicate...a great deal of pain and-
- discomfort which he did not want to exacerbate with the demands of work.”
T find it interesting that Mr. Summers had the means of forming a judgment of
my capabilities to perform my essential job responsibilities via phone, while
ignoring medical expertise from my doctors that affirmed that T could indeed
return to work with reasonable accommodations, inclusive of a part-time
schedule. Further, how could my supervisor, indifferent and insensitive of my
health condition throughout, be so impatient for me return to work on & part-
time basis in July 2007 and September 2007, and now provide such a
contradiction in November 2007. The fact remains that the November 2007
d601810n With regard to whether or not I was capable of performing my essential
Mr. Summers alone but should have been in conjunction Wzth CCSF HR and
EEG departments, et al., adhermg to and in accordance with CCSJ: pOhCleS and
procedures.

147
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“Mr. Summers receipt of my statement dated November 23, 2007 .. forwarded
to Airport Human Resources.”
What is not stated is that on 19 November 2007 Mr. Summers had not involved
either SFO-HR or SFO-EEO in his sole decision to deny my request to return to
-work, nor did he refer me to either SFO-HR or SFO-EEQ office, but was
compelled to involve both SFO HR and SFO EEO upon receiving my 23
November 2007 Jetter which succincetly reiterated our phone discussion of 19
November 2007 in a written document. Further, Mr. Summers did not sign the
23 November 2007 letter as requested or reply.

“my statement dated November 23, 2007 ...was considered to be a request for
reasonable accommodation and Airport EEQ staff was contacted. At
approximately the same time, Airport EEO staff reported that you had directly
contacted that office in order to formally file your request for accommodation.”
I am puzzied how my 23 November 2007 letter reiterating and docuimenting Mr.
Summers’ 19 November 2007 verbal denial of employment, reasonable
accommodations, and disruption to SFAM statement can be construed as a
request for CCSF reasonable accommodation. Further, it is telling that SFO-
EEQ did not respond to the alleged request as would be appropriate given CCSF
policies and procedures and the respective responsibilities and duties of SFO-
EEO and SFO-HR — “The employee will be provided with information on the
reasonable accommodation process and the necessary forms to be completed by
the employes and the employee’s doctor or health eare provider,” nor did
CCSF, SIFO-EEO or DHR-EEO engage me in discussion regarding a CCSF
reasonable accommodation request and/or alternatives. Lastly, given that my
supervisor, the Director and Chief Curator dictating, overseeing, and _
responsible for all SFAM operations and staff, had denjed my Novermber 2007
request to return to work, there was no possibility to file a request for reasonable
accommodation for CCSF consideration until I was medically authorized to

return to work to SFAM on a full-time schedule, per the directive of my
Supervisor.

“The department does not dispute that you made a request for a modified work
schedule. The department does dispute your contention that you had been
denied reasonable accommodation... You were not provided with a part-time
work schedule ... you were provided with additional leave to fully recover and
retwrn o work full fime.”

Per CCSF Mayor Gavin Newsom, the benefit of encouraging a emplovee to
return to work from leave had been researched and proven to be beneficial to
both the employee and the employer. From the Mayor and throughout the CCSF
system, such a mindset should be consistently applied, especially given that in
addition to CCSF policies and procedures, directives, et al., there are Federal
and State laws pertaining to FMLA, ADA, reasonable accommodation,
employment, etc. that define and protect the rights of employees. While I was
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granted additional sick leave by CCSF to “fully recover” and return to work full
time, such a statement is misleading, if not unwarranted. Per CCSF policies and
procedures, “the employer must provide reasonable accommodations to
qualified employees with disabilities, unless to do so would be an undue
hardship or pose a threat to the health and safety of others.” I have yet to receive
example or explanation from CCSF of how my return to work a part-time
schedule at SEAM would be such. Further, for DHR-EEO to presume or declare
that T am fully recovered is inappropriate given how little information they have
been privy to or know of my health condition beyond the fact that T have
provided pertinent CCSF forms and written, confidential medical information
and authorization to SFO-EEO that verifies my ability to perform my essential
job responsibilities, requesting reasonable accommodations.

..met with our mediation coordinator, Mr. Samuel Schindler, on two
occasions to discuss the process extensively.”
DHR-EEQO personnel provided superficial and conm'adlctory information
verbally about CCSF policies and procedures regarding the discrimination
complaint process, and nor could they provide supportive or supplementary
written documentation or more detailed information that would allow me to
make an informed decision regarding such an important matter. To exacerbate
the problem, DHR-EEO seemed to view my questions and the number and
length of our meetings in a judgmental rather than unbiased, third-party
perspective. This could be construed as an allegiance and protection of CCSF
upper management, administrators, and supervisors named and involved in
CCSF discrimination complaints, 2 detriment and deterzent to individuals who
file any CCSF complaints.

Thirdly, CCSF DHR-EEQ sent a letter dated 2 July 2008, received at my house 3 July
2008, requesting a reply by or before 3 July 2008, an nnp0551ble and unrealistic deadline
n 1tself made zall the more unreasonable given the 4™ of July holiday weekend. This
deadline sxmply was a continuation of the consistent pattern of CCSF DHR-EEQ and
CCSF SFO-EEO personnel in lodging unrealistic demands and timelines, phoning and
emailing my SFAM office, a non-private or confidential setting, and scheduling meetings
- and discussions without regard to my SFAM work responsibilities and environment.
- While DHR-EEQ and SFO-EEQ pursued this discrimination matter during their workday

as their primary icb, I had to fulfill my primary job functions at SFAM, with little time or

“capability to respond to CCSF EEO during work. hours. '

Fourthly, if my supervisor did not want to pﬁrsue mediation, per CCSF policies and
procedures, the next step in the discrimination complamt process was for CCSF DHR-
- EEO 1o pursue investigation. -

. 149
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On & July 2008 my response letter to DHR-EEQ requested information about the next
‘step, the investigation, and subsequent letter of determination from the CCSF DHR
Director upon conclusion of the DHR-EEO investigation. 1 had every expectation that a
complete investigation would be initiated by DHR-EEO, allowing me the means to fully
outline and document the many aspects that led to a discrimination complaint being filed,
especially as I had yet to be provided such an opportunity by DHR-EEQ. I have been able
to do so partially via this discrimination complaint and summation filed against CCSF
DHR-EEO and CCSF SFO-EEQ regarding how they handled discrimination complaint
EEO #1343, and also in the appeal I filed with the CCSF Civil Service Commission after
receiving a 23 July 2008 letter from Ms. Dorothy Yee, DHR EEO Director, and
subsequent 2% July 2008 letter from Ms. Micki Callzhan, CCSF Human Resources
Director, informing e of the determination results regarding my discrimination-
complaint, CCSF DHR-EEO File #1343. On 7 August 2008, I filed an appeal with the

CCSF Civil Service Commission regarding the discrimination complaint EEQ file #1343
determination results.

This 17 August 2008 summation provides further explanation and documentation
regarding why I filed the CCSF discrimination complaint or 25 June 2008 against CCSF
DHR-SFO and CCSF SFO-EEO due to the means and manner in which the two
departments handled discrimination complaint EEO file #1343, including but not limited
to lack of and/or inconsistent adherence to CCSF policies and procedures, lack of and/or
contradlctory information, explanation, parameters, docurmnentation, judgment of merit, et
al., as well as individual and collective department personnel accountability and checks
and balance to ensure fairness and third-party impartiality. If indeed there was an CCSF
EEO investigation, what 1s the date(s) of the investigation, who conducted the
investigation, what individuals were interviewed, what statement(s) were noted and then
- validated, where is the supporting documentation, and on what grounds did DHR-EEO
determine to administratively close the discrimination camplaint, especially given that [
had yet to provide details and documentation, having expected to do so while in
mediation or in investigation. The current CCSF discrimination complaint process
conducted by DHR-EEO and SFO-EEQO does not appear to adhere to CCSF policies and
procedures, and is not then constructive or preventative but adversarial, exacerbating
rather than improving CCSF department/supervisor/employee work relationships, and
binders and prevents restoration and resolution, while potentially escalating conditions.

Knudsen discrimination complaint aﬁamﬁ;’{ CC%F%QR EEO and CCSF SFO-EEC departments
17 August 2008, page 13 of 13
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23 November 2007

Biake Summers

Director and Chief Curator

San Francisco Airport Museums
PO Box 8097 .

San Francisco, CA 94128

RE". Knudsen CCSF FMLA/Sick Leave Extension

Dear Blake:

As understood from our phone conversation of 13 November 2007, per your instruction | will extend
my current City and County of San Francisco (CCSF) FMLA/sick leave from the San Francisco
Airport Museurns (Airport Museums) for two additional manths, from 30 November 2007 through 31
January 2008. This was your decision not mine. Under doctor's supervision, | was wiling to returm fo
work part-time in early January 2008 but you stated that it would be disruptive and requested that |
retum to the Airport Museums when | was physically able to work full-ime, Per your suggestion, | will
contact you near the end of January 2008 with a physician's update of my health sfatus. Please sign
and date below and return. Via separate cover, the CCSF FMLA/sick leave paperwork extension wil
be provided once completsd by my primary physician. Thank you..

Yours sincerely,

Sonya Knudsen

Request from Biake Summers, Director/Chief Curator, San Francisco Airport Museums, to Sonya
Knudsen, Curator IV, to extend current CCSF FMLA/sick leave from 30 November 2007 through
31 January 2008, and provide physician's update of health status near end of January 2008

“Blake Summears date

cc. Dr. Linda Pope/lisa Frey
Mark Epstein, The Epstein Group
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SONYA KNUDSEN

Reasonable Accommodations requested by Sonya Knudsen and denied by superwsor
Blake Summers San Francisco Airport Museums, in November 2007:

- Part-time schedule of twenty hours per week to transition into full-time schedule
of forty hours per week

- The ability to take occasional short breaks to stand, stretch, and walk to alleviate
stiffness and discomfort

An ergonomic work station, inclusive of assessment and appropriate placement of
computer mornitor, keyboard, work surfaces, and phone headset
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“ity and County of San Francisco

Department of Human Resources

Gavin Newsom Micki Callaban

Mayor Human Resources Director
RECEIPT OF DISCRIMINATION COMPLAINT
March 14, 2008
Sonya Knudsen

P i L

- Subject: Compiai.nt of Discrimination, EEO File #1343

Dear Ms. Knudsen;

“The Department of Human Resources EEQ Division has received your complam’f allegmv denial

of reasonable accommodation in the San Francisco Airport. The City and County of San
Francisco takes seriously all allegations of discrirmination, harassment and retaliation. In
accordance with the 5an Francisco Charter, section 10.103 and Civil Service Commission Rule

103, your correspondence has been reported to the Human Resources Director and recorded as -
EEO File #1343. '

A professjona'l EEQ investigator will be assigned as soon as possible to review your complaint to
determine if the issues and bases of your complaint are timely and within the jurisdiction of
equal employment opportunity laws of the City and County of San Francisco.

The assigned EEO investigator will contact you, either in writing or by telephone, to come in for
an intake interview if it is determined that your charges could be mediated, need to be
investigated, or if additional information is needed. If an EEQ investigator has not contacted

you within ten (10} days of this letter, please call me at 557-4982 for the name of the investigator
assigned to review your letter.

For your information, you may alsc file a complaint of employment discrimination with the
California Department of Fair Employment or the United States Equal Employment Opportunity
Commission. Contact these agencies directly for filing instructions and deadlines.

DEPARTMENT OF HUMAN RESOURCES
Dorothy Yee |
Manager, EEC Programs

Copy: EEOFile #1343
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March 26, 2008

Silvia Castellanos

Assistant Manager, EEQ Programs
Depariment of Human Resources
City and County of San Francisco
44 Gough Street

San Francisco, CA 94103-1233

RE: Complaiht of Discrimination, EEO File #1 343
Sent via fax {415-557-4803) and certified mail

Dear Ms. Castellanos;

Thank you for your time to meet today at 10:00 AM re the above complaint | filed with EEC/DHR due
{o a November 2007 denial of reasonable accommodation at the San Francisco Airport Museums,
San Francisco International Airport, City and County of San Francisco.

s discussed, due to disabilities arising from a March 13, 2007 auto accident, | now find myself in the

position of needing reasonable accommodation while knowing that such conditions are not supported
or respected by my supervisor, Blake Summers, Director and Chief Curator at the San Francisco
Airport Museums. As stated, after being on CCSF FMLA/sick leave from March 14, 2007 to April 1,
2007, | returned to work part-time at the San Francisco Airport Museums through June 8, 2007. Due
fo doctor's advice, | have been on full-time CCSF FMLA/sick leave from June 8, 2007 and anticipated

returning to work pari-time in January 2008. Instead, my supervisor negated that posmbﬂtty ard |
now hope to retumn to work full-ime on April 2, 2008.

| appreciated discussing with you my concems returning to work at the San Francisco Alrport
Museums. Whiie working under the management of Blake Summers since 1998, he has had a
discemabile pattern of disregarding and minimizing the basic needs of people who are disabied. It is

hoped that through your involvement that this matter will be addressed for current and future needs
of disabled individuals.

Sincerely,

Sonya Knudsen
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Department of Human Resources

Micki Callahan
Human Resources Director

ity and County of San Francisco -
Gavin Newsom
Mayor

Apnl 28, 2008

Ms. Sonya Knudsen

Re:  Discrimination Complaint
Dear Ms. Knudsen:

You filed 2 complaint of discrimination dated March 11, 2008 against the: San Franmsco
‘Airport alleging denial of accommodation {request to return to work on a part time

schedule) by your manzager in a telephone conversation you had with him on November
19, 2007.

On March 26, 2068 I met with you in order to discuss the circumstances of your
complaint further, We discussed the possibility of mediating your complaint and you
agreed to that effort. On Apnl 3, 2008 you met with Mr. Samuel Schindler, Assistant
EEO Manager, to discuss and review the mediation process. On April 10, 2008 you
informed Mr. Schindler that you had decided you would not pursue mediation.

On April 16, 2008 I spoke with you and you let me know that you had additional
questions and concerns regarding the complaint and mediation processes. On April 25,
2008, we met and you asked for copies of written procedures relative to the
discrimination complaint and mediation processes, such as the sample mediation
agreement form. '

Regarding the investigative process, we do not have written information available to
complainants or the public other than the handout, “How To File A Discrimination
Complamt”. Once a charge form is signed, the relevant department is informed of the
charge and asked to respond. As I’ve explained, the investigative process has staff
taking an objective, third-party fact finding role, interviewing relevant witness and

© reviewing relevant written records and files. At conclusion of the investigation, staff
will submit a staff report and the Direé¢tor of Human Resources will issue a determination
letter to both parties, reviewing the charges made, the facts established, the standards
applied, and her determination whether sufficient evidence exists to find that
discrimination did, or did not occur ané what remedy she is identifying in cases where
she finds that discrimination did occur. As I've explained, the depth and breadth of
mvestigative activity depends upon the charge(s) made. Relative to your specific charge,

I explained that investigative act1v1ty would hkely be conducted and concluded rather
quickly.
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S.Knudsen
April 28, 2008
‘ - ‘ Page2 of 2
Regarding the mediation process, I understand that Mr. Schindier provided you with
certain written information previously. Pursuant to your request, enclosed please find a
sampie mediation agreement form of standard boiler-plate language.

Please let me know if you-are déciding to have your complaint inveétigated, have your
complaint mediated, or if you have decided to withdraw your complaint. I may be
reached at 557-4855. - ‘

o

Sincerely,

ivia Cdstellano

HUMAN RESOURCES EEO

Enclogurs: Sample Resolution Apresment Mediation

cé:  Dorothy Yee
file



Department of Human Resources
Micki Callahan

ity and County of San Franasco

Gavin Newsom

Mayor Human Resources Director
}
Resolution Agreement Mediation
fomp}ainant: :
.espondents: _ Department, et al.
YHR EEO Complaint #1,
1. This is a Resolution Agreement (the "Agreement™) between the undersigned parties:

“omplainant ___ ; Respondents Depariment of San Francisco and the City and County of
san Francisco and its departments, commissions, agencies, boards, and current and former officers, agents, and
mployees (the "City"); and Other and Representative. It is understood that this

\greement does not constitute an admission by the Respondents of any violation of Title VII of the 1964 Civil
ights Act, as amended, the Age Discrimination in Employment Act, the Americans with Disabilities Act of
.990, the California Fair Employment and Housing Act, and/or the City’s Charter, Admimistrative Code
yrdinances, Civil Service Commission Rules and other City enactments

} 2. In return for the promises made by the Respondents contained 1n this agreement, the
“omplainant agrees to withdraw from consideration by any state or federal agency or court of law or other
zovernment entity, including, but not limited to, the Bqual Employment Opportunity (“EEO™) Division of the
City of San Francisco’s Department of Human Resources (“DHR”), any charge or complaint of discrimination
»r other claims relating to illegal discrimination, as referenced in the particular DHR EEO Complaint 10XX,
-eferenced above (the “Complaint™), which is now pending on Complainant’s behalf against the Respondents,
ts officers, agents ot employees. This withdravwal is without prejudice to refile these claims at another time
should the City not meet its agreed upon obligations as set forth below. The Complainant and Respondents
further agree that submission of this agreement to DHR EEO will constitute a request for closure of the
Complalnt ‘

3. The parties agree to the promises as follows:

The Department reaffirms its commitment to the City’s Harassment Free Workplace Policy as set
forth in the attached policy. To that end the Department recognizes that all employees and other individuals
must be treated with respect and dignity; discrimination, harassment, and retaliation will not be tolerated. The
Department further acknowledges its responsibility to take complaints of harassment and disrespect seriously
and to take immediate and appropriate corrective action. As the first step in responding to an employee’s
complaint, the Department confinms its duty to listen completely and objectively and to ask questions to
understand the complainant’s concems. As required, follow-up action will often involve reporting complaints
to and consulting with the Equal Employment Opportunity (EEQ} Division of the City’s Department of Humean

Resources.
}

, , Manager / Director, also asserts his / hergédrrgutment 1o help facilitate informal resolution of
employee complaint concerns, as possible and appropriate to the circumstances.

44 Gough Street, San Francisco, CA 94103-1233 » {415) 557-4800 = www.sfgov.org/dhr
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ceord with a mediated complaint resolution process, and agree to the following
DIOMHSES:

a.

b.

c. : : _

d. The Department, the City, and , and any of these parties’ agents will not take any action in

retaliation against and
Complaint, :
The City will not enter a record of this Complamt into the personnel files of either and

, though the EEO Division of the Department of Human Resources of the City and County of
San Francisco will retain a copy of this agreement, and

All parties will refrain from discussing the Complaint with oﬂler persons not a party to this document.

for raising the Complaint or being the subject of the

4. The parties acknowledge that ne;ther the EEO Division of the Department of Human Resources of

the Ci ity and County of San Franmsco nor any of its employees has served as 1egal advisor to any party.

5. The parties acknowledge that each of them voluntan}y enters into this Agreement without

-coercion or fear of retaliation.

6. The parties acknowledge that this Agreement is the only agreement between the parties

-~ncerning the Compilaint or its subject matter Ttns Agreement may be modified only by a writing signed by
. parties to this Agreement.

DATED:
‘ Complainant

DATED: :
Department Head ___, & constituent
department of the City and County of San Francisco
Respondent

DATED:

. Title

Respondent, Department

DATED: '
Other Party

DATED:

Representative

DATED:

Other
v JATED:

g o Micki Callahan, Director -
‘ E. ﬁg Drepartinent of Human Resources
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ﬁy and C ounty of San Francisco

Gavin Newsom
- Mayor

H July 2, 2008

Department of Human Resources
Micki Callahan
Human Resources Director

Ms. Senya Knudsen-

Re:  Complaint of Discrimination
EEC No.: 1343

Dear Ms Knudsen:

Your discrimination complaint dated March 11, 2008 against the San Francisco Airport

- was hand-delivered to the Department of Human Resources on March 12, 2008. You
allege that your manager, Mr. Blake Summers, denied you accommodation (request to
return to work on a part time schedule) in November 2007. In 2007, you were on leave
March 14,2007 to April 1, 2007. You returned to work on a part time schedule April 2,
2007 to June 7, 2007. You were out on full leave June 8, 2007 to March 23, 2008. You
were on vacation from March 24, 2008 to April 1, 2008

1 met with you on March 26, 2008 and on April 25, 2008 to review the complaint process
and the circumstances of your complaint. I sent you 2 letter dated Apnl 28, 2008
mernorializing some of our contact and communication.

As I've explained, the discrimination complaint process evaluates complaints pursuant to
the applicable standards of discrimination. The standard for failure to provzde reasonable
accommodation involves the following:
- a.) The complainant is a disabled person within the meaning of the ADA/FEHA;
b.) The complainant is gualified to perform the essential functions of his or her job
with or without reasonable accommodation;
¢} The complainant requested a reasonable accommodation; and
d.} The employer failed to provide a reasonable accommodation.

In our initial meeting of March 27, 2008 you relayed that in response to your request to
return to work part time, Mr. Surnmers had responded that would be “disraptive’. You
explained that you felt your manager was in effect declaring that you were disruptive,
that your request was impractical, that his tone was judgemental and negative and that
vou felt insulted and threatened.

I have met with Mr. Summers. Mr. Summers confirmed that he spoke with you late last

~year where you proposed to return to your Curator IV position at the Airport on a part
time basis. Mr. Summrners confirmed that he responded you should retum to Work when
you were released to work fuil time.

a
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. Mr. Summers stated that he based his decision on two factors:

S.Knudsen
July 2, 2008
Page 2 of 2

2. Your description of the physical limitations and difficulties you were
experiencing at that time were extensive and seemed to indicate you werein a
great deal of pain and discomfort Wthh he did not want to exacerbate with the
demands of work;

b. You had, earlier in 2007, been assigned a part time work schedule and that had

* not been effective as staff had found it disruptive to have to complete
assignments/appointments that you began.

The department has also responded that upon Mr. Summers’ receipt of your statement
dated November 23, 2007, he forwarded that statement on to Airport Human Resources,
where it was considered to be a request for accommodation and Airport EEO staff was
contacted. At approximately the same time, Airport EEO staff reported that you had
directly contacted that office in order to formally file your request for accommodation.

The department does not dispute that you made a request for a modified work schedule.
The department does dispute your contention that you have been denied reasonable
accommodation. As I've explained to you, leave is a form of accommodation. You were
not provided with a pari-time work schedule as you requested and which was your

preferred accommeodation. However, you were provided with additional leave to fully

recover and return to work full time. A reasonable accommodation need not be the best
accommodation available nor does it have to be the preferred accorumodation.

Altemnative Dispute Resoluiion

* In our meeting of March 26, 2008 1 rev1ewed the option of mediation. You expressed

interest in this process and you met with our mediation coordinator, Mr. Samuel
Schindler, on two occasions io discuss the process extensively. As both Mr. Schindler
and I have explained to you, this process must be mutually agreed upon by both parties.

Please be advised that Mr. Surm'ﬂers has expressed there is no need for him to participate
in this process. :

Therefore, please be advised that I am recommending your complaint be administratively
closed. If you disagree with this recommendation, please feel free o provide any

- additional information by or before Iuly 3, 2008.

Sincerely,

Human Resop,rces EBO

cc: Dorothy Yee
Samuel Schindler
file
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G July 2008

Silvia Casieliancs
Assistant Manager, EEO Dvision
Depariment of Hurman Resources (DHR}
City and County of San Francisco (CCSF)
44 Gough Strest
San Francisco, CA 94103-1233

RE: Complaint of Discrimination, EEC File #1343

Dear Ms. Castellanos:

| am in receipt of your letter dated 2 July 2008, received 3 July 2008, re CCSF Complaint of
Discrimination EEC No. 1343 pertaining to denial of employment, deniat of reasonable

accommodation, and claim of disruption at the San Francisco Alport Museums, San Francisce
International Airport. -

In the 2 July 2008 letter you requested a response by or before 3 July 2008. | befieve you meant by
17 July 2008, a two-week duration, which would be a reasonable period.

In our earlier meetings, you had provided an overview re the CCSF discrimination compiaint process,
inclusive af investigation or mediation options. Given that my supervisor, Blake Summers, has
refused mediation, an alfemate dispute resolution process, my understanding from your overview of
CCSF policies and procedures is that the next step is an investigation to be initiated by your
department, then a letter of determination from the DHR Director upon the conc!usnon of the
investigation. Please respond on or before 23 July 2007,

Sincerely,

Sonya Knudsen

.. cC Steve Pitocchi, SEIU Local 1021
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Department of Human Resources

Micki Callahan
Human Resources Dhrector

Gavin Newsom
Mayor

Tuly 23, 2008

. A4 /7%%, f;y/mf%v
Ms. Sonya Knudsen ' /4/& % Fg/; / éjti*/
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Dear Ms. Knudsen:

¢

[ am writing in response o your various letters sent {o me in the Department of Human
Rescurces in the past few weeks. In each letler, you wrote that you were filing a complaint of
discrimination, harassment, or retaliation against the San Francisco Airport.

The San Francisco Charter, section 10.103, and Civil Service Commuission Rules provide that
the Human Resources Director shall review and resolve compiaints of employment
discrimination. A complaint is accepted for investigation after a careful screening process to
determine’if it falis within the Junschctlon of the City’s employment discrimination complaint
requirements. A complaint must contain allegations that, if proven, constitute a violation of

the provisions of federal, state or local EEO laws. Complaints that do not state a recognized

basis or adverse employment action, or do not establish the requisite inference of
discrimination shall be administratively closed on the basis of failure to establish a charge.

Your complaint that you were denied a reasonable accommodation to return to work on a
part time schedule in November 2007 was recorded as EEO File #1343 and assigned to
Silvia Castellanos in the DHR EEO Division for investigation. The Human Resources
Director will notify you of her detenmination in the complaint.

¢ Your three communications dated June 25, ’)008 were insufficient to support an inference
of discn mination. As I previously wrote, you may prowde additional imformation to
supporl that your allegations are bascd on your membership in a protected category and .
you were subjected (o an adverse employment action. Please provide a detailed
explanation of each action you believe to be discriminatory, the dates of the alleged

actions occurred and other information described on the enclosed leaflet about the City’s
complaint process.

e Your two communications dated July 11, 2008 have been recorded as EEO File #1371 'andr

assigned to an EEQ investigator for further review. You will be contacted by the assigned
investigator.

For your information again, you may file a complaint of discrimination with the U.S. Equal
Employment Opportunity Commission (EEOC) or the California Department of Fair
Employment & Housing (DFEH). The EEOC is a federal agency and the DFEH is a state
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Sonya Knudsen, page 2

agency; both are independent of the City & County of San Francisco. Contact these agencies
directly for filing requirements and deadlines. '

Sincerely,

Dorothy Yee
EEO Manager

Enclosure: How to File a Discrimination Complaint

Copy: EEO File #1343
EEOQ File #1371
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City and County of San Francisco

Gavin Newsom
Mayor

Mick: Callahan
Human Resources Director

July 29, 2008

Ms. Sonya Knudsen

Re: Complaint of Discrimination
EEQ File #1343

Dear Ms. Koudsen:

'the San Prancisco Charter, Section 10.103, and Civil Service Commission Rule 103 provide that the
Human Resources Director shall review and resolve all complaints of employment discnmination.

The purpose of this fetter is to nform you of my determmation in yout complamt, EEO File #1343,
filed against the San Francisco Axrport.

In-March-2008, you filed 2 complaint alleging that your manager Blake Surnmers denied your request
for reasonable accommodation. You alleged that in November 2007, you requested that you be
allowed to return to work from a leave of absence on a part time basis.  You stated that Mr.
Surnmers responded that such a work schedule would be “disruptive.”

You met with Silvia Castellanos and Samuel Schindler in the Deparement of Human Resources

EEQO Division to discuss and review the City’s discrimination complaint process as well as the City’s
alternative dispute resolution program.

Ms. Castellanos informed you of the standards in a complaint alleging denial of reasonable
accommodation.. In order to sustain a charge of failure to provide reasonable accommodation, all

the following must be established: 1) the complainant 1s a disabled person within the mezning of the -
ADA/FEHA,; 2) the complainant is qualified to perform the essennial functions of his or her job

with o without accommodaton; 3) the complainant requested a reasonable accommodation; and 4)
the erployer failed to provide a reasonable accommodation.

Sumrmary of Investigative Activity and Fir_:tdings

Ms. Castellanos met with you on March 26, 2008 and on Apol 25, 2008, and reviewed your
correspondence znd other documents. She contacted the department and interviewed your
manager. She wrote.to you on April 28, 2008 and on Jaly 2, 2008 to summanze her actons.

Records show that you are employed as a permanent exempt 3546 Curator IV with the San
Francisco Airport Museums. Your magager is Blake Summers, Director and Chief Curator. Airport
Hurnan Resources confirmed that you were on 2 leave of absence from March 14 to Apnl 1, 2007.

. From Apnl 2 to June 7, 2007, you were on a part tirne work schedule. You were again on a leave of

absence from fune 8, 2007 to March 23, 2008 and on vacation leave from March 24 to Apzl 1,2008.
You were released to return to work full time in Aprl 2008,
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Sonya Knudsen, EEO File #1343, page 2

Ms. Castellanos interviewed Mr. Summers on June 26, 2008. He reviewed your job duties as a
" curator at the Airport Museums. He confirmed that he'd had 2 conversation with you late last year
during which you requested to return to work on a part time basis. In your conversation with him,
- you described that you were experiencing pain and discomfort at that tme. He said you provided
details of physical difficulties in performing everyday tasks. Mr. Summers said he did not want to
add to your discomfort with the demands and responsibilities of work. He responded it would be
best if you returned to work once you were released to work full eme. Mr. Summers reported that
upon learning of your request to work a part tme schedule, he consulred with Arport Homen
Resources, and met with them to discuss the request. -

Mr. Summers also relayed to Ms. Castellanos that another factor he considered in evaluating your
request was that yOUr previous part ftime work schedule from April to June in 2007 had not been
effective as other Airport Museum staff had found it disruptive to have to follow through on

assignments and appointments that you began.

You contend that you are an individual with a disability and that you are qualified to perform the
essential functions of your job with or without accommodation. The evidence supports that you
made a request for a part time work schedule. However, the evidence does not support that you
were demied a reasonable accommodation. A reasonable accommodation does not need to be the
specific accommodation requested or preferred by the employee. The department considered that
your request for a part time work schedule was not effective for the needs and operations of the
Alrpost Museumns. Instead the department granted you continued leave until you were able to return
to work full time. Leave is considered a form of accommodation under the Americans with
Disabiliies Act and California Fair Employment & Housing Act.

Determination

Based on the information presented, it is my determination that there is insufficient evidence to
substantiate your claim that you were denied reasonable accommodation. The decision of the
Luman Resources Director is final, unless it is appealed to the Civil Service Commussion and 1s
reversed or modified. A request for appeal must be received by the Civil Service Commussion at 25 '
Van Ness Avenue, Suite 720, San Francisco, CA 94102, within thirty (30) calendar days from the
postmarked mailing date of this letter. 2

Stncerely, -

Miclks Callaban

Human Resources Director

- Enclosure

Copy:  John L. Marnn, Gloria Lowe, AIR
Steve Pitocchy, SETU
EEQ File # 1343
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Examples of Précedents at SFAM re Leaves of Absences and Part-Time Work Schedules

Examples of past and present precedent at SFAM re employee request and approval for
CCSF FMLA/sick leave absences and/or reduced work schedules, returning to work on
part-time scheduvle with accommodations, with transition return to full-time schedule:

- Dwyer Brown, wife pregnancy, return to part-time schecdule for duration

- John Hill, wife pregnancy, return to part-time schedule for duration

- Kathie Smookler, car accident, return to part-time schedule for duration

- Barbara Geib, personal matter, reduced work schedule

- Kelvin Godshall, work accident, return to part-time schedule for duraﬂon

- Timothy O’Brien, wife pregnancy, return to part-time schedule for duration

- Chnstine Harris, reduced work scheduie | |

- . Sonya Knudsen, surgery and retum to part-time schedule for duration

- Jeff Stevens, wife pregnancy and return to part-time sc_heduie for duration

Stephanie Parkhurst, pregnancy one with part time schedule, sick leave absence,

# ’fil%
1

and post pregnancy return to part-time schedule for duration

- Stephanie Parkhurst, pregnancy two with part time schedule, sick leave absence

- Jeff Stevens, car accident, return to part-time schedule for duration

- Jeff Stevens, university classes, reduced work schedule for duraﬁon

- Pamela Koe, stroke, full-time sick Jeave with extensive Summers and Smookler
assistance, care, and absences during work hours re medical, disability. CCSF, ete

- Roman Korolev, wife pregnancy, return to part-time schedule for duration

- Kenn Yazzie, child adoption, full tlme leave and return to part-time, compressed
work schedule for duration

- Roman Korolev, fire accident, return to pazt—ume schedule for duration

- Urs Imfeld, personal matters, reduced work schedule

- Jeff Stevens, university classes, reduced work schedule for duration

Civil Service Commission Appeal re CCSF DHR—EEOEFQE #}1 343
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" Letter of Complaint, 6/25/08 — Harassment, Denial of Promotion
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25 June 2008

Dorothy Yee

‘Department of Human Resources/EEQ Division
City and County of San Francisco

44 Gough Street

San Francisco, CA 84103

Compiaint re: Blake Summers, San Francisco Airport Museurns, San Francisco Intemational Airport

Dear Ms. Yee:

By means of this letter and attached City and County of San Francisco (CCSF) “Department Report
of Employment Biscrimination Complaint” form | am filing a compiaint against my supervisor, Blake

Summers, Director and Chief Curator, San Francisco Airport Museums, San Francisco International
Airport, ' o ‘ '

since my 2 Aprii 2008 refum to work at the San Francisco Airport Museums, San Francisco
international Airpor, from an extended FMLA/sick leave, | have been subjected fo discriminatory
attitude and actions by my supervisor, inclusive of unfair and inaguitable treatment and scrutiny;
diminished job responsibilifies, restructuring and reassignmen’s; continued.bias regarding ADA and

reasonable accommodation; adversely impacted, strained work environment and conditions;
isolation; and denial of promotion.

Yours sincerely, -

i

Sonya Knudsen

aftached: CCSF Department Report of Empleyment Discrimination Complaint form

cc: Steve Pitocchi, SEIU 1021
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CITY AND COUNTY OF SAN FRANCISCO DEPARTMENT OF HUMAN RESOURCES

'l DEFARTN[ENT REPORT OF EMPLOYMENT DISCRIMINATION COMPLAINT
* Réport Within Five Working Days of Receipt of Complaint®

Return to: Dorothy Yee, DHR/EEO Division, 44 Gough Street, San Francisco, CA 94103

h

Department/Worksite: San Francisco Airport Museums, San Francisce Intl Airport

Complaipant: _Sonya Knudsen Tel. No. (Wark): 650-821-6726
Address: o 7 Tel. No. (Home): o
Compla.m’{ Filing Date: __06/25/08
Complainant’s Current Employment Status (circle one): Classification: 3546 Curator IV
PCS TCS LT NC8 PV PE TE PROB NOTACITYEMPLOYEE |
Basis of Discrimination (specify):. . 6. Issue complained of:
O Race: : U Denial of Employment
8 Color: L3 Denial of Traming
O Religion: ‘ ' @X Denial of Promotion
D Cread: — &@x Denial of Reasonable Accommodation
B . Sex: O Termination
O National Origin: (1 Lay-off .
(1 Ethnicity: U Constroctive Dlscharge
U Age: O Disciplinary Action
% Disability/Medical Condition: . O Harassment '
D Political Affiliation: ' X Work Assignment
O Sexual Orientation: - ' O Sexual Harassment
0O Ancestry: ' _ ' O Compensation -
U Maritil or Domestic (0  Other {please specify):
Partmer Status: :
1 Gender Kentity:
Ll Parents! Status:
& Other Non-Merif Factors:
B Retaliation:
Describe the circumstances of the alleged discrimination and include date(s) of adverse emuloyment

action(s): (Attach letter of complaint) see attached

iy
P




8. Has the Complainant filed a grievance or lawsuit regarding this complaint? Yes L No O

If yes; please specify:

9. Is the Complainant represented by a Union of an Attorney? Yes 1 No QO
Name: - Organmzation/Firm:
Address: Phone No.:

#10.  What steps does the depariiment recommend be taken to address this complaint? (For instance,
investigation, alternative dispute resolution, dismissal)

*10a. Name and position of staff who will implement recommended steps:

11.  Compieted by: : 7 - Date:

Address: Tel. No.

*12. Please notify DHR/EEO in written form immediately upon resolution of this complaint.

*Subject to the Human Resources Director’s approval

HUMAN RESOURCES DIRECTOR REVIEW

Complaint is assigned EEO File Number: -

. Approve dépar’ment’s recommendations for addressing complaint. Proceed and notify HR
: Director of actions, findings, and recommendations for resohation. -

| Compjamt is assigned by HR Director to:
' and/or the following actions are to be taken:

AN
WF
i

or Date

=t

for Philip A. Ginsburg, Human Resources Direc

L:Share/EEO/RevisedProcedures2000/ReportofComplaint Rewised 2005




Exhibit A -5

Letter of 7/9/08 —Blake Summers

171



_SONYA KNUDSEN

9 July 2008

Dorothy Yee o

Manager, EEO Division ‘ -
Department of Human Resources (DHR)

City and County of San Francisco (CCSF)

44 Gough Street

San Francisco, CA 94103-1233

RE: 25 June 2008 filed discrimination complaint re Blake Summers, San Francisco Airport Museums,
San Francisco International Airport o

Dear Ms. Yee;

| am in receipt of your letter dated 2 July 2008, received 3 July 2008, re the above complaint of
discrimination | had filed with DHR-EEQ pertaining to discriminatory, retaliatory, unfair and
inequitable treatment and work assignment disparities from my supervisor, Blake Summers, Director
+ and Chief Curator, San Francisco Aiport Museums, San Francisco Intemational Airport.

With regard to your request for further information and details pertaining o the above discrimination
complaint, piease verify that this complaint has been reported o the DHR Hurman Resources

- Director, provide the EEO file number, and the name of the assigned professional EEQ investigator
for reference. My understanding in that adherence to CCSF administrative policies and procedures
will be ensured throughout this discrimination complaint process, inclusive of intake, iurisdiction

designation, and investigation. | will gladly offer anything you need, information to be gathered by |
your cffice during the investigation process. '

Sincerely, :

R

Sonya Kqudsen

ce: Steve Pitocehi, SEIU Local 1621
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Exhibit A - 6

Letter of 8/23/08 —KBIake Summers
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SONYA KNUDSEN

23 August 2008

Dorothy Yee

Manager, EEO Division

Department of Human Resources (DHR)
City and County of San Francisco (CCSF)
44 Gough Street :
San Francisco, CA. 94103-1233

re: 25 June 2008 filed discrimination complaint against M. Blake Summers, San Francisco
“Airport Museums, San Francisco International Airport, City and County of San Francisco

Dear Ms. Yee;

Per your request of 23 July 2008, please note the enclosed that provides further details
with supporting documentation regarding my discrimination complaint filed at CCSF
DHR-EEO 25 June 2008 against Mr. Blake Summers, Director and Chief Curator, San
Francisco Airport Museums (SFAM), San Francisco International Airport (SFO), City
and County of San Francisco (CCSF) due to discriminatory, retaliatory, unfair, and
inequitable treatment and work assignment disparities I have been subjected to since
returning rom an extended CCSF/FMLA sick leave to full-time work on 2 April 2008.

- Please verify that this complaint has been reported to the DHR Human Resources
Director, provide the DHR-EEQ file number, and the name of the assigned professional
EEQ investigator for reference. My understanding is that adherence to CCSF
administrative policies and procedures will be ensured throughout this discrimination
complaint process, inclusive of intake, jurisdiction designation, and investigation.

Sincerely, _ .
7 .

Sonya Knudsen

enciosures: Knudsen Summation Staternent (7 pages)

ce: Steve Pitoechi, SEIU Local 1021
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SONYA KNIIDSEN
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Discrimination complaint filed by:

Sonya Knudsen, 3546, Curator IV, Curator in Charge of Adnﬁnistréﬁon
San Francisco Airport Museums (SFAM), San Francisco International Airport (SFO)
City and County of San Francisco (CCSF)

Discrimjnaﬁon COmplai_nt filed against: |

Blake Summers Director and Chief Curator
San Francisco Airport Museums (SFAM), San Francisco International Airport, (SFO)
City and County of San Francisco (CCSF)

Reasons for complaint against Blake Sumirmers:

Discrimination, retaliation, harassment, unfair and meqmtable treatment, work
asszcnment changes and disparities

I desire that the following San Francisco Intemaﬁonal Alrport (SFO) administrative
phitosophy be implemented, enforced, a:nd sustained as regards Blake Summers and
myself:

It is SFO management s philosophy to maintain the highest standards of personal
conduct by treating employees we supervise fairly, respectfully, and professionally.

Among SFQ’s governing values are respect, loyalty, dedication, infegrity, teantwork,
maintaining the highest level of quality work, professional standards, delegate and
empower siaff to achieve the highest level of service, strive for excellence, conrmumg fo
raise SF O standards.

To discharge all responsibilities and those of the Airport Commission in compliance with
State and Federal laws, City Ordinances, and County Rules and Reoulaﬁons Airport
Rules, Regulations, and Directives.

- Eurther, that SFO management bears the responsibility to inform employees what is
expected of them in terms of job performance, conduct on the job, and off-duty conduct
that could affect their employment relationship. Managers and supervisors who do not
address these issues in a fimely and thorough fashion are failing to perfor m their own
responsibilities in a sarisfactory manner.

It is the Airport’s desire 1o handle employee concerns effectively, fairly, and internally,
and to build a favorable work environment in which employees feel free to bring their

concerns to management. It is also illegal fo retaliate against any employee for having
' made a good fuith complaint, for reporting discrimination.

- 175
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_SONYA KNUDSEN

Sonva Knudsen key contact dates with SFO and Blake Summers

o March 13, 2008
e March 14, 2008
e March 19, 2008
e April 2, 2008
e Aprl 22, 2008
o May 28, 2008
e July 9, 2008

» August 20, 2008

Sonya Knudsen meeting with Veronica Davis, SFO-HR

Sonya Knudsen meeting with Susan Kim, SFO-EEO

Sonya Knudsen meeting with Susan Kim, SFO-EEQ

Sonya Knudsen return to work at SFAM '

Blake Summers conversation with Sonya Knudsen

Blake Summers conversation with Sonya Knudsen

Blake Summers meeting with Sonya Knudsen

Blake Summers conversation with Sonya Knudsen and Gale Eavis

CCSF-DHR discrimination domplaints filed by Sonva Knudsen indicating ongoing and

escalating harassment, retaliation, and intirmidation from Blake Summers:

¢ March 11, 2008
e June 25, 2003

s July 11, 2008

Sonya Kanudsen discrimination compiamt #1 against Blake Summers
filed at CCSF-DHR

- Sonya Knudsen discrimination complaint #2 against Blake

Summers filed at CCSF-DHR

Sonya Knudsen discrimination complaint #3 against Blake
Summers filed at CCSF-DHR

- SFAM Directors/supervisors to Sonva Knudsen:

s 1997 - 1999

~ » 1999 — present

Elsa Cameron, SFAM Director and Chief Curatbr;
Blake Summers, SFAM Assistant Director .
Blake Summers, SFAM Director and Chief Curator

Sonva Knudsen positions/promotions at SFAM:

e 1997 - 1999
¢ 1099 - 2006
» 2006 — present

3558, Senior Museum Registrar
3546, Curator in Charge of Registration
3546, Curator in Charge of Administration

Exa_mples of major SFAM vrojects assigned to Sonva Knudsen by Blake Summers:

s 1999
s 2000
e 2000
e 2000
e 2001
e 2004
o 2004
e 2005
« 2006
e 2007
& 2007
e 2008
e 2008

AAM Accreditation

New IT opening, inclusive of ALM, expansion of exhibitions
SFAM Aviation plane models installation in ALM

SFAM Aviation plane models installation T3 United Hub

9/11 and subsequent SFAM staff downsizing, program restmctunng
SFAM Deaccessioning

SFAM move from ECR to WEFR
WER roof project

- ECR lawsuit, San Mateo County Superior Court

Kaslikowskl insurance claim, CCSF Small Clms Court
T3 and ALM Security System upgrade

Kashkowski msurance claim, CCSF Small Claims Court
Spruce Warehouse emptying, WFR new storage

Knudsen discrimination complaint agamst Blgg%ﬁnmers filed 25 June 2008
23 August 2008, page 2 of 7



SONYA KNUDSEN
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Overview of Sonva Knudsen CCSF FMLA/sick leave from March 2007 — April 2008

e March 13, 2007 Sonya Knudsen in car accident

+  March 14, 2007 — April 1, 2007 full-time sick leave - _

»  April 2, 2007 — June 10, 2007 part-time leave, approx. 20 hours/week
e June 11,2007 — July 31, 2007 full-time sick leave

o August 1, 2007 — September 30, 2007 full-time sick leave
s  December 1, 2007 - February 4, 2008 full-time sick leave

» February 1, 2008 — April 1, 2008 full-time sick leave |
o  Apnl2, 2008 Sonya Knudsen return to work full-time
SUMMATION

In March 2007 I was in a car accident w}uch resulted in an extended CCSF FMLA/sick
leave from the San Francisco Airport Museums (SFAM) from March 2007 to April 2008;
see zhove overview. A portion of this CCSF FMLA/sick leave, from 1 December 2007 to
1 April 2008, was due to a 19 November 2007 request to return to work on a part-time
basis that was denied by my supervisor, Mr. Blake Summers, with instructions from him -
not to return to work unti! medically authorized to work a full-time schedule. Mr.
Summers’ unsubstantiated position that a part-time schedule was disruptive to SFAM
staff and operations without any procedural or quantifiable facts, and despite numerous
past part-time schedule precedents, placed me in the untenable position to accept such an
arbitrary decision. My sole recourse was to document Mr. Summers’ decision in a 23
November 2007 letter summarizing his statements, and on reflection, later file a CCSF
DHR discrimination complaint on 11 March 2007. This preceded my 2 April 2008 retum
to work full-time at SEAM. '

My position 2s Curator in Charge of Administration has been unduly restricted and
undermined by Mr. Sumimers since my April 2008 retumn, a continuation and escalation
of negative conduct on his part. Submission to such conduct made either explicitly or
implicitly, has the purpose and effect of unreasonably interfering with my work
performance and creating ah intimidating, hostile, strained, and stressful work
environment. Since my return my job has been and continues to be inconsistently
redefined and restructured, with many work duties and responsibilities ever changing.
Further, past responsibilities delegated to other SFAM staff has placed me in & position of
supporting and supplementing rather than directing and coordinating. Increasingly my
job’s role and duties are subject to excessive scrutiny and interference and newly placed
Yimitations that undermine and make for a difficult and awkward Workmcr relahonshlp
with my Supervisor.

Knudsen discrimination comp!laint against Blake Summers filed 25 June 2008
23 August 2008, page 3 of 7



SONYA KNUDSEN

A few examples:

Work Hours

Upon my return to SFAM in April 2008 my daily and weekly hours have been questioned
and scrutinized. I have been corsistently queried as to how I sign in and out for the work
day, and told to make changes regarding how I had signed out. I have been made aware

to be meticulous as to reporting my hours at work, using sick leave versus vacation leave,
ete. '

This singular attention stands in confrast to so many at SEAM who abuse and/or
disregard their daily/weekly CCSF work hour obligations without any supervisor
comment or reprimand. One only has to look at the SFAM work timesheets, secure
computer printouts of SFAM building access, and talk with SFAM staff to find
established patterns of abuse, whether be actual hours worked versus those noted on
timesheets, use of sick leave, duration of morning and afternoon breaks and lunch time.
In ten years of employment with SFAM I have an established and exemplary attendance
record, my daily and weekly work hours far exceeding those required. The same is true
for the large number of after-hour and special projects I have been responsible for,
working long evening and weekend shifts, as well as being on call for SFAM emercency
needs. As such, [ am puzzied why there is any doubt or concerns regarding my work

hours, and more so, why I am gamenng so much attention in face of such widespread
abuse within SFAM.

Another situation in my April 2008 return is that my supervisor instructed me to sign out
on and use vacation leave when attending Rotary Club of Burlingame lunch meetings;
“prior to my return this insistence and request never arose. Mr. Summers has never
understood and has Jong been dismissive of the value of professional associations,
‘socializing, and networking to promote SFAM. Mr. Summers is not overly enthusiastic
about such activities, does not have an active role amongst airport and museum peers, and
hampers and censors my involvement along those lines. My long established involvement
with the Rotary Club of San Francisco International Airport, now with Rotary Club of
Burlingame, attending weekly lunch meetings and after-hour events in these two service
clubs without compromising my SFAM work responsibilities and CCSF work hour
obligations, has been a positive promotion and invaluable aid to represent and promote
SFAM and SFO within the business and regional community. My involvement with
Rotary is at my own initiative and expense, and is not a financial, operational, or
professional strain whatsoever to SFAM or SFO while the positive benefits derived to
both entities are invalusble. For example, since my return I have had three speeking
engagements promoting SFAM to Rotary and Lions Clubs in San Mateo County, their
members garnering additional knowledge about SFAM and SFO..
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SONYA KNUDSEN

Blake Summers discussion with Sonya Knudsen regarding work responsibilities

On 22 April 2008 I was told by Mr. Summers of parameters regarding what needed to be
done for SFO Spruce Warehouse emptying and relocation, inclusive of placement of
exhibition furniture, brochures, and archival files in WFR storage rooms, boiler room,
electrical room, et al., instructed to keep Mr. Summers apprised throughout.

In this discussion Mr. Summers also informed me for the first time that SFAM had a
FY07/08 contract with an outside contractor firm for a previous in-house project I had
been working on with Mr. Summers and Ms. Christine Harris, then Librarian, which was
to develop 2 new collection management database, combining the permanent collection
and exhibition dbases together. I was instructed by Mr. Summers to from here on in talk
with Ms. Julie Takzta, SFAM Librarian, and Ms. Barbara Geib, SFAM Curator in Charge
of Registration, regarding this FilemakerPro computer project. In effect I was now a
‘secondary, Support position, instructed by Mr. Summess to ask Ms. Takata and Ms. Geib
for work assignments and instructions, providing them updates and reports of my
progress, all the more curious in that I had previously been Ms. Geib’s supervisor. Due to
Ms Geib’s other varied working priorities, it was very difficulf to get her to concentraie
on the computer project and provide timely input, and I was placed in an ongeing
circulatory Toute of asking her to approve and confirm direction and scepe which I
clarified was needed to forward progress of the computer project.

When queried regardmg other prior and specific job duties I had handled, Mr. Summers
confirmed that several major duties and assignments I had been responsible for prior to
my CCSF/FMLA leave, e.g., SFAM exhibition schedule maintenance and updates on
FilemakerPro and Excel databases SFAM Registration department exhibition log, SFAM
monthly insurance reports to SFO Risk Management, were now the responsibility of Ms.
Geib. Since this April meeting I have consistently provided Ms. Geib key assistance and .
support given that she has been struggling to fulfill these duties in addition to her day-to-
day responsibilities although having three new Registration staff members under her
supervision.

Mr. Summers also in this April meeting informed me of a recent COHVSLS&tIOIl he had
with Mr. Peter Acton, Deputy Director of SFO Maintenance (FOM), saying that Mr.
Acton had mentioned that word was out that I was back, and numerous Facilities’
 crafts/departments had complained that I was asking them to do more than the submitted
work requests required. Mr. Summers then asked me what FOM work requests [ was
working on besides emptying the SFO Spruce warehouse. I informed Mr. Summers of the
following FOM related projects:

SFO FOM Electrical Department:

- Imternational Terminal SF Art Comumission Sister C1t1es bumt out hght bulbs

- International Terminal new light track system in SFAM exhibition wall cases

- SFAM West Field Road new storage ga:r%agexpanding perimeter security system

[

Knudsen discrimination complaint agamst Biake Summers filed 25 June 2008
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SONYA KNUDSEN
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- SFAM West Field Road burnt out interior and exterior hght bulbs throughout
facility

- SFO FOM Carpentry/Locksmith Department:
- SFAM West Field Road new storage area, new hardware on perimeter door
- SFAM West Field Road new storage area, cutting opening and installing double
doors into tech work space

Mr. Summers then said that the SFO FOM Electrical Department had lodged a complaint
~ against me, but would not provide more specific information or details despite queries on
my part. Mr. Summers asked what involvement I had recently had with Electrical, and |
said primarily with Mr. Bill Quan, who was acting department head because Mr. Bill
Lehew was on vacation. I explained how I had met with Mr. Quan at WER to provide
him copies of the blueprints that indicated the new locations for the San Francisco Art
Commission Sister Cities projectors, talked with him regarding the IT wall case track
lighting project, and then had walked with Mr. Quan to the new $torage area to show him
the space, and receive more information and an update about the security system project.

In response, Mr. Summers instructed me to lay low with FOM, not issue any FOM work
requests unless absolutely necessary, and that he would work with Mr. Quan on the IT
wall case lighting project. In such actions Mr. Summers was conveying a judgment that
am in the wrong, penalizing me by taking job assignments away, while censoring and
resiricting my abilities to perform my facility management responsibilities

It is with concern how I can interact with other SFO staff, deterred by Mr. Summers’
vague and nonspecific generalities, limitations, and judgments rather than primarily
“concentrating on accomplishing work assignments in a proactive, timely, and
conscientious manner. In effect, the merits regarding any complaint appears to be
predetermined by Mr. Summers where I am placed in a negative manner irregardless of
the actual facts, the reputation of the SFO or FOM individuals and departments invoived.
Mr. Summers does not provide or even minimally ascertain particulars so that [ can strive

1o rernedy or address percewed problems or issues, as well as implement methods to
avoid like circumstances in the future.

Denial of Promotion

On 28 May 2008 T was told by Mr. Summers that two staff promotions he had
recommended in FY07/08 for Assistant Director (0922, Manager 1) and Curator v
(3546), to be carmied over to FY08/09, were not applicable to me, saying, “Why would1
promote you? You weren’t here for a year,” referring to my CCSF FMLA/sick leave.

Background: In 2006 Mr. Summers promoted me from Curator in Charge of Registration
to Curator in Charge of Administration; both 3546 classifications; the promotion was in
title only with neither a CCSF classification change or salary increase, e.g., 0922,
Manager 1. Duties and responsibilities were broadened and increased to such a degree
that I was compelled to decline simultahéous'ly maintaim'rr g Registration department head
Knudsen discrimination complamt agamst Blake Summers filed 25 June 2008

23 August 2008, page 6 of 7



SONYA KNUDSEN

e Sy = e —— = =

responsibilities. When I queried Mr. Summers at that time why I was not receiving a
classification change or salary increase, Mr. Summers replied that he had not budgeted
for it and that if I received a classification change and salary increase such an action
would be resented by the Assistant Director (0922, Manager 1) and Curator in Charge of
Aviation (3546, Curator IV). Note that despite budgetary limitations, several SFAM staff
received promotions with reclassifications and salary increases during this period. In this
conversation Mr. Summers implied that a classification change and salary increase would
be factored into the future budget; to that end, I provided Mr. Sumrners a listing of CCSF
comparative positions and salaries, as well as a preliminary CCSF JAQ.

Thus, imagine my surprise to hear confirmed in this May 2008 discussion two
promotions had been submitted in the FY07/08 SEAM budget but neither one applied to
me. ] have been for the past ten years a fully productive, effective, and responsible
emnployee and supervisor, proactive and helpful in many capacities far and above my job
description. I have been consistently working out of class, exceeding work
responsibilities and duties, all in vivid contrast to the SFAM individuals submitted for -
nromotion. For instance the SFAM Curator in Charge of Aviation has commonly been
unable to fulfll Hs core work responsibilities and duties, repeatedly failing io meet
deadlines, necessitating additional staff to assist or do further work as a result. My
perception is that [ am being denied a promotion, classification change, and salary
increase by Mr. Summers, with retaliation and penalty because of: 1) my CCSF

ML A/sick leave, 2) 2 discrimination complaint I had filed on 11 March 2007 against
Mr. Summers, 3) favoritism based on gender.

CONCLUSION ,
‘There are additional examples of harassment and discrimination incidents and situations I
have been subjected to since my April 2008 retum to work at SEAM but those listed
shove should be sufficient to document why I filed 2 CCSF DHR discrimination

' complaint against Mr. Summers on 25 June 2008. Mr. Summers” conduct and actions
have had adverse impact, created a hostile work environment, and changed the fone and
terms of my employment at SFAM, a consequence and penalty for a CCSF FMLA/sick
leave.
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11 July 2008

Dorothy Yee

Manager, EEQ Division

Department of Human Resources (DHR)
City and County of San Francisce (CCSF)
44 Gough Street

San Francisce, CA 94103-1233

Harassment compiaint re: Kathie Smookier, San Francisco Airport Museums, San Francisco
International Airport

Dear Ms. Yee:

By means of this letter and attached City and County of San Franciscoe (CCSF) "Department Report
of Employment Discrimination Complaint” form | am filing.an harassment complaint against Kathie
Smookler, Assistant to the Director, San Francisco Airport Museums, San Francisco International
Airport, with regard fo & 1 July 2008 workpiace situation, inclusive of verbal harassment,
inappropriate discipling, improper physical cenduct, and retsliation.- "

On 1 July 2008, in a private meeting in my office, Smookier harshly reprimanded and accused me of
- planning a 4% of July Airport Museums staff barbeque without the involvement and knowiedge of
Summers, using terms such as undermining, sneaky, disrespectiul, and planning behind his back.
Smookier accused me of placing another Museums staff member, Timethy O'Brien, in a "mediator
pesition” between Summers and myself, forcing O'Brien info an awkward position fo inform Summers
of the barbecue, act as go-betwesn. Smookler accused me of being blatantly unaware of how busy
O'Brien’s work schedule was, and that he shouid not be bothered or involved in such a matter.

in this conversation, Smookler was very angry and increasingly animated and unreasonable,
conveying that she thought | was disrespectful of and undermining Summers within the Museums
work setting. While we talked, on two separate occasions | requested of Smookler o be aliowed fo
depart my office, first to seek out O'Brien o involve him so as fo clear up misunderstandings, and
later, a second atiempt, because | found her comments harassing, distressing, and upsetfing. Both
attempts to jeave my office were not possible as she blocked my way.

There are addifional details and subseguent meetings and encounters between Knudsen and .
O'Brien; Knudsen, O'Brien, and Smookier; Smookier, O'Brien, and Knudsen; O'Brien and Knudsen;
Knudsen and Summers; Knudsen and Smockler regarding the Museums' 4% of July barbecue, all of
which will be provided in the investigation. Piease note the Museums’4t of July barbecue was
cancelled.
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Knudsen harassmen% complaint against Smookler
Page two, 11 July 2008

Smookler is the Assistant fo the Director, Blake Summers, an ally quite close and a confidant to him,
Because of her position, Smockler is privy to confidential matters such as filed discrimination
complaints thus my perception is that the 1 July 2008 situation is harassment and as well as
retaliation from an earlier filed discrimination complaint | had filed against Summers, my supervisor.

Please note that | had atiempted fo schedule a meeting with SFO- EEO on 3 July 2008 tc report the
above harassment incident and was told that [ should amend my earlier discrimination comptaint filed
against my supervisor, Blake Summers, due to 2 November 2007 event. Per advice received f from
my SEIU Local 1021 union representative, | then contacted Silvia Castellanos at the DHR-EEQ office
to request a meeting to file an oral report, and was instructed to provide this written report.

Smcerely
Sonya Knudsen

attachment: CCSF Department Report of Employment Discrimination Complaint form

e Steve‘ Pitocehi, SEIU Locat 1021



CITY AND COUNTY OF SAN FRANCISCO DEPARTMENT OF HUMAN RESOURCES

DEPARTMENT REPORT OF EMPLOYMENT DISCRIMINATION CGMPLAH\?T_
* Report Within Five Working Days of Receipt of Complaint*

Return to: Dorothy Yee, DHR/EEO Division, 44 Gough Street, San Francisco, CA 94103

1. Department/Worksite: \%ﬁ/if; /é"f’/\/ CLLLg AREGET A VJE«//M J7 F //\/ MK/ 5’,@7
2. Complainant: \(z,«,/ 7/4’/44 28 ze\/ ‘ Tel. No. (Work)y: £50 2/ LF2L
Address: B4 7 L &

Tel. No..r{;ﬂome): e e e

3. Complaint Fﬂmg Date -

4. Complainant’s Current Employment Status {circle one): Classification: 3 2 é/—z
PCS TCS LT NCS PV PE TE PROB NOTACITY EMPLOYEE W
5. Basis of Discrimination (specify): o 6. Issue complained of:
4 Race: U Denial of Employment
O Color: U Denial of Training
O Religion: O Denial of Promotion
U Creed: O Denial of Reasonable Accommodation
O Sex: & Termination
U National Origin: 8 Layoff
O Ethnicity: O Constructive Discharge
U Age: ' : ; Disciplinary Action /, /\ng gd/ﬂ AT
O Disability/Medical Condition: assment
O Political Affiliation: ' ‘ 0 Work Assignment '
© O Sexual Crientation: ' U Sexual Harassment
L} Ancestry: ' U Compensation
U Marital or Domestic : /Z Other (please specify):
Partner Status: (AL ELLH JICAL CordUeT
Gender Identity: w AELATION

Parental Status:
| Other Non-Merit Factors:
etaliation:

oo

7. Describe the circumstances of the alleged discrimination and include date(s) of adverse employment

action(s): (Attach letter of complamt) SEL ATTACHED CevnipLA INT (ETTEL
AHTNST EATHE JICLEL, RE PIRASSMEN ] INCLITVE

U VERBAL HARAS NERT INAFARG LATE. ZVFC//L//\/é
WFROPER. DAY ST A C/f\fﬂ VET  AND CETAELATION.




8. Has the Complainant filed & grievance or lawsuit regarding this complaint? Yes LI No U

If yes, please speeify: '
9. Is the Complainant represented by a Union or an Attorney? | © YesQ No O
Name: Orgaﬂizatidn/}?irm:
. Address: Phone No.:

*10. ~ What steps does the department recommend be taken to address this complaint? (For instance,
investigation, alternative dispute resolution, dismissal)

*10a. Name and position of staff who will implement recommended steps:

11.  Completed by: L .Date:

Address: : Tel. No.

*12.  Please notify DHR/EEQ in written form immediately upon resolution of this complaint.

*Subject to the Human Resources Director’s approval

HUMAN RESOURCES DIRECTOR REVIEW

Complaint is assigned EEO File Number: _

u ‘Approve department’s recommendations for addressing complaint. Proceed and notify HR
Director of actions, findings, and recommendations for resolution.

Q  Complaint is assigned by HR Director to:
and/or the following actions are to be taken:

ot
H

for Philip A. Ginsburg; Human Resources Director Date
| Share/EEO/RevisedProcedtmes2000/R eportefComplaint '

Revised 2005




Exhibit A - 8

Letter of Complaint, 7/11/08 — Blake Summers

C 187



SONYA KNUDSEN

11 July 2008

Dorothy Yee

Manager, EEO Division _
Department of Human Resources (DHR)
City and County of San Francisco (CCSF)
44 Gough Street

San Francisce, CA 94103-1233

Harassment and retaliation complamt re: Blake Summers, San Francisco Airport Museums San
Francisco lntematlonal Airport

Dear Ms. Yee:

By means of this letter and attached City and County of San Francisce {CCSF) “Depariment Report
of Employment Discrimination Complaint” form | am filing an harassment and retaliation complaint.
against Blake Summers, Director and Chief Curator, San Francisco Airport Museums, San Francisco
international Airport, regarding a 9 Juty 2008 meeting, inclusive of unwelcome and offensive condust,
verbal harassment, infimidation, slander, unsubstantiated accusations, defogatory comments, denial
of request for a third-party witness, and retaliation from previously filed discrimination complaints.

On Wednesday, 9 July 2008, at approx. 2:45 PM, | was in my office on the phone when my
supervisor, Blake Summers, came to my doorway. Seeing that | was on the phone Summers

. departed. | was off the phone within a minute, and sought out Summers, first cutside my office, and
then in the Museums' loading dock area, inquiring of Roman Korolev and Kelvin Godshall whether

they had recently seen Summers and if so, what direction he had gone. Both indicated that Summers
had retumed to his office.

| went to Summers’ office, knocked on his door, and standing at his doorway was then asked by
Summers whether | had a recent altercation with staff from the Airport Facilities’ Carpentry
department. Surprised at the question | replied no and asked why. Summers said he had recsived a
phone call from Peter Acton, Faciliies Deputy Director, re a complaint received against me from the
Carpentry department. Summers again asked ¥ | had an altercation, and what recent dealings | had
with Carpeniry personnel. | explained that | had worked with two Carpentry staff on Tuesday, 8 July
2008, at the Museurns’ West Field Road storage room re bolting down shelving units, and had been
on the phone briefly with Larmy Tuccio, Carpentry Supenvisor, but that there had been no incidents or
difficulties. | said | had not been at work on Monday, 7 July 2008, and that Roman Korolev had
worked with the Carpentry people in the storage room that day. | said | had briefly worked with one

Carpentry person the previous Thursday, 3 July 2008, when he had come by fo assess the storage
botting down shelves project. ‘

| then asked Summers if he had more detalls of the éagﬁtry complaint, and Summersreplied ne. |
explained fo Summers that | was surprised to hear of the complaint, and that it was difficul to
respond o a complaint not knowing specific details-and what the compiaint was about, Summers
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Knudsen harassment complamt against Summers
Page two, ‘11 July 2008 .

again asked if | had any altercation with Carpentry and | said no, but that | had received some good
news from Tuccic re the tension-wire cement fioors in storage. | said to Summers that | found this
Carpentry complaint disturbing, and that it was a repeat of a similar compiaint that Summers had
brought forth in Aprii 2008 received from the Electrical department, a duplication of not having any
details or knowing who had lodged the complaint, how to reply or defend against faceless and
nebulous accusations. Summers said he had told me back then to lay low, not ask Facilifies .
personnel o do anything beyord what they were required to do, and to avoid aliercations or putting
in excessive work orders. | replied to Summers that | had been especially careful when interacting
with Facilities perscnnel thus was alf the more surprised to hear of the Carpentry compiaint, but also
how difficult such complaints would make my job overseeing facilify management responsibiliies,
working with Facilities personnel, efc.

| then asked Summers what he had said to Acton, whether he had backed me. Summers paused,
and then said he had a difficult time supporting me given my reputation for being difficult to work with,
not getting along with others, the patiern of recent complaints | had recently filed. Summers then
asked me toc come into his office and close his door. What followed, in a private conversation that
lasted approximately ten minutes, was unwelcome and offensive conduct and behavior from
Summers, inclusive of verbal harassment, intimidation, siander, unsubstantiated accusations,
derogatory comments, denial of request for a third-party witness, retzliation from previously fied
discrimination complaints~ all severe and pervasive harassment from Summers in an increasingly
hostile and abusive work relationship and environment. | will provide further details in the
investigation process. After receiving a query from Summers re whether | was going to qu, |
concluded the meeting by replying that | was not quitting, but quitting for the day and would be at
work on Thursday, 10 July 2008, with amajor project at Spruce warehouse to oversee. | then left the
office at 3:00 PM in shock, deeply shaken, devastated, and offended by Summers conductand -
hehavior, driving directly into San Francisco to go to the SEIU Local 1021 office.

Sincerely,

- W Y S

Sonya Knudsen

attachment: CCSF Department Report of Employment Discrimination Complaint form

cc: Steve Pitocchi, SEIU Local 1021
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CITY- AND COUNTY OF SAN FRANCISCO DEPARTMENT OF HUMAN RESOURCES

DEPARTMENT REPORT OF EMPLOYMENT DISCIHI\G]NATIQN COMPLAINT
* Report Within Five Working Days of Receipt of Compiaint™*

Return to: Dorothy Yee, DHR/EEQ Division, 44 Gough Street, San Francisco, CA 94103

1. Depar’tmé_nwf orksite: '\f/ﬁ\/ %\/ CLfLY ATLPHET s Evntd  SEINTL AP0

2. Complamant: \57 N If/ll‘ KA{ LS 5\/ ‘ Tel. No. (Work): é;ﬁ J cfﬁry’/ é/? ,Ly/
AGAress: ime vecvyp ey o Tel. No. (Home):

3. Complaint Filing Date: ” // L/ [/L7 20 0}{‘”

4. Complammant’s Current Employment Status (circle one): Classification: s %
PCS TCS LT NCS PV PE TE PROB NOT A CITY EMPLOYEE VR TELTT

5. Basis of Discrimination (specify): 6. Issue complained of:
1 Race: ' U Denial of Employment
U Color U Denial of Training
< Religion: O Denial of Promotion
O Creed: 4 Denial of Reasonable Accommodation
O Sex: _ U Termination
O National Origin: O Lay-off

- 0 Ethnicity: ' {1 Constructive Discharge
U Age: ‘ O Discipiinary Action
O Disability/Medical Condition: X Harassment
& Political Affiliation: U Work Assignment
U Sexual Orientation: , U Sexual Harassment
(3 Ancestry: ‘ O Compensation
U Marital or Domestic. )Z:Oth er (please specify):
Partner Status: / AL 0/\/
Gender Identity: :

Parental Status:
Cther Non-Merit Factors:
etaliation:

ooo

7. Describe the circumstances of the alleged discrimination and include date(s) of adverse employment
' action(s): (Attach letter of complamt SEE AT TH Cff@ ENHIF M’/A/ / LETTEL
AT BLHEN vvimEl] RE HARTTIENT Al

RKETAHLIATION 1/ LS IVE. I~ UNWNELLOME b CFFENAIVE
CANDICT (ERBAL BARASTINENT INTIAIDATn] (LANPEL,
UNTVELTANTIATE) ACCLATINS JERIAATIRG CivnmEalZS,
DENIAL 0FREQVEST FBRA THHAD - fARTY WITNELS | S/

RETALATUN FRyYI PREVIINLY,  [TLED IS CRin1intaTr00/
CMPLANT S,

50

e




8. Has the Complainant filed a grievance or lawsuit regarding this complaint? Yes O No U

If ves, please specify:

9. Is the Complainant represented by a Union or an Attorney? : Yes 00 No

Name: i Organmization/Firm:
Address: ' * Phone No.:

*10." What steps does the department recommend be taken to address this complaint? (For Instance,
investigation, alternative dispute resolution, dismissal)

*10a. Name and position of staff who will implement recommended steps:

11. Completed by: ' - Date:
- Address: | ' ' Tel. No.

#12.  Please notify DHR/EEQ in written form immediately upon resolution of this complaint.

*Subject to the Human Resources Director’s approval

HUMAN RESOURCES DIRECTOR REVIEW

| Complaint is assigned EEO File Number:

{1 . Approve department’s recommendations for addressing complaint. Proceed and notify HR
Director of actions, findings, and recommendations for resolution.

O Complaint is assigned by HR Director to:
and/or the following actions are to be taken:

191

for Philip A. Ginsburg, Human Resources Director Date

L:Share/EEO/ReévisedProceduras2000/ReportofComplaint ’ Revised 2005
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Complainant’s Summation of Complairts, 9/16/08




Date:

To:

From:

Re:

16 September 2008

Ms, Siivia Castellanos

Assistant Manager, EEQ Programs
Department of Human Resources {DHR}
City and County of San Francisco (CCSF}

Ms. Sonya Knudsen

Curstor in Charge of Administration (3546, Curator IV)
San Francisco Airport Museums (SFAM)

San Francisco International Airport {SFO)

City and County of San Francisco (CCSF)

Six (6) CCSF Discrimination Complaints ﬁféd,
inclusive of EEO File #s 1343 and 1371
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__SONYA KNUDSEN

13 September 2008

Discrimination complaint filed by:
Sonya Knudsen, 3546, Curator I'V, Curator in Charge of Admmlstratlon

San Francisco Airport Museums (SFAM), San Francisco International Airport (SFO)
City and County of San Francisco (CCSF)

- Discrimination complaint filed against:
Blake Summers, Director and Chief Curator

‘San Francisco Airport Museums (SFAM), San Francisco Infernational Airport, (SFO)
City and County of San Francisco (CCSF)

Reasons for complaint, EEO File #1371: .
9 July 2008 event inclusive of harassment and retahaﬁon_ unwelcome and offensive
conduct, verbal harassment, intimidation, slander, unsubstantiated accusations,

derogatory comments, denial of request for third-party witness, a.ud retaliation from -
previously filed discrimination complaints

SUMMATION

Event occurred on Wednesday, 9 July 2008, from 2:45 to 3:00 PM

Mr. Blake Summers came to the doorway of my office,-saw-L-was-en phone, and left.

After I got off the phone, I went to Mr. Summers” office, knocked on door, and said, “you

were looking for me?” Mr. Summers asked whether I had a recent altercation with the

Airport Carpentry department because Mr. Peter Acton, Assistant Deputy Director

Alrport Maintenance, had contacted Mr. Summers regarding a complaint from Carpentry

against me. [ said this was the first ime I had heard of there being a problem. I asked Mr.

. Summers for more details, and Mr. Summers said he had little detail, and then asked of
my recent dealings with the Carpentry department. ‘

I said that on Thursday, 3 July 2008, one person from Caipentry had come to the Auport
Museums® West Field Road facility re the project bolting down the shelves in the new
storage area, wanted to assess the project, and then afterwards indicated to me that he
would talk with Mr. Larry Tuccio, Carpentry department head, re scope and options for
seismic project, and would return the following week. 1 explained to Mr. Summers that T
had been off on Monday, 7 July 2008, and that Mr. Roman Korolev, Airport Museums

Technician department head, had handled the storage project that day with the Caxpemzy
Crew. ‘

On Tuesday, § July 2008, I had brought two Carpentry staff to the new storage area re
bolting down the shelves, and had a phone conversation with Mr. Tuccio, and that both
had been without incident. I explained that in fact I had learned from Mr. Tuccio that he
had been over on 7 July 2008 to assess the project, then had contacted Mr. Jim March at
Airport Construction and the manufacturer re the wire tenson-cement floor. From the

- Knudsen discrimination complaint against Mr. 'Bkgkg@mmers re 9 July 2008 event
13 September 2008, page 1 of 4
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manufacturer, Mr. Tuccio received indication that it was okay to penectrate the storage
room cement floor to 2 % inches, and that the drill would stop rather than penetrate the
tension wire, and that the wire was pulled from end-to-end of individuai slabs; not the
entire length of the building. After accounting for my interaction with the Carpentry
department I then asked Mr. Summers again whether he had more details of the
‘Carpentry complaint, who had complained, and Mr. Summers said no, simply that Mr.
Acton had let him know there had been a complaiut, and that I had been askmg the crafts
. to do more than was required.

I said to Mr. Summers that it was difficult to respond 1o a complaint or accusation
without hearing more specific details and information, what the problem was, who was
the complaining party, and that this was becoming a disturbing pattern, a repeat of what
had happened back in April 2008 when 1 had first returned to work from FMLA leave,

~ with complaints from Mr. Bill Quan and the Electrical department to Mr. Acton in which
" Mr. Summers had not been able to provide me specific details or information. -

M. Summers said that event back in April 2008 had been more than one individual and

one incident, that there had been several complaints, all saying the same thing, in essence

that I was demanding and difficult. After hearing Mr. Summers statement I expressed
surprise, seying this is the first I've heard that there had been muitiple complaints rather
than one. Mr. Summers repeated that there had been several complaints and that they had
been “significant.” T expressed surprise that the situation was in fact several meidents and
had been significant, none of which had been conveyed to me back in April 2008 when
Mr. Summers had briefly talked with me. Mr. Summers repeated that the April 2008
- complaint had been significant, that Mr. Ernie Eavis, Airport Deputy Director of

- Facilities, had been present in Mr. Summers’ meeting with Mr. Acton. T expressed
surprise to hear now that Mr. Eavis had been in the April 2008 meeting with Mr. Acton, a
contradiction to what I had been told previously when Mr. Summers said he had heard of
2 complaint in passing from Mr. Acton with no mention of Mr, Eavis’ involvement.

Mr. Summers then asked me to come into his office and close the door (I had been
conversing with him standing at his doorstep, with the door open). I did so despite
reservations, uncomfortable already with the tone of his voice and his demeanor. Mr.
Summers repeated that there had been several significant complaints, past and present,
and then said that I was difficult to work with, Surprised further to now hear of multiple

~ complaints, Mr. Summers designation of all being significant, and that Mr. Eavis had
been involved, I said I wish I had known earlier. Mr. Suunmers said he had tried to tell me
multiple times. I replied that was not the case, nore of which he had told me earlier had
conveved all aspects and details, e.g., specific dates, details, and information of each -
incident and individuals involved, Mr. Eavis® mvolvement, that there bad been a meefing
as opposed to a comment in passing from Mr. Acton, etc. T asked Mr. Summers why 1
was now just beginning to hear of these additional details, and that I was still unclear -
what the problems were, if any, and how one was to respond to such cursory information.

Knudsen discrimination complaint against Mr. f]31&1(6 Summers re 9 July 2008 event
13 September 2008, page 2 of 4
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I said that if Mr. Summers had informed me back in April 2008 that Mr. Eavis had been
involved, the number of Facility department complaints, specific information and details
regarding each complaint, I would have had a befter means to address the alleged
complaints and problerm, and have a better means to avoid such in the future, as well as
seek Mr. Summers involvement as to how best to remedy.

Mr. Summers then said complaints were an ongoing problem, that I was difficult to work
with, and everyone knew that I had a hard time working with others. I said I was
surpnised to hear of the number of complaints, saying such posed a problem in that I had
regular and positive dealings and interaction with the Facilities division staff given my
facﬂlty management responsibilities.

I asked Mr.Summers how he had responded to Mr. Acton’s recent complaint from
Carpentry against me, whether Mr. Summers had supported me. Summers paused, and
then said he had a difficult time supporting me especially given how complaint-happy I
have been, the numerous discrimination complaints | had recently filed. Given that Mr.
Summers’ demeanor, tone and content of the conversation was becoming increasingly
adversarial and difficult, ] requested for an unbiased third-party witness and participant.
Mr. Summers became even more agitated, said “He wasn’t going there ” and that it was
- much like the mediation request and the complaints [ had filed downtown.

M. Summers said, “You’ve been a probleﬁl“from get-go.” Wﬁén Eésked Mr. Summers

what he meant from “get-go,” Mr. Summers said, “since we were at El Camino (the
Airport Museums leased an office space in Burlingame from 1997 to 2004), and that he
had warned me back then. Mr. Summers said you need to look at the other person’s
perspective, and that my achons behavior, and tone of voice was a continual problem. He
said, “Don’t sit there all proper.” I asked Mr. Summers why this was the first time I was
being told this and that it was such a point of contention. I said given the number of years
I had been at the Airport Museums, the many projects I had worked on, the number and
diversity of people I had worked with, all successfully without incident, [ was taken
aback by his comments. Mr. Summers said, “I can’t change you, you néver listen, [ have
been your strongest advocate.” Mr. Summers then said, “You’re unhappy here, look at
the number of complaints you’ve filed, do you want to quit?”

Shocked and offended, dismayed and concerned all the more re Mr. Summers’ escalating
adversarial and confrontational demeanor and comments, all without witnesses or
recourse, [ made a internal decision then and there to bring the meeting to a close. I

calmly replied that, “I do not want to quit, but do want to quit for the day. I will be

. working on projects at the Spruce warehouse Thursday and Friday, and will be at work - . -
tomorrow morning.” I then got out of my chair, moved it back to its original placement,
opened his office door, and suggested to Mr. Summers that we should scheduie 2 meeting
to follow-up this discussion. Mr, Summers’ reply was that “next time the meeting should
be scheduled and not on the run,” a curious comment in that the discussion had been

Krnudsen discrimination complaint against Mr. 'Bia@ ﬁ@ners re 9 July 2008 event
13 September 2008, page 3 of 4
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initiated, instigated, and controlied by Mr. Summers. [ then departed Mr. Summers’
office, went back to my office, closed down my computer and office for the day, and
departed the Airport Museums’ facility just before 3:00 PM.

Completely devastated by the above discussion that had taken less than fifteen minutes,
but had been so potent, I drove out of the parking lot, wondening what my options were,
whether I could continue to work i such a hostile work environment that was going from
bad to worse, with a supervisor who had just implied strongly that he wanted me to quit.
In this meeting, through his tone, demeanor and words, Mr. Summers was clearly
resentful and retaliating against me for the discnimination complaints I had filed. I drove

from the Airport to the SEIU Local 1021 office in San Francisco to report the incident,
and seck advice and counsel. , '

197
Knudsen discrimination complaint against Mr. Blake Summers re 9 July 2008 event
13 September 2008, page 4 of 4
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RE: CCSF Discrimination Complaint EEO file #1371

Discrimination complaint filed by:
Ms. Sonya Knndsen, 3546, Curator IV
Curator tn Charge of Administration
San Francisco Airport Museums (SFAM)
San Francisco International Airport (SFQO)
City and County of San Francisco (CCSF)

Discrimination complaint filed against:
Ms. Kathie Smookler
San Francisco Airport Museums (SFAM)
San Francisco International Airport (SFO)
City and County of San Francisce (CCSF)

RE: July 1, 2008 Workplace situation, inclusive of verbal harassment mappropnate
discipline, improper physical conéi.ucf1 and retaliation.

SUMMATION
On 1 July 2008, while talkmcr with two Reo1s1rars 1n the Airport Museums’ main

———Reglstration office, Ms. Kathie Smookler, secretary to Mz Blake-Summers; Director——————

and Chief Curator of the San Francisco Airport Museums (SFAM), came into the office
and said that she needed to talk with me. Ms. Smookler appeared agitated. I followed

Ms. Smookier into my nearby office where she proceeded to close the door behind me
‘and then remained standing, as did L

Behind closed doors, in a private discussion in my office, Ms. Smookler mmmediately
and harshly reprimanded and accused me of planning a 4th of July SFAM staff barbeque
without the involvement and knowledge of my supervisor, Mr. Summers, using terms

- such as undermining, sneaky, disrespectful, and planning behind his back. Then Ms.
Smookler accused me of placing another SFAM staff member, Mr. Timothy O’Brien,
1n 2 “mediator position” between Mr. Surmmers and myself, forcing Mr. O’Brien into
an awkward position to inform Mr. Summers of the barbecue, act as go-between Mr.
.Summers and myself. Ms. Smookler accused me of being unaware of how busy Mr.

" O’Brien’s work schedule was, and that he should not be bothered or involved in such a
matter.

Taken aback by Ms. Smookler s accusations, her obvious anger; I attempted to explain
. to Ms. Smookler that the 4% of july barbecue this year was a repeat of 2 4™ of July
SFAM barbeque that we had had two years ago in 2006. I said that the 2006 barbeque
had been a SFAM group effort and that | had donated the food and table decorations,
Mr. O’Brien had done the barbeque grilling, and that permission had been secured
before we had proceeded. In 2006 Mr. Summers and Mr. Abe Garfield, Assistaﬁt

Discrimination commlamt against Ms. KathIe Sm@‘%@éSSFAM re | Juiy 2008
Page 1 of 4,13 September 2008
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Director, had granted permission after being assured that there would be no SFAM
expenses and mimimal, if any, disruption to SFAM staff daily responsibilities beyond a
slightly longer lunch period.

I explained to Ms. Smookler that for the 2008 barbecue [ had asked Mr. O’ Brien .
whether he would mind asking Mr. Summers and thus the reason why Mr. O’Brien had
done so. I explained to Ms. Smookler that Mr. O’Brien had expressed no difficulty or
any concerns in speaking with Mr. Summers, and that [ knew Mr. O’Brien was busy,
that everyone at SFAM was busy, inclusive of mysell. :

Ms. Smookler then said I had no night to place Mr. O’Brien in such a position and that |
should have talked with Mr. Summers myself. Ms. Smmookler said such actions were
typical in that T was going around Mr. Summers, working behind his back, being
disrespectful in doing so. I explained to Ms. Smookler that this had not been the
situation, that I never went behind Mr. Summers back, and always involved him in
activities and kept himn apprised. Ms. Smookler was still very upset and demanded to
know who was behind the 4™ of Tuly barbeque.

I explained to Ms. Smookler that I couldn’t recall who specifically had come up with
the idea but did recall that there had been several SFAM staff members who had talked
with me about having a barbecue. Ms. Smookler again asked who was behind
organizing a barbecue and I repeated what I had just said, and provided her example of
several names, inclusive of myself and Mr. O'Brien.

Ms. Smookler was still very angry and increasingly animated and unreasonable,
conveying that she thought I was disrespectful of and undermining Mr. Summers within
the SFAM work setting. On two separate occasions while we talked I requested of Ms.
Smookler to be allowed to depart niy office, first to seek out Mr. O’ Brien to involve

. him in the discussion so as to clear up misunderstandings, and later, a second attempt,
because I found Ms. Smookler’s comments harassing, distressing, and upsetting. Both
attempts to leave my office were not possible because Ms. Smookler purposely blocked
my way and refused to move.

Ms. Smookler still insisted on finding out who had organized the barbeque and I |
repeated that there had been several staff suggestions for a barbeque. [ provided her
examples of Mr. O’Brien and I talking abowut it, Mr. Thai Bui talking about it, etc., and
then Ms. Smookler said that she would talk with Mr. Bui when he returned to the office
to find out if he had planned and organized the barbeque. I said to Ms. Smookler that

was not.necessary and if she wanted someone to-blame, then she could blame me; I~ = =

would take full responsibility. Still not satisfied, Ms. Smockier opened my office and
departed, guite upset and angry.

199
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I then went to Mr. O’Brien’s office and asked if he had any difficulties with requesting
of Mr. Summers permission for the barbeque. Surprised at the question, he said that he
had no problems asking Mr. Summers permission instead of me. After hearing my brief
summation of my discussion with Ms. Smookler, Mr. O’Brien apologized to me for
 placing me in such a situation. I replied that he had no reason to apology. Mr. O’Brien
then explained that his initial discussion with Mr. Summers had been alone in Mr.
Summers’ office but that Ms. Smookler had overhead the conversation and had come
into Mr. Summers’ office to comment, disparaging the need for a 4% of July staff
barbecue. Mr. O’Brien said that he had explained to both Mr. Summer and Ms.
Smookler, “that we had a barbeque back in 2006, Sonyz had contributed the food, and
that everyone had a fun time.” Mr. O’ Brien then apologized for saying such statements
to Mr. Summers and Ms. Smookler because it seemed that both took 1t out of context,
misunderstanding that [ was organizing the barbeque. Mr. O’Brien expressed
amazement that such a trivial matter, one that did not mmvolve either Mr: Suminers or
Ms. Smookler with regard to expenses, their contributions or involvement, ete., would
become such a problem. I explained to Mr. O’Brien then given the circumstances |
wanted no further involvement in helping organize and confribute to the barbecue but
encouraged him to proceed anyway. Mr. O’Brien said that he also had no interest in the

‘barbecue because of what had just happened, but wondered whether we should talk
with Ms. Smookler.

I said to Mz. O’Brien I did not feel comfortable talking with Ms. Smookier alone but
would prefer to talk with Ms. Smookler and Mr. Summers at the same time, to clear the
entire matter up. Mr. O’Brien said that was not possible because Mr. Summers was out
of the office for 2 good portion of the day. I said that was typical of Ms. Smookier to

wait for Mr. Summers’ departure before doing what she had just done, a repeat of past
pattern. '

Not wanting the situation to worsen in any way, have Ms. Smookler confront Mr. Bui
upon his return and subject him to like treatment, I asked Mr. O’Brien if he would
accompany me to Ms. Smookler’s office to discuss the barbecue matter, and he agreed.
We went to Ms. Smookler’s office where I asked if we could talk to her, and she
silently got up and led us into Mr. Summers’ empty office, closing the door behind us.
Ms. Smookler once again expressed how upset she was as to the fact that I had gone

behind Mr. Summers® back, had asked Mr. O'Brien to seek pem:ussmn for the barbeque
from Mr. Summers rather than myseif.

I said to Ms. Smookler, “that 1s Why we are here,” and said Mr. O’ Brien will explain.
Mr. ©°Brien-explained that his involvement was voluntary, and that the barbecus-was
much like the barbecue we had had a few years ago. Ms. Smookler said she could not
recall there being a 47 of July barbecue and then we both explained to Ms. Smookler
that it had been on a Friday, her day off from work. 1 then said that there had been no
expenses for the 2006 staff barbecue, and that | had contributed the food and that Mr.

Dlscmmmatxon complaint against Ms Kaihle Sm@%SFM re’ 1 July 2008
Page 3 of 4, 13 September 2008
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O’Brien had grilled hamburgers and hotdogs. I said this year I planned to contribute the
food again, as a birthday gift (my birthday is on 7 July) from me to the staff, and that
this vear it was especially heartfelt because of my father’s failing health. Ms. Smooker
then said, “I’m bad, you're all good,” and left the office.

Mr. O’ Brien and I then departed to the hallway outside his office and we both agreed
there was no point to proceed now, that neither one of us felt like having a 4™ of July
barbeque, and it was a pity that such a simple matter was blown out of proportion,
causing such resentment for no apparent reason. While we were talking, Ms. Smookler
approached us and said, “I apologize, I didn’t know all the details,” and that the
barbeque was a good idea and that, “we needed to make a good impression with the
new staff.” Mr. O’Brien and [ both explained to Ms. Smookler that we had been
discussing canceling the barbecue, and Ms. Smoolkler said, “it was mmportant that we
proceed, and that 1t would be fun.” '

Ms. Smookler then explained that she hadn’t meant to over react so, but that she was
always in a difficult position because Mr. Blake Summers was not into such things,
didn’t like parties, etc. Mr. O’Brier and I both said to Ms. Smookler that we were not
expecting Mr. Summers’ invelvement or participation simply his approval for us to
proceed. Ms. Smookler said that Mr. Summers couldn’t attend in that there was a
Facilities Department barbeque, and he didn’t even want to attend that either. She then
suggested that maybe SFAM staff could go to the Facilities barbeque. I responded by
saying that we hadn’t even known of the Facilities barbeque and that most SFAM staff
would not want to attend as few knew people over there. I said it would be much more
comfortable for staff here to have a barbeque in-house.

Ms. Smookler agreed and the offered to bring drinks, and departed. After she left, I said
to Mr. O’Brien that [ really didn’t want to be involved in a staff barbeque and Mr.
O’Brien said he didn’t either, and said I should be the one letting Mr. Summers know
that we had decided not to have the barbeque. I agreed, and briefly informed both Mr.
Summers and Ms. Smookler the following day, suggesting that we could plan a
barbeque at a later time 1n the year such as Labor Day. [ also spread word amongst
SFAM staff that the SEAM 4™ of Tuly barbecue was cancelled, and that there was a
Facilities barbeque next door they could attend but that they would need to r.s.v.p and
pay an admission charge. '
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DATE: 16 September 2008

TO: Ms. Silvia Castellanos
Assistant Manager, EEO Programs
Department of Human Resources (DHR)
City and County of San Francisco (CCSE)

FROM: = Ms. Sonya Knudsen :
- Curator in Charge of Administration
San Francisco Airport Museums (SFAM)
San Francisco Intemational Airport (SFO)
City and County of San Francisco (CCSF)

RE: Six (6) CCSF Discrimination Complaints filed,
inclusive of EEO File #s 1343 and 1371

I have been employed at the San Francisco Airport Museums (SFAM) since 1997, an
“exemplary professional and worker, with three promotions, a steliar reputation, and
remarkable record of accomplishments, achievements, and collaborations. My
" contributions have been invaluable to the San Francisco Airport Museums and San

Francisco International Airport. o o

Butl have been, and continue to be, an employee subjected to discrimination, .
harassment, and retaliation frommy supervisor, Mr. Blake Summers, Director and Chief

Curator, San Francisco Airport Museums. These actions were notable in November 2007
and have only escalated further, and continue to do so.

The accompanying sampling of San Francisco International Alrport (SFO) and City and
County of San Francisco (CCSF) administrative directives indicate the many policies and
procedures articulated by SFO and CCSF. These directives in themselves convey a
commitment from both entities to adhere to an exemplary organizational and individual
character, integrity, and value system, with respect and adherence to SKO, CCSFE, State,
and Federal laws, directives, et al. My request is that they be applied to my situation.

San Francisco Intemational Airport (SFO) is a world-class airport serving tens of millions
of domestic and international passengers annuzlly. The SFO Airport Commission policy
is to ensure nondiscrimination. SFO’s Administration Division is responsible for
providing services to Airport employees, Airport tenants, and the traveling public, This
includes ... providing and maintaining a competent workforce; creating and maintaining
a healthy and safe working environment. This is the work place I seek and expect,

While the above is laudable, my experiences these last two years at SFO and CCSF are
" - contradiction to the validity of, and adherence to, an observance and respect of such

CCSF DHR-EEO 17 September 2008 meeﬁng%g‘%s Sitvia Castellanos
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stated intentions and values. Due to a March 2007 car accident and injuries sustained, 1
have had an FMLA/sick leave absence from the San Francisce Airport Museums (SFAM)
through April 2008. An additional consequence of my car accident has been an exposure
1o the SFO and CCSF organizations and systems, especially with regard to
administrative, legal, employment and labor policies and procedures, and senior
mianagement's knowledge, observance, adherence, and lack of such. SFO and CCSF have
directly and indirectly, explicitly and implicitly, violated, ignored, disregarded,
contradicted, and undermined SFO, CCSF, State and Federal directives, policies, and
laws. ' :

it is telling that I have had to file six (6) separate discrimination complaints with CCSF
DHR-EEQ this past year, et the reasons stated and articulated, on paper and in person,
have yet to be thoroughly pursued, investigated, addressed, or resolved by SFO and
CCSF management. In filing these discrimination complaints T have sought
administrative remedy within SFO and CCSF, giving both eptities and senior
management opportunity to respond.and correct. Internal grievance procedures are meant
to encourage disputes to remain internal and “a11 in the family.” Such devices are
effective as a means of resolving and correcting discrimination proactively, not to dismiss
_ and discourage claims. :

T suspect that many individuais within SFO and CCSF have been and are subjected to
ineguitable, unfair, unreasonzble, discriminatory, harassing, and retaliatory actions, and
have been dealt with and dispatched with similar if not more egregious treatment. The
onerous, intimidating, administrative process and complex SFO and CCSF system
becomes used and biased in fzvor of the employer and management to the detriment of
the employee(s). Very few individusls have the wherewithal, energy, and perseverance to
nitiate and sustain the level of actions and commitment needed to navigate through such
challenging and heavy-handed complexity. To have to deal with such is daunting and
time consuming, if not discouraging. To proactively and positively contribute and
participate, help and aid my worksite and organization improve and evolve, [ have
persisted in pursuing this discrimination process and seek to have it rectified so that
others similarly faced will not have to encounter and endure again like circumstances.

Character is the very essence of what we are made of — our moral strength, integnity,
principles, ethics, values, honesty, courage, attitude, respect, and compassion — traits that
should be exemplary and consistent, not to be sullied or compromised. Actions and
behaviors are the distinguishing qualities. Toc many people and organizations give nto
temptations, look the other way, and even when they have opportunity and occasion to

- ~semedy, to make a wrong aTight, they can’t and won’t, blaming and bolding everyone

accountable but not themselves. Status quo is & present condition thet can be improved
upoDn. '

Tn an ideal world, workplace discrimination would never occur. The irony is that more
and more workers with diagnosed but treatable and manageable 1inesses or medical
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conditions ate ready, willing, and able to work, yet more employers are tending to deny
them jobs or promotions because of perceived or projected medical problems. The top .
three health categories that have triggered the most discrimination claims at EEOC in
recent years are pregnancy, back, and neurological. The ADA protects individuals with
disabilities, who are otherwise qualified for the job in question, from discrimination
based on disability. In addition to protection from discrimination based on disability, the
ADA prohibits diserimination against persons who have recovered from disability. Civil
rights laws make discrimination illegal, as well as retaliation for opposing unlawiul
discrimination. It is also illegal to discriminate or retaliate against a person because a
person has used the system set up by the anti-discrimination laws by filing a complaint of
discrimination. If the employer retaliates against an employee, the employee has one
more ground for complaint. -

The facts are irrefutable:

% T was in car accident and sustained injuries with need for reasonable accommodation
% 1have been discriminated against by my supervisor, Mr. Blake Summers

> The very system set up within SFO and CCSF to protect my employee rights and
interests via a discrimination complaint process has only served to exacerbate rather
- than resolve the gnievance and suspect situation. - '

Discrimination and harassment has cozltilm_ed and escalated _

>
» Additironal discrimination complaints have been filed
¥ Retaliatory actions have occurred

>

All seemingly, directly and indirectly, supported and endorsed by SFO and CCSF

Since my car accident of March 2007, in my November 2007 request to return to Work on
2 part-time basis at the San Francisco Airport Museums (SEFAM), my return to work on a
fuli-time basis in April 2008, to recent events, such as those in July 2008 (the reason for
this 17 September 2008 meeting) or August 2008 (violation of FMLA rights), T have been
subjected to discriminatory, harassing, and retaliatory acts and unfair, biased treatment
from my supervisor that have consistently occurred znd escalated, and continue to be a
problem. What has already been a strained working relationship with my supervisor has
worsened, all due to his actions and behaviors, seemingly unchecked and uncensored,

. creating a difficuit,stressful, and.hostile work environment. ‘The repeated recklessness. ..
and manner in which my supervisor acts without regard to the consequences clearly
indicates an “I don't care attitude,” endorsed by SFO and CCSF administration and
management personnel.
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While the reason for a September 17, 2008 meeting with Ms. Silvia Castellanos,
Assistant Manager-EEO at the CCSF Department of Human Resources (DHR) 15 to
review discriminatory, harassing, and retaliatory actions on the part of my supervisor, Mr.
Blake Summers, Director and Chief Curator of San Francisco Airport Museums, that
occurred on July 9, 2008, and like actions of Ms. Kathie Smookler, his secretary, that
occurred on July 1, 2008, what is equally important in this meeting is the necessity on the
part of the CCSF representative to assist in addressing and remedying core issues that
remain outstanding.

My initial discrimination complaint, and subsequent complaints filed with CCSF DHR-
EEO personnel in good faith T have sought administrative remedy, and supported
mediation. An adherence to SFO and CCSF administrative policies and procedures on the
part of SFO and CCSF senior adminisirative staff is requested.

The six discrimination complaints are as follows:

1. ‘Against my supervisor, Mr. Blake Summers, for his November 2007 denial of
employment, reasonable accommodation, and comments regarding alleged disruptions
to San Francisco Airport Museums’ staff and operations, EEO File #1343, currently
being appealed at CCSF Civil Service Commission - ' '

Against the SFO-EEO department regarding their handling of my reascnable
accommodation request to return to work at the San Francisco Adrport Museums in
April 2008, pending EEO file # assignment :

N

L2

. Against both the SFO-EEQ and DI—IR-EEO departments regarding their handling of
my initial November 2007 discrimination complaint, pending EEO file # assignment

4, Against my supervisor, Mr. Blake Summers, for his actions, behavior, and treatment
since my April 2008 return to work at the San Francisco Alrport Museums, pending
EEQ file # assignment :

5. Against Ms. Kathie Smookler, Mr. Summers’ Executive Assistant/Secretary, for her
actions and behavior on July 1, 2008, EEO File #1371 '

6. Against my supervisor, Mr. Blake Summers, for his actions and behavior on July 9,
2008, EEO File #1371 ' . :

By nature, I give people the benefit of the doubt, often to my disservice. Such is the case

in my-dealings with my supervisor, SEQ, and CCSF in atternpting.to discuss, address, and . .

resolve these discrimination matters. But rather than responsibly and proactively
addressing and correcting these noted discrimination issues, both SFO and CCSE have
comtributed and exacerbated the problems in their own actions. As a resuit, there has been
2 continued pattern of discrimination and increased activities and actions of harassment
and retalistion against myself from my supervisor for more than a year and & half with no

- 200
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signs of abating. All such actions are direct contradiction to, and violation of, SFO and
CCSF policies and procedures, State and Federal laws, but more so, 2 betrayal of trust
between the organization and the employee.

In the six discrimination complaints filed I have never really been given adequate
opportunity 1o discuss or provide specific details and examples of the numerous
discrimination, haressment, and retaliation instances, a due process and procedural |
faimess that should be a given. Instead [ have been forced into cursory meetings,
provided contradictory information about the CCSF discrimination process, with little
evidence of 2 thorough, impartial, and complete investigation. Ongoing written
communication with SFO and CCSF management, with responses, if any, on their part
has deferred and deflected any responsibility in providing remedy and solution to
concems and issues brought forth. In addition, I have been placed in a vuinerable and
‘isolated position at SFAM, working in a hostile work environment with direct daily
interaction with my supervisor, the primary source of my discrimination complaints.

Some of the consequences have been and are:

Because I was not allowed to return to work in November 2007 on a part- basis, despite
receiving medical clearance to do so, I was forced to exhaust a very large balance of
-CCSF sick leave, floating holidays, comp time, hohday in liew, and vacation leave hours.
Simultaneously, I was forced to exhaust my CCSF Family Medical Leave Act (FMLA)
and California State Disability Insurance (SDI) entitlements prematurely. As aresult, I
now find myself in a position where I am not quelified for CCSF FMLA or SDI, have a

very low CCSF balance of sick and vacation hours, yet have need for ongoing medical
attention.

One of the issues that came forth in the November 2007 phone conversation with my
supervisor ‘was his claim that when [ had worked a part-time schedule in April and May
of 2007 there had been a distuption to SFAM staff and operations. Not only was I
surprised to hear of such a claim for the first time well after the fact, ] had a difficult time
comprehending what the alleged problems were, if any, given that my supervisor could
not and would nof provide me specific examples or details. And yet, my supervisor used
this as one of his reasons for denying me the right to return to work in November 2007.

Eurther, my supervisor’s actions contradicted many of his previous actions and
established past precedents at SFAM. When we had met in July 2007, my SUpervisor
expressed frustration that I was not able to provide him a specific date that my doctors

- awornld-permitime to refurn to work. He then szid that when I returned 10-wOTk 00 &Pkt =ser -« wrren -

time basis, he preferred a morning part-time schedule to work with SFO’s Facilities crafts
departments.

In mid October 2007, T received a call from SFO Legal requesting my assistance in a
court case, inclusive of representing and SFAM and SFO on trial date in San Francisco in
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late October 2007. The attorney had been referred to me by my supervisor, and had not
been given indication of my CCSF FMLA/sick and SDI leave. Despite not being able to
be able to physically represent SFAM and SFO in this case, I did provide extensive

. assistance to SFO Legal to prepare for the court case via phone and email

correspondence. Another indication from my supervisor of his presumptive need to have
me back as soon as possible. '

Every indication I had been provided by my supervisor was to refurn to work as soon as
possible on a part-time basis. Given that there has been an established precedent at

SFAM for staff to bave approved CCSF FMLA/sick leave absences and return to work on
a part-time basis, inclusive of my own example in January 2004, it was quite surprising to
have my November 2007 request denied.

This denial was a totzl contradiction. Despite receiving medical clearance to refurn to
work on & part-time basis, my supervisor deemed to pass judgment regarding my physical
condition and my capabilities. SFO or CCSF personnel did not request pertinent CCSF

. paperwork regarding reasonable accommodations or respond to a Jetter I had sent to Mr.
Summers reiterating our phone conversation.

When I returned to work on a fuil-time basis in March 2008, I found that my core job
responsibilities were no longer the same as those prior to my accident of March 2007.
Several key duties, such as providing monthly mnsurance reports to SFO Risk
Management, updating and managing FilemakerPro and Excel databases with regard to
permanent collection and exhibition schedules and activities were no longer my
responsibility. I was placed in a support role to aid in a computer collection management
system upgrade, a change from my normal responsibilities in working directly with my
supervisor to plan, develop, and implement database improvements.

My ability to function as the SFAM facility manager has been and remains hampered by |
my supervisor. He has alleged complaints received from SFO’s Facility departments, but
has never provided specific details or information. He has instructed me not to generate
excessive work requests; I am unclear at what point  had, if ever, issued unnecessary
WoTk requests.

‘A mzjor discrimination and retaliation from my supervisor is his failure to include me in
SEAM staff promotions. In a conversation I had with him n May 2008, he answered a
query on my part with regard to two SFAM promotions for the Manager I and Curator IV
positions and whether one was for me by stating, “Why would I promote you, you haven't

heerrhere this past year?” referring to-mmyFMLAssiekleave. This was astounding-because . .

I had been promoted in title only in 2006 without a CCSF classification or salary increase
but was promised that would be forthcoming in the next budget cycle. :

Tn Julv 2008 T was in a brief discussion with my supervisor due to an alleged complaint
received by Mr. Peter Acton from the SFO Facilities” Carpentry departmert, without M.
CCSF DHBR-EEC 17 September 2003 meeting with Ms. Silvia Castellanos
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Summers providing specific details ot information. This discussion quickly became a
forum for Mr. Summers to launch into numerous accusations and condemnations, ending
with a statermnent and question from Mr. Summers saying, “You are Lmhappy here, look at
all the complaints you have filed, do you want to quit?”

These examples and others provided in past correspondence with SFO and CCSF
personmel provide indication of a hostile work environment, difficult and stramed work
conditions, and direct and repeated examples of discrimination, harassment, and
retaliation from my supervisor. Throughout I have continued to work at SFAM despite
these conditions, professional and fulfilling my essential job responsibilities:

Within all filed discrimination complaints there are numerous and additional defails,
facts, and information providing examples of ongoing discrimination, harassment, and
retaliation events I have been exposed to. Despite the fact that | have placed trust in and
fully cooperated with all entities involved, SFO and CCSF Management has not
responded or resolved the matters brought forth.

CCSF DHR-EEOQ 17 September 2008 meeting with Ms. Silvia Castellanos
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SFO Exécutive Directive 83-27 — Airport Discrimination Complaint Process

It is the Airports desire to handie employee concerns effectively, fairly, and internally and fo build
a favorable work environment in which employees feel free to bring their concerns to ‘
rmanagement. ‘

Under Federal, State, and City law, it is illegal fo discriminate against any employee on the basis
of race, religion, sex, national origin, ethnicity, age, physical handicap, political affiliation, sexual
orientation, ancestry, marital status or color. if any employee believes that he/she has been

" discriminated against on one of these basis, the empioyse may atfempt to resolve the matter
through the following in-house procedure..:

. Within 5 business days of the findings of the Affirmative Action Officer, either party may request
review by the Airport Director. The Airport Director will review the findings of the Affirmative
Action Officer and any additional evidence submitted by either the employee or any party named
and will make a decision accordingly. '

This procedure is nof a substitute for the Civii Service Commission Discrimination process. ..
However, as many allegations are caused by lack of communication between employee and.
supervisor or misunderstanding of the administrative practices, use of this in-house procedure
may be the more direct and immediate way o resolve this particular type of personnel problem.

The Affirmative Action Officer and staff are available to assist employses and supemsors
regarding the policies, rules, and procedures relating to the City and the Airport.

SFO Executive Directive 86-11 Airport Standard of Conduct

if is the policy of the City and County San Francisco, and each of its officials, employees and
agents acting in their official capacity, to treat all persons equally and respectively, and to refrain
#rom the willful or negfigent use of slurs against any person on the basis of race, cofor, creed,
national origin, ancestry, age, sex, sexual orientation, or disability. A slur, as used in this policy is
a word or combination of words that by ifs very utterance inflict injury, offers little opportunity for
response, appeals not to rational faculties, or is an unessential or gratuitous parf of any
exposition of fact or opinion. All persons are entifled by law fo the right of equal treatment and
respect. Slurs deprive members of the protected groups of this right by holding them up to public
contempt, ridicule, shame, and disgrace and causing them fo be shunned, avoided or injured in
their occupation. By promoting ill will and rancor, siurs diminish peace and order. The use of such
siurs by city officials or employees will be considered by commissions, departments, agencies,
boards, or appointing authorities as prima facie evidence of the lack of competence of said Cily
officials and employees. Evidence of usage of such slurs shall be entered into job performance
evaluations and shall be considered in evaiuating the fitness of city employees.

SFQO Executive Directive 90-02 — Employee Disciplinary Actions .

1t is the Airport’s policy to develop and faster effective communication between supervisors and
their employees regarding employee performance and conduct. Effective communication
comprises both recognition of strong performance or especially noteworthy conduct as well as
actions io be faken when employee performance or conduct is unsatisfactory or otherwise

_inappropriate. The purpose of this Executive Directive is to clarify guidelfines for supervisors and

managers in thése latter circlitnstances soihat there will be a consistent approach fo employee ™ 7

discipling throughout the Airport. ..

Generally speaking, the principal goals of employee discipline are fo Inform and correct. That is to
say, when an employee's behavior violates a rule or policy, or when an employee’s job
performance deteriorates below a satisfactory level, the manager or supervisor must infervene on
a timely basis fo convey concern about the prob!e%%jﬁstabﬁsh a plan to try fo correct It

CCSF DHR-EEC 17 September 2008 meeting with Ms. Sitvia Castellanos
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Accordingly, the manager of supervisor should consider the nature of the misconduct or

performance problem as well as the employee’s work record when defermining what action may
be appropriate.

in instances where the misconduct or poor performance is not in and of jiself serious enough fo
warrant suspension or discharge, supervisors should follow a progressive approach to discipline.
Such an approach usually begins with informal clarification of duties or counseling and continues

" with one or, where appropriate, more written wamings or reprimands if the employee’s behavior
does not show sufficient improvement. If a written warning or reprimand does not coirect the
problem, suspension without pay may become necessary. The length of suspension will depend -
upon the nature of the employee’s actions (or inactions), the employee’s previous record and how
similar infractions or problems are dealt with by the manager and, where appropriate, by other
Airport managers and departments. If suspension without pay falls fo bring about required
improvernent, dismissal from employment may resuft,

_.Itis exceedingly important that a supervisor clearly describe the problern to the affected
employee at all stages of progressive discipline. In addition, the supervisor must describe what
improvement is expected and the consequences of the employee’s failure to improve, as
appropriate. Where the problem involves deficient job performance, the supervisor must also

- indicate the time frame in which such improvement must accur. Disciplinary action should be
grounded on a thorough investigation of the facts pertaining fo the employee’s conduct, including,
in most circumstances, e discussion with the employee about the events in question.

In order to maintain consistency throughout the Airport in administration of discipiine, managers
and supervisors must review the facts, documerntation, and proposed disciplinary action with the
Personnel Director before implementation.. This requirement applies fo all managers and
supervisors who are contemplating a recommendation to the Director of Airports that an
employeé be suspended or dismissed. Managers and supervisors are strongly encouraged fo
consult with the Director of Personne! at the earfiest stages of progressive discipline.

It is our management phifosophy that management bears the responsibility to inform employees
régarding what is expected of them in terms of job performance, conduct on the job, and off-duty -
conduct that could affect their employment relationship. If employees nonetheless fail to respond
by making a concerted effort to improve their performance or conduct, managers and SUDEFVISOrs
must take appropriate comrective action and document such action. Managers and supervisors
who do -not address these issues in timely and thorough fashion are failing fo perform their own
responsibilities in a satisfactory manner.

SFO Executive Directive 98-08 — Workplace Viglence

The Airport Commission is committed to maintaining a safe and secure environment for alf
employees and members of the fraveling public. The Airport Commission strictly prohibits its
employees, tenants, contractors, visitors, or anyone efse on Alrport premises or engaged in
Airport business from behaving in a violent or threatening manner...

All employees are expected to report ... any situation involving any Airport Commission :
~ employes, tenant, contracior, visitor, or any other person who is making threatening or physically
s L wHintimidating statements or who is engaging in threatening; intimidating, bizarre orerratic. ‘

behavior...

To the extent practicable, the Airport Commission will maintain confidentiaiity of reporting
employees and of the investigation of reports, except where disclosure Is required by law or is
necessary in order to take appropriafe corrective action. Retaliation against any raporting
employee will not be folerated. _ 2 _f L_@ :

Lo f
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Any supervisory smployee who observes, or receives a report of, rmisconduct ... shall iake
corrective action immediately... :

SEQ Executive Directive 99-01 — Emplovee Disgiplinary Action .
it is the Airport’s policy fc develop and foster effective commurication between supervisors and
their empioyees regarding employese performance and conduct. Effective communication _
comprises both recognition of strong performance or especially notewarthy conduct as well as
actions to be taken when employee performance or conduct is unsatisfactory or otherwise

inappropriate. :

The purpose of this Executive Directive is 1o clarify guidelines for supervisors and managers in
these lafter circumstances so that there will be a consistent approach to employee discipline
throughout the Airport. .. ~

Generally speaking, the principal goals of employee discipline are to inform and correct. That is {o '
say, when an employse’s behavior violates & rule or policy, or when an employee’s job
performance deteriorates below a satisfaciory level, the manager or supervisor must intervene on
a timely basis to convey concern about the problem and establish a plan to try to correct it.
Accordingly, the manager of supervisor should consider the nature of the misconduct or
performance problem as well as the employse’s work record when determining what acfion may
be appropriate. _

in instances where the misconduct or poor performance is not in and of itseif serious enough to
warrant suspension or discharge, supervisors shoulfd follow a progressive approach to discipline.
Such an approach usually begins with informal clarification of duties or counseling and continues
with one or, where appropriate, more written warnings or reprimands if the empioyse’s behavior
does not show sufficient improvement. .. : ‘

It is exceedingly important that a supervisor clearly describe the problem io the affected
employee at all stages of progressive discipiine. in addition, the supervisor must describe what
improvement is expected and the conseguences of the employee’s failure to improve, as
appropriate. Where the problem involves deficient job performance, the supervisor must also
indicate the time frame in which such improvement must occur. Disciplinary action should be
grounded on a thorough investigation of the facts pertaining to the employee’s conduct, including,
in most circumstances, a discussion with the employee about the events in guestion.

in order to maintain consistency throughout the Airport in administration of discipline, managers
and supervisors must review the facts, documentation, and proposed disciplinary action with the
Ajrport Human Resources Director before implamentation. This requirement applies fo ali
managers and supervisors who are confemplating a recommendation fo the Airport Director fhiat
an employee be suspended or dismissed. Managers and supervisors are strongly encouraged to
consult with the Airport Huma#n Resources Director at the sarliest stages of progressive discipfine.

It is our management philosophy that management bears the responsibility fo inform employees
 regarding what is expected of them in terms of job performance, conduct on the job, and off-duty

" condiftthat could afféctthelr employment relationship. If employees nonetheless fall (owespOmdh «: e s

by making a concerted effort to improve their performance or conduct, managers and supervisors
must take appropriate corrective action and documerit such action. Managers and supervisors
who do not address these issues-in timely and thorough fashion are failing to perform their own
responsibilities in a satisfactory manner.
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SFO Executive Directive 98-D5 Airport Discrimination Complaint Process .
It is the airport's desire to handle employee concerns effectively, fairly and internally and to build
a favorable work environment in which employees are free to bring their concerns to
management. To ensure this work environment, the Airport Director has designated the Fqual
Employrnent Opportunity and Diversity office fo monitor and respond immediately and effectively
fo discrimination complaints, handle all equal employment opportunity concerns and matters of

" diversity. This office report solely to the Airport Director. ‘

Under Federal, State and City and County of San Francisco law, it is illegal to discriminate
against any employee or applicant on the basis of race, color, religion, creed, sex, national origin,
ethnicity, age (40+), physical or mental disability, medicaf condition (cancer refated), Acquired
immunity Deficiency (AIDS/HIV) or AIDS related conditions, political affiliation, sexual orientation,
ancestry, marital or domestic or partner status, pregnancy or pregnancy leave, gender identily,
parental status, or other non-merit factors. It is also iflegal fo retaliate against any emploves or
applicant for having made & good-faith complaint, the reporfing discrimination, and/or for
pariicipating or aiding in an employment discrimination investigetion... '

The Airport EEO and Diversity Programs office is available to assist employess and supervisors

in understanding their respective roles in maintaining a discrimination free work environment, and
in handling issues thaf arise. ..

SFO Executive Directive 00-02 Standards for Exployee Conduct

To heip assure the highest possible level of service fo the travelfing pubifc, effectiveness of all
airport divisions in carrying out their missions, and a positive working environment, the folfowing
sef of standards are estabiished fo guide the performance of Airport Commission employees.
Above all, these standards call upon all Airport Commission ernployees to build a team that
strives for the highest quality of work product, and for professionalism and respect i all dealings
with coworkers, airport tenants, and the traveling public....

To maintain the highest standards of personal conduct by treating employees we supervise,
cowarkers, tenants and the public fairly, respectfully and professionally. To observe all City
policies that prohibit discrimination, harassment {including sexual-harassment) and the use of
slurs against any individual based on thelr race, ethnicity, national origin, religion, age, gender,
gender identity, sexual crientation, disability, or medical condition.

To discharge ali responsibilities and those of the Airport Commission in comnpliance with State

and Federal laws, City ordinances and. County rules and regulations (e.g., Conflict of Inferest
Code), Airport rujes, regulations and directives '

.. Failure to meet any of the standards described above shall be considered in evaluating the

fitness of the Airport employee, shall be entered into the performance appraisal evaluation, and
may result in discipfinary action :

San Francisco Adminisirative Code

Segtion 16.9-25. ESTABLISHING A POLICY OF SEXUAL HARASSMENT FCRALL CITY
EMPLOYEES. DEPARTMENTS, AGENCIES. BOARDS AND COMMISSIONS: DEFINING

SEXUAL HARASSMENT"REQUIRING ERUCATION AND BISCTRIBUTION OF THIS POLICY, =+

(a) Sexual Harassment Policy :
1. It is the policy of the City and County of Sari Francisco that, in accord with State and Federal
laws, sach City employee has the right fo work in an environment free of discrimination, including
sexual harassment, and that sexual harassment is unacceptable and will not be tolerated in the
workplace. The Cily and County of San Francisco will take all reasonable steps within its control

CCSF DHR-EEO 17 September 2008 meeting with Ms. Silvia Castellanos
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SONYA KNUDSEN

o provide a workp!ace in which alf individuals are treated with respect and dignity. The City and
County of San Francisco recognizes that the elimination of sexual harassment in the workplace
will create a better working environment, increase productivity, and improve reletionships for all

employees.

City and County of San Francisco - Harassment Free Workplace Policy )

The purpose of this policy is t0 reaffirm that the City and County San Francisco is comimitted fo
providing a work environment that is free discrimination. In keeping with this commitment, the City
and County San Francisco strictly prohibits alf forms of uniawful harassment, including sexual-
harassment and harassment based on race, color, religion, creed, sex, naticnal origin, ethnicity,
age, disability or medical condition, political affiliatiorn, sexual orientation, ancestry, marital or
domestic partner status, gender identity, parental status, or any other characteristic protected by
State or Federal employment discrimination laws or by the San Francisco Charter or local

ordinances.

Harassment is (1) unwelcome, offensive conduct (2} on account of an individual's {or group of
individuals) membership in a protected category (3) that is sufficiently severe or pervasive as (o
alter the condition of the individual's employment and create an abusive working environment.

Retaliation against an individual who files a complaint of harassment or who assists in an
investigation of a complaint is also prohibited.

Unlawful harassment may take mary forms inciuding, but not limited fo:

VERBAL CONDUCT, such as epithets, derogatory commenfs, unwelcome jokes or stories, siurs,
unwelcome advances or invitations, requests for sexual favors, or harassing phone calls, which
are directed at an individual (or group of individuals} because of his or her membership in a
profectfed category.

VISUAL CONDUCT, such as dérogafory or offensive posters, carfoons, bulletins or drawings,
electronic mail transmissions, which are directed at an individual (or group of individuals) because
of his or her membership in a protected category. ‘

PHYSICAL CONDUCT, such as assault, blocking normal movement, leering or lewd gestures, or
physical interference with work, which are directed at an individual (or group of individuals)
because of his or her membership in a profected category.

Thr‘é policy applies to all employees and agents of the City and County San Francisco, including
supervisory and non-supervisory employees.
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_SONYA KNUDSEN

What follows 1s what I believe to be a fair and reasonable remedy and solution to make
me whole regarding City and County of San Francisco — Department of Human
Resources (CCSF-DHR) EEO discrimination complaints I have filed against my
supervisor, Mr. Blake Summers, Director and Chief Curator, Szn Francisco Airport

Museums (SFAM), San Francisco Iﬂtemattona_ Alrport (SFO) City and Clty of San
Francisco (CCSE):

I.

(R

Reinstaterment to Ms. Knudsen of CCSF sick leave, floating holidays, holiday-in-lieu,
comp time, and vacation leave hours used from November 2007 to present; total
hours to be tripled. The tripling of hours is due to adverse impact and hardship
because of the fact that Ms. Knudsen was not permitted to refurn to work on a par-

time basis in November 2007, necessitating use of above hours and complomlsmg
current CCSF leave balances.

Financial payment from CCSF to Ms. Knudsen for California State Disability
Insurance (SDI) hours used from November 2007 to March 2008; total payment to be
tripled. Due to the fact that Ms. Knudsen was not permitted to return to work on a
part-time basis in November 2007, Ms. Krudsen exhausted SDI entitlements in
March 2008, negating the possibility of Ms. Knudsen using SDI for current medical
needs and delaying future SDI eh'gibi]ity as well.

. Ms. Knudsen provzded immediate ehmblhty for CCSF Family Medial Leave Act

(FMLA) entitlements.

Ms. Knudsen provided retroactive 2006 prometion from 3546 Curator IV to 0922
Manager [, with applicable salary and step level placement one step above current pay
scale, with salary payment from November 2007 to current.

. Ms. Knudsen 1o be promoted from 0922 Manager 1 to 0923 Manager [ or an

applicable SFO Administrative / Management Analyst position at equitable pay scale

with step level mcrease. This SFO position shall be guaranteed for a minimum term
of three (3) complete vears.

Ms. Knudsen provided punitive and compensatory damages, amount and ‘t-BZ'IILS to be
negotiated between SFO, CCSF, and SEIU Local 1021.

Disciplinary actions and penalties from San Francisco International Airport Director,

Mr. John Martin, to Director and Chief Curator of San Francisco Airport Museums,

Mr. Blake Summers, with féport and notation in SFO and CCSF HR. personnel and -
EEO files, with copies to Ms. Knudsen and SEIU Local 1021 union representative,
Mr. Steve Pitocchi
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 SONYA KNUDSEN

8, Mandatory SFO-HR management training for Mr. Summers regarding apphcab}e
SFO CCSF, State, and Federal laws, aurectwes policies and proceduree

9. A wrntten apology from Mr. Summers to Ms. Sonya Knudsen, with report and
notation in SFO and CCSE HR personnel and EEO files, with copies to Ms. Knudsen
and SETU Local 1021 union representative, Mr. Steve Pitocchi.

The above will be effective after review, discussion, negotiation, and upon agzeement
between SFO, CCSF, SEIU Local 1021, and employee.

Respectwely submitted,

Sonya Knudsen
16 September 2008

ce: Steve Pitocchi, SEIU Local 1021
attachments: sampling of SFO and CCSF directives and policies

staternent re 1 July 2008 Smookler event
statement re ¢ July 2008 Summers event
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San Franciseo International Alrport - Intranet Home Login Directory
: Equal Employment Opportunity and Training Office
fysfocom C
P ~ Poliég Statement
2604 Awards

It is the policy of the Airport Commission to provide equal employment opportunity
ADA for all persons, regardless of race, color, religion, creed, gender, national origin,
Aoprscigtion Day Photos ethnicity, age, disability or medical condition, political affiliation, sexual orientatiorn,
civil Service ancestry, marital or domestic partner status, parental status, other non-merit
Commission factors, or any other categories recognized by iaw.

Equal Trestment

Mayors Office Sanciuary The Airport Commnission has implemented a vigorous program to remove barriers

City Directive that have operated to preciude employment cpportunities te historically under-
. - : ilized class members and thereby increase the opportunities for all people to
SFIA Sanctuary City utilize _ ;
Policy Presentation compete for employment at the Airport.
SF{? SquesiB?x, This policy encompasses all phases of employment, including recruitment, selection,
gpiﬂ;%E:}GS Traiming  aggignment, promotion, transfer, layoff, and selection of training. Similarly, all
& a, . salaries, wages, other compensations, and all other benefits and privileges of
Suggeston Review

employment will be administered in conformity with this policy. The EEO policies for

the Airport set forth in this Plan supersede any other Plan, poiicy or practice in
-# axistence at the Airport. _

Tuition Reimbursement
5

Links to other Sites

It is the objective of the Airport Commission to hire individuals on the basis of merit
and fitness, and to comply with the requirements and objectives of equal

employment opportunity as set forth in applicable federal, state, and city laws and
regulations.

The Airport's Equal Employment Opportunity Director is responsible for ensuring
equal empleyment opportunity programs at the Airport Commission. All supervisors
and managers of the Department are responsible for reading and complying with
this Plan. All employees wiil be held accountable to treat others with dignity and
respect, and to promote a work envirenment free of harassment and discrimiriation,.

Contact Information
‘ Location:
Equal Employment Opportunity
And
Training Office
International Terminal Building, 4th Level, Room 1.4.027
P.0. Box 8097, San Francisco, CA 54128
' Tel: (650) 821-3596
Fax: {650) 821-3595

Stafft
Gloria Louie
1-3588
Gioria.Louie@flysfo.com

Letty Aguilar
1-3590
PR Letty.Aguilar@flysfo.com
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httn:flefnointranat/ern/senhnme aen

S'usan Kim
1-35982
Susan.Kim@flysfo.com

Derr‘y' Moten -
1-3597
Derry . Moten@flysfo.com

San Francisco international Alrport
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2004 Awards

ADA

Appreciation Day Fhotos
Civil Service
Commission

Equat Treatment

Mayors Office Sanciuary
City Directive

SFIA Sanctuary City
Poficy Presentation

SFC Suggest Box

Spring 2008 Training
Caiendar

Suggestion Review
Tuition Reimbursement
LS .
" Links to other Sites
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Hamé Login Directory
Equal Employment Oppertunity and Training Office

Eauzl Treatment Resources

Standards for Employee Conduct -
Executive Directive 00-02
s [xecutive Directive

Policies on Respect for All Persons and Language

‘Diversity

s Respect & Languade

pPolicy Prohibiting Harassment
« Harassment Free Workplace

Workplace Violence -
Executive Directive $8-06
« Executive Directive 98-06

Guidatines for Implementation of AIDS Policy -

. Executive Direciive BB-06

« Executive Directive 88-06

Compilaint Procedures

If you feel that you have been the victim of discrimination, please
review the forms below. You may contact our office at x1-3550.

Airport Discriminstion Complaint Procedure -
Exciutive Directive 85-05
« Executive Directive 99-05 -

Discrimination Complaints :
s How To File a Discrimination Complaint

Seyual Harassment
« Sexual Harassment Reperting Form

gan Franecisco nternational Alrport
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00-02

EXECUTIVE DIRECTIVE

STANDARDS FOR EMPLOYEE CONDUCT

To help assure the highest possible level of service to ‘the traveling

pubhc effectiveness of all Airport Divisions in carrying out their

missions, and a positive working environment, the following set of
standards are established to guide the performance of Airport

Commission employees. Above all, these standards call upon all

Airport Commission employees to commil themseives fto.
continnously to build & Team that strives for the highest quality

work product, and for professionalism and respect in all dealings

with co-workers, Airport tenants and the traveljng public.

As Aifrport Comrmission employees, our performance is evaluated
based upon our demonstrated commitment to the followmg :
standards:

1. To c:arzy. out the mission of the Airport Commission. This
mission is carried forth through the Airport’s commitment to
being recognized as the world leader in setting the standard for:

x Customer service and satisfaction
»  Safety and security

» Financial and economic viability
»  Community relations

*  Quality of faciliies

* Environmental responsibility

2. -'To take responsibility for completing our work in a quality and
timely way so that others know they can depend upon us. To
carry out the tasks we comrmit to carrying out. To sapport our
supervisors and co-workers to carry out their work.  To
anticipate problems and issues that may arise out of our work |
and engage effectively with others to resolve them.

3. To communicate effectively and professionally with others. To
keep employees we supervise and co-workers informed so that
they can perform their duties well, and to encourage honest and
open commurication that assures the mission of the Airport is
accomplished. To discourage unprofessional communication

- (verbally, in writing or through electronic mail} including the -
dissemination of false or misleading information, gossip or
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personal attacks. To protect the cmﬁdenﬁahty of information

‘enfrusted tous as a necessary function of the position we hold.

To maintain the highest standards of personal conduct by
treating employees we supervise, co-workers, tenants and the
public fairly, respecifully, and professionally. To observe all
City policies that prohibit discrimination, harassinent
{including sexual harassment) and the use of shurs against any
individual based on their race, ethnicity, national origin,
relipion, age, gender, gender identity, sexual omentation,
disability, or medical condition; -

"To respect and maintain in cxcellent condition all Airport

property including facilities, equipment and supplies.

To refrain from soliciting or receiving for ourselves or for a
third party anything of value from anyomne m retum for

business, services or confidential information from the Airport
Commission; and

To discharge all responsibilities and those of the Airport
Commission in compliance with State and Federal laws, City

‘Ordinances and County Rules and Regulations (e.g. Conflict of

Tnterest Code), Airport Rules, Regulations and Directives.

Failure to meet any of the standards described above shall be
considered in evainating the fitness of the Airport employee, shall
be entered in the performance appraisal evaluation, and may result

_1n disciplinary action.
Original signed by
john L. Martin
Ajirport Director
Issue Date: February 2, 2000

Effective Date: Febraary 2, 2000
Supercedes Executive Directive: 86-11 Standard of Conduct
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Policy on Respect for All Persons :

The City and County of San Francisco values the multi-cultural diversity of its population
and its work force, and it is the policy of the City and County to treat all persons with
respect. For that reason, the City and County prohibits any of its employees and officials
from using slurs against any person on the basis of race, color, sex, national ongin,
ancestry, age, sexual orientation or disability. A slur is a word or combination of weords
that inflicts injury, does not offer opportunity for response, does not appeal to rational
faculties, or is a nonessential or gratuitous aspect of any exposition of fact or opinion.
Evidence of usage of such slurs will be documented 1n the employee’s job performance
‘evaluation and will be considered in evaluating the employee’s fitness for City and
County service.

Policy on Language Diversity _

The Civil Service Commission recognizes that the cultural and racial composition of San
Francisco and its work force is rapidly changing, Therefore, the City and County has
established & policy which states that, with few exceptions, an employee’s use of a
language other than English in the workplace is a legally protected right, -

Amny rule, which required employees to speak only English at all times, may result n
unlawfil discrimination. Accordingly, a City and County department may have a rule
requiring that employees speak only English at certain times, if the department can show
that the rule is justified by business necessity; notifies employees of the rule of the
circumstances when speaking only English is required; and mforms employees of the
consequences of violating the rule. '
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98-06

EXECUTIVE DIRECTIVE

Workplace Violence-

Fhe Atrport Comntission is committed to maintaining a safe and secure
environment for all employees and members of the traveling public. The Alrport
Comumission strictly prohibits its employees, tenants, contractors, visitors, or
anyone else or Airport premises or engaged in Airport business from behaving in
a violent or threatening manner. All Airport Commissior employees are expected

to be alert to situations, which may result in harm to themselves their co-workers
or the public.

All employees are expected fo report immediately either to their direct supervisor
or to the Human Resources Office (2-8500) ally situation involving any Alrport
Commission employee, tenant contractor, visitor, or any other person whe is
making threatening or physically intimidating statements or who is engaging in -
threatening, intimidating, bizarre or erratic behavior. During night, holiday or

weekend hours, employees should report such situations to their supervisor or to
the Airport Duty Manager (4-5222),

Any employee in fear of imminent phy s1ca1 violence is expected to notify the
SFPD Afrport Bureau (6-2323) immediately. In addmnn, any employee who has

obtained a restraining order or who is involved in a potentially violent non-work-
related situation should notify the SFPD Airport Bureau.

To the extent practicable, the Airport Commission will maintain confidentiality of
reporting employees and of the investigation of reports, except where disclosure is
required by law or is necessary in order to take appropriate corrective action.
Retaliation against ally reporting emplovee will not be tolerated.

Ary supervisory employee who observes, or receives a report of, misconduct that

-could in any way jeopardize the safety or security of Airport employees or that of

the traveling public shall take corrective action immediately, in accordance with
the procedures set forth in Executive Directive 98-05.

Issue Date: February 9, 1998

Effective Date: February 9, 1998

Supersedes Executive Directive 95-03, issued Angust 1, 1995
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83-27

EXECUTIVE DIRECTIVE

Airaortrbiscrimination Complaint Process

I+ is the Airports desire to nandle employee CONCEINs
effectively, fairly and internaily and to build a fav-
crable work environment in which emplcyees feel free to

bring their concerns o management.

tinder Faderal, State and City‘law, it is illegal to dis-
criminate against any employee on the basis of race, Ie~
ligion, sex,.national'origin, ethnicity, age, physical
handicap, political affiliation, sexual orienfation, an-
cestry, marital status OI color. If ahy_employee'believes'
rhat he/she has been discriminated against on one of these
basis, the employee may attempt to resolve the matter through

+he following in-house procedure:

1. The employee should +alk +o his/her immediate superﬁisor
about the alleged charge of discrimination. The employee
should be‘as specific as péséible about what actians were
t+aken, when the actions took place, who took such actions,
how the employee was affected and why thé employee believes
that +he mctions were discriminatory. If'possible, the

employee sbould present any p:ooL whlch relates to the alle-

gaticns. . If the allegations are agaﬁnst the employee s

immediate supervisocr, the employes should talk directly to
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2. If tﬁe”ﬁétté;iéann§£ibe':esolved aftééktalking to
the approprlate supervisor, the employee should contact
the Airport's Afflrmatlve Action Officer, who is the
Personnel Director. The Affirmative Action Cfficer or
designee will investigate the coﬁplaint with both the
complainant and tﬁe.parties named. The Airport's Affir-
mative Action Officer will make a finding, including any

recommendations for change, if appropriate. Such cohtact

must be initiated within 30 calendar‘days cf the date of

the alleged action or within 30 calendar days of the date
the complainant should have been aware of the alleged

vioclation.

3. Within 5 business days of the finding of the Affirmative
Action Officer, eitﬁer parﬁy may request review by the Airport
DPirector. The Airport Director will review the findings of
the 2ffirmative Action Officer and any additicnal evidence
submitted by either the employee or any party named and will

make a dec151on accordlngly.

This procedure is not a substitute rcr the ClVll Service
Commission Discrimation Complalnt pProcess. Any emplovee who
believes that he/she has been discriminated against also has
the right to file a complaint with the Civil Service Com~
mission within 20 calendar days of the aLleged action or
within 30 calendar dafs of the date the complainant should

have been aware of the alleged violation.



Page 3.

However, as many allegafions of discrimination are
éause& by lack of communication between employee and
supervisor or misunderstanding of administrative prac—
tiﬁes, usefof this in-house procedure may be the more
direct and immediate way to resolve this particular type

of personnel problem, should such a problem exist.

. The ﬁffirmative Action Officer and staff are available

to assist employees and supervisors regardiné the policies,
rules, and procedures relating %o thé City and the Rirport.
Please contact them at the Personnel Department at 6-2187

"~ at any time that advice, clarification, O assistance 1is

necessary.
Issue Date: December 7
Effective Date: December
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85-03

EXECUTIVE DIRECTIVE

Dally Time Sheets
Because the Airport is a large organization
encompassing a wide geographical area, the

responsibility for assuring accurate time-

.rolls for employee attendzance must be

clearly defined. It is imperative that aill
supervisors maintain effective accounting

and control of the attendance of their sub-

‘ordinates, and that supervisors check daily

to insure that accurate information is
transmitted to the Payroll Division. All

subordinates are regquired to be responsible

for their daily sign-in.

SuperviSdrs overseéing field work are re-
sponsible to ensure that crews are Perform—
ing the assignedrwork, and that the work is
performed during the hours stated on'the

time sheets.

Issue Date: October 22, 1885

Effective Date: October 28, 1983

CL.A,. Torpen

‘Dﬂ{igxor of Airports
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86 -11

Issue Date:

Effective Date:

0797k

EXECUTIVE DIRECTIVE

Standard 0f Conduct

£11 emplovees are to be reminded of the following pollcy
of the (City and County of San Francisco:

It is the policy of the City znd County of San Francisco,
and each of its officials, employees. and agents acting in
their official capacity, to treat all persons equally and
respectfully, and to refrain from the willful or negligent
use of slurs against any persomn on the basis of race,

color, creed, national origin, ancestry, age, sex, sexual
orientation or disability. A slur, as vsed im this policy,
is a word or combination of words that by its very utterance
inflicts injury, offers iittle opportunity. for respomnse, ‘
appeals not to ratiomal faculties, or i1s an unessential or
gratuitious part of any exposition of fact or opimion. All
persons are entitled by law to the right of egual treatment
and respect. Slurs deprive members of the protected groups
of this right by holding them up to public contempt, ridicule,
shame, and disgrace and causing them to be shunned, avoided
or injured in their occupation. By promoting 111 will and
rancor, slurs diminish peace and order.

The use of such slurs by city officials or employees will be
considered by Commissions, Departments, Agencies, Boards, or
Appointing authorities as prima facie evidence of the lack of
competence of said city officizls and employees. Evidence of
usage of such slurs shall be entered in job performance
evaluations and shall be ccnsidered in evaluatlng the fltness
of city employees. ‘

December 12, 1986
December 19, 1986 q
oo
VAR T

! }‘ .
= L. &. Turpen

- Director of. Airports
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- 89-01

Issue Date:

- Effective Date:

Exegutive Directive

Attendance Standards

This will clarify and confirm the Adrport's existing
Standards of Attendance. All Airport employees are
required to exhibit reliable attendarce, to obtain
approval for all absences from work, znd to adhere

to any specific division, bureau or section rules and

regulations pertaining to motification and approval
for absences. ‘

Use of sick leave in excess of the amount accrued,
over a reasonable period, is excessive and may
subject an employee to discipline uniess

circumstances exist which would justify or excuse
such use., A reasonable period may be a pericd as
little as ohe month to as long as one year, depending
upon the circumstances of a particular case.

Use of sick leave for any reason not authorized by
Civil Bervice Commission Rule 22 is considered sick
leave abuse and constitutes misconduct. Such
misconduct may subject an employee to disciplinary
action. Additionally, a pattern of sieck leave usage.
by an employee in conjunction with regular days off
or other leave may also indicate sick leave abuse.
Copies of Rule 22 are ava-lable in the Azrgort

Personnel Office.

A1l supervisors, as part of their reguliar duties, are
reguired to monitor the atfendance of subordinates,
and to enforce the provisions of this directive, in
accordance with other Exzecutive Directives toncerning
discipline. Any guestions concerning the applicaticn
or interpretztion of this Executive Directive should
be referred te thke Persconnel Directer. *

January 9, 1989

January 16, 198%
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EXECUTIVE DIRECTIVE

90- 02 Employee Disciplinary Actions

It is the Airport's policy to develop and foster effective
communication between supervisors and their employees regarding
emplovee performance and conduct. Effective communication
comprises both recognition of strong performance or especially
noteworthy conduct as well as actions to be taken when employee
performance or conduct is unsatisfactory or otherwise
inappropriate. . The purpose of this Executive Directive is to
clarify guidelines for supervisors and managers in these latter
circumstances so that there will be a consistent approach to
employee discipline throughout the Airport. . These guidelines, as
were their predecessors, are applicable fo. permansnt (PCS),
temporary Civil Service {(TCS), and limited tenure (LT) employees.

Generally spesking, the principal goals of employee
discipline are to inform and correct. That is to say, when an
employee's behavior vioclates a rule or policy, or when an
employee's job performance deteriorates below a satisfactory
level, the manager or supervisor must intervene on a timely basis
to convey .concern about the problem znd establish a plan to try
to correct it. Accordingly, the manager or supervisor should
consider the nature of the misconduct or performance proklem as
well as the employee's work record when determining what action
may be appropriate. ' -

In instances where the misconduct or poor performance is
not in and of itself serious encugh to warrant suspension or

‘discharge, supervisors should follow a progressive approach to

discipline. Such zn zpproach usuzlly begins with informzal
clarification of duties or counselling and continues with one or,
where appropriate, more written warnings or reprimands if the
employee's behavior does not show sufficient improvement. If a-
written warming or reprimaznd does not correct the problem,
suspension without pay may Dbecome necessary. The l1esngth of
suspension will depend upon the nature of the employee's actions
{or inactions}, the employee's previous record and how similar
infractions or problems are dealt with by the manager and, where
appropriate, by other Airport manzgers and departmenits. If
suspension without pay still fails to bring about reguired
improvement, dismissal from employment may result.

As indicated above, progressive discipline may not be

appropriate when the first.instance of misconduct is sufficiently.-
.serious to warrant suspension or termination. Examples of

sericus misconduct include, but are not limited to, dishonesty,
theft, use of illicit drugs or alcohol or impairment by drugs or
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Exeguitive Directive 90~02’
Page 2

alcohol while on the job or on Airport premises, violence or

threat of violence, sexual or facial harassment, insubordinatiocn,
and dereliction of duty. '

_ It is exceedingly important that a supervisor clearly
describe the problem to the affected employee zt all stages of
progressive discipline. In addition, the supervisor must
describe what improvement is expected and the conseguences of the
employee’s failure to improve, as appropriate. Where the problem
involves deficient job performance, the supervisor must also
indicate the time frame in which such improvement must occur.
Disciplinary action should be grounded on a thorough investigation
of the facts pertaining te the emplovee's conduct, including,

most circumstances, a discussion with the employee about the
events in guestion. '

in

In order. toc maintain consistency throughout the Airport in
administration of discipline, managers and supervisors must
review the facts, documentation, and proposed disciplinary action
with the Personnel Director before implementation. This
requirement applies to all managers and supervisors who are
contemplating & recommendation to the Director of Airports that
an employee be suspended or dismissed. Managers and SRPErIvVisOrs
are strongly encouraged to consult with the Director of Personnel
at the earlier stages of progressive discipline.

It is our management philesophy that management bears the
responsibility to inform employvees regarding what is expected of
them in terms of job performance, conduct on the job, and
off-duty conduct that could affect their employment
relationship. If employees nonetheless fail to respond by making
a concerted effort to improve their perfeormance or conduct,

managers and superviscrs must take appropriate corrective action

and document such action. Managers and superviscrs who do not
address these issues in timely and theorough fashion are failing
to perform theilr own responsibilities in a satisfactory manner.

Issue Date: : Novembef 1, 19%0

Effective Date: November 8, 1980

Supercedes: Executive Directives 83-22 and B6-10

. Turpen

14%28



EXECUTIVE DIRECTIVE

51 - 01 EMPLOYEE INJURY PREVENTION PROGRAM

All pOllCY procadures outlining the
Airport's employee injury prevention
programs are contained in the SFIA
Employee Safety Procedures and Prac-
tices Manual.

The persons with autherity responsible
for implementing ‘these programs are
designated by organizational level, and
the responsibilities of these variocus .
levels are described in the SFIA Emplovee
safety Procedures and Practices Manual.

The airport will prOVlQe and maintzin a
safe and healthy workplace and will fur-
nish all appreopriate safeguards and pro-
tective eguipment as may be legally re-
gquired, and/ocr necessary to protect the
health and safety of zll emplovees.

2. Turpen
tDirectorof airports

Issue Date: Jamary 9, 1981

Effective Date: Jamary 16, 19881
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98-66

EXECUTIVE DIRECTIVE

Workplace Violence

The Airport Commission is committed to maintaining a safe and secure environment for
ail employees and members of the traveling public. The airport Commission stricthy
prohibits its employees, tenants, confractors, visitors, or anyone else on Alrport
premises or engaged In Alrport business from behaving in a violent or threatening
manner. All Airport Commission employees are expecied to be alert to situations that
may result in harm to themselves, their co-workers, or the public.

All employees are expected to report immediately either to their direct supervisor or 1o
the Human Resources Office any sitnation involving any Airport Commission
employee, tenant, contractor, visitor, or any other person who is making threatening or
physically intimidating statements or who is engaging in threatening, intimidating,
bizarre, or eratic behavier. During mght, holiday, or weekend hours, employees shouid
report such situations to their supervisor or to the Airport Duty Manager.

Any employee in fear of imminent physical violence is expected to notify the SFPD
Airport Bureau immediately. In addition, any employee who has obtained a restraining
order or who is imvolved in a potentially violent non-work-related situation should
notify the SFPD Airport Bureau ‘

To the extent practicable, the Airport Commission will maintain confidentiality of
reporting employees and of the investigation of reports, except where disclosure is
required ‘by law or is necessary in order to take appropriate cormrective action.
Retaliation against any reporting employee will not be tolerated. |

Any supervisory émployee who observes or receives a report of misconduct that could
in any way jeopardize the safety or security of Airport employees or that of the traveling
public shall take corrective action immediately, in accordance with the procedures set
forth in Executive Directive 98-05.

John L. Martin
Airport Director

Issue Date: February 9, 1998

" Effective Date: February 0, 1998

Supersedes: Executive Directive 95-03 issued August 1, 1995
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EXECUTIVE DIRECTTIVE

9g9. g5 Alrport Discrimination Complsint Procedures

Ir is the Airport’s desire 1o handle emploves concerns effectively, fairdy. internally and o
buiid a favorable work epvironrnent in which employees Teel free 1o bring their concerns
o mznagement. To epswre this work environment. the Alrpont Director has designategd
the Equal Employmen: Oppormunity and Diversity office w moniwr and respond
immediately and effectiveld 10 discriminason complainis, handie zll equal employment
opportanity concerns and maters of diversity. This office repons soiely 1o the Alrpon
Director. -

Under Federal, State and City and Couwaty of San Francisco tlaw. it is illegal 1o

© discriminate against oy employes or apphicant on the basis of race. color. religion, creed,
sex, national origin, ethnicity, age (40+), physicat or mental disability. medical condition
(cancer related), Acquired Immumity Deficiency (AIDS/HIV} or AIDS related coaditons,
political affiliation, sexnal oricatarion, ancestry, marital or domestic partner statos,
pregnancy of prégnancy leave, gender identity, parental stams, of other non-merit factors.
1t is also illegal to retaliats ageinst any cmployes or applicant for having made a good
faith complaint, for reporting discrirmination, and/or for participating or aiding in an
erploymem discrimination invesagation.

If zoy employes believes that hefshe has been discriminated against on any of the
aforementioned beses, the smployes may atempt w resobve the matter by way of one of
the following mternal or external processes:

ENTERNAL PROCESSES

¢ At The Work Site: The smployes may want to first discoss his/her atleged

discriminarion charpe with the immmediats supervisor. By mking this inital action, the
supervisor may be abie o guickly resolve the employee's concemn. The employes ’

sheuld be 23 specific as possibie about what actions were tken. when the actons
occurred, who took such actions, how the employee was affected and why the
ermpioyse believes that the actions were discriminatory. The employes showld present
any evidence, which relates 1o the allegations. If the alleganions are against the
cnmlsyce s supcrwsal. the employes may address hisher concerns direct?y fo the
supervisor's supervisor. AJPort SUPSTVISOrS and managers are reqmr*‘d to report
complains of discrimination within thes (3} working days of receiving the comyplaint
1o the Airport’s EEO and Diversity Programs Office.

«  Airport's Office of Equal Employment Opportanity 2nd Diversity Programs: i
the employee fecls uncomforable mising his/her concern within the work unit’s chain
of comupand, or if the marter cannot be resalved afiz: 1alking to the appropriats

. supervisor/manager, the emplovee is encouraged 1o contact the Alrport’s EEO and
Driversity Programs c office, Ap investgator will be assigned to investigats the
complaint and issue 2 prefiminary finding inchuding sny recommendations fora
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Executive Directive

Airport Discrimination Cowplziot Procedures
Page2

change., if appropriate. The final investigative report will be forwarded 10 the Afrpont
Director for teview and disposition

EXTERNAL PROCESS

« Department of Human Resources {Citywide administrative process): The
empioyee also has the oprion 1o directly cottact the Ciry's Department of Human'
Resources” EED Office a1 44 Gough Sweet. Pursuant to Civil Service Commission
Rule 3, such contact should be initizted no leter than sty (60) calendar days from the
date the alleged-discriminatory action ocowrred, or the date the emplovee/applicam
shonld have first become zware of the violarion. Sexual harsesment complaings mnst
be fited within ane hundred eighty (180) calendar days from the date of the alleged
sexual harassment. Employess may also call the San Franciseo City and Courny's
Pepartment.of Human Resources Sexnal Harassment Helpline ar (415) 3544900 o
make a sexal herzesment complaint

+ Union Grievence Procedure: Depending on 2 complainant’s employee organizaton.
cermain procedures may include a grisvance procedure for resolving discrimination
complaints. Such procedures, if arty, are set forth in the Memorandum of

. Understanding (MO covering the pertinent union.

+ Federal and State Agencies: Employees also bave the right 1o fie a complaint with
the federal Equal Employment Oppormunity Coramission (EEQC) and/or the stare
Department of Fair Employment aod Howsing (DFEH).

The Afrport EEC znd Diversity Programs offics is available 10 2ssist employees and
supervisors in understznding their respectve roles in maintaining & discriminaton free
work envirooment, and in bandling issuss that adse. Please conract the seafT at extension

794-5370. :
Jeg,. Zm
Alrport Direcror -
Issue Dare: July 26, 1see

Effective Date;  August 2, 1983
Supercedes Executive Directive #83-27, issusd December 7, 1983



CITY AND COUNTY OF SAN FRANCISCG
SAN FRANCISCO AIRPORT COMMISSION
EEQ AND DIVERSITY PROGRAMS

HOW TO FILE A DISCRIMINATION COMPLAINT

. AUTHORITY:

The authority to investigate complaints of employment discrimination stems from the San Francisco
Charter, Section 10.103, Civil Service Commission Rule 3 and the San Francisco Alrport Director’'s
Executive Directive 99-05. The Airport Director has designated the Airport's EEC and Diversity
Programs office to investigate complaints and make recommendations for resoiution.

The role of the Alrport EEC invesiigator is that of an objective third party, representing neither the
complainant  (empioyee/applicant), nor the respondent  (depariment or departmental
representative). '

COMPLAINT PROCESS:

BASIS: Discrimination complaints submitted for investigation must be based on one or maore of
the following: RACE, COLOR, RELIGION, CREED, SEX, NATIONAL ORIGIN, ETHNICITY, AGE,
DISABILITY (Physical or Mental), MEDICAL CONDITION (Cancer-related), ACQUIRED IMMUNE
DEFICIENCY (AIDS/BIV) or AIDS RELATED CONDITIONS, POLITICAL AFFILIATION, SEXUAL
ORIENTATION, ANCESTRY, MARITAL or DOMESTIC PARTNER STATUS, GENDER [DENTITY,
DARENTAL STATUS, PREGNANCY, or OTHER NON-MERIT FACTORS. '

'RETALIATION against any employee or applicant for having made a good faith complaint or report
of diserimination, or for participating or aiding in an investigation of employment discrimination is
alsc prohibited.

ISSUES: Actions complained of may include the following: DENIAL OF EMPLOYMENT, DENIAL
OF TRAINING, DENIAL OF PROMOTION, DENIAL OF REASONABLE ACCOMMODATION {for
disability or religion}, TERMINATION, LAY-OFF, CONSTRUCTIVE DISCHARGE, DISCIPLINARY
ACTION, HARASSMENT, WORK  ASSIGNMENT, SEXUAL  HARASSMENT, - and
COMPENSATION, ‘ '

Other issues, such as a disagreement regarding Department rules or regulations affecting working
conditions, may be subject to review through the Employee Grievance procedure.

FILING: Submit a letter or other document that describes your complaint of discrimination. Or,
contact the EEQ and Diversity Program's Airport Commission’s Office to assist you in submitting 2
complaint.” All complaints must be signed by the person making the complaint and sent to:

Airport EEO and Diversity Programs Director
EEC and Diversity Programs

San Francisco Intemational Alrport

PO Box 8087

San Francisco, CA 94128

(650) 821-3590

The letter of complaint should include the foliowing:
1. Name, address and daytime phone number.

2. The basis for complainti.e., };ace, refigion, etc.
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Hon To File 2 Discrimination Complaint page 2

3. The discriminatory action: Le., denial oT employment, denial of reasonabie accommodatzo”,
fermination etc.

“The date(s) the action(s) in question took place.

The City and County department and work unit accused of discrimination.

!

4
5
6. The names of the individuals accused of discrimination.
7. The names and daytime phone numbers of any withesses {0 the alieged discriminatory actidn.‘
8

A detailed explanation of the segquence of events which you believe to be discriminatory.
9. The specific action you are seeking in order to correct the alleged discrimination.

if you are a cument City and County employee, please also include your current Civil Service
classification and the department where you are employed.

Complamts of sexual harassment can also be made by ca!llng the Departmeni of Human
Resources Sexual Harassment Helpline at 415-557-4800.

FILING DEADLINE:

Time is an important factor when filing a complaint with the City and County of San Franmsce
Letters of complaint must be filed within (60} calendar days of the date the discriminatory action
took place, or the date the employes/applicant should have first become aware of the violation.

Sexual harassment compiaints must be flied within one hundrad eighty (180) calendar days of the
date of the alleged sexual harassment.

INVESTIGATION:

Upon review of the complaint by the Alrport Commlss-.lon s EEO and Diversity Programs Office, the
complaint will be referred {0 an Airport EEO investigator to review for timeliness and jurisdiction.

The investigator will then confact the person filing the compiaint, either by mail or phone, to
schedule an intake interview. Intake interviews afford the investigator an opportunity 1o clarify the

issues involved and also allow the person. filing the complaint an opportunity t© present the‘
complaint in more detail.

The investigation includes reviewing and obtaining copies of relevant documents which may

include personnnl files, atiendance reports and perfom‘sance evaluations, interviewing co-workers
and supervisors, and other actions considerad necessary in order to obtain relevant information.

It is important to remember that the individual who brmgs forth the complaint is respons;ble for
substantiating the charges. Therefore, it is necessary to cooperate with the investigator by
providing any written material, names of individuais to interview, or any other information which
would assist the investigation. -

Note. During the intake interview, the entire complaint process will be explained in more detail by

the assigned investigator. Any guestions regarding the process can be asked during the intake
interview. :

ALTERNATIVE DISPUTE RESOLUTION:

- Complainants may be asked to consider resolving their complaint through an alternative dispute
resoiution process facilitated by frained staff.

APPEAL PROCEDURES:

The Human Resources Director will review all the formal complaint and mvesuua’c]ve report and
shall make a finding on the charges. The Director may refer the complaint to the Discrimination
Complaint Review Panel for review., The Direcior's defermination will be sent to the complainant

and respondent depariment and shall be final uniess it is appealed to the Civii Service Commission
- and is reversed or modified. i

CADW T T F -t AdealAT O AT S iiTermmie Inme nntec AafAHOW TO FIT F Ane



99-05

EXECUTIVE DIRECTIVE

Airport Diserimination Complaing Process

It is the Airport’s desire 1o handle erupioyee concerns effectively, fairlv and internally
and to build a favorable work emvironment in which employees feel fiee to bring thexr
concerns fo management. To ensure this work environment, the Airport Director has
designated the Equal Empicyment Opportunity and Diversity office to monitor and
respond immediately and effectively to discrimination complaints, handie all equal
employment opportunity concerns and matiers of diversity. . This office reports QOE by to
the Azrpart Director. :

Under Feéeral, State and City and County of San Francisco law, it is illegal to
discriminate against amy employee or applicant on the basis of race, color, religion,
creed, sex, national origin, ethnicity, age (40+), physical or mental disability, medical
condition (cancer related), Acquired Immunity Deficiency (AIDS/HIV) or AIDS related
conditions, political affiliation, sexual orientation, ancestry, martial or domestic partner
status, pregnancy Or pregnancy leave, gender identity, parenta! status, or other non-merit

';azto;s._ It is also iiflegal to retaliate against any employee or applicant for having mace
.z good faith complaint, for reporting discrimination, and/or for participating or ziding in

an employment discrimination investigation.

- H any employee believes that he/she has been discriminated against for any of the

aforementioned bases, the emplovee may attempt to resolve the matter by way of one of
the following internal or external processes:

INTERNAL PROCESSES

At The Werk Site: The empio?ee may weant to first discuss his’her alleged

discrimination charge with the immediate supervisor. By taking this initial action, the
superviser may be zble to quickly resolve the empioyee’s concern. The employee
should be as specific as possible about what actions were taken, when the actions
occurred, who took such actions, how the employee was affected and why the employee
believes that the actions were discriminatory. The employee should present any
evidence, which relates to the aliegations. If the zliegations are against the employee’s
supervisor, the employee may address his/ber concerns directly to the supervisor's
supervisor. Alrport supervisors and managers are required to report compiaints of
discrimination within three (3) working days of recewmg “the complamt to the Alrport’s
EEQ and Diversity Programs Office. :

Ain:mrt’s Office of Equal Emplovment Opportunity and Diversity Programs: If the

employee fesls uncomfortabie raising his/her concern within the work unit’s chain of
command, or if the matier cannot be resolved after talking to the appropriate
supervisor/manager, the employee is encouraged to contact the Airpert’s EEO and
Diversity Programs office. An investigator will be assigned to investigate the complaint
and isspe a preliminary finding including any recommendations for a change, if

) appropr:ate The investigative report will be forwarded to the Alrport Director for

review and dlSpOSIt]OH ‘

e
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EXECUTIVE DIRECTIVE

99-05 continued

EXTERNAL PROCESSES

Department of Humap Resources (Citywide administrative process): The emplovee
aiso has the option to directly contact the City’s Department of Human Resources’ EEO
(Mfce at 44 Gough Street. Pursuant to Civil Service Commission Rule 3, such contact
_should be imitiated no later than one hundred eighty (180} calendar days from the date
the aileged discriminatory action occurred, or the date the employee/applicant should
have first become aware of the violation. For complaints of sexval harassment
employees may also call the San Francisco City and County’s Department of Human
Resources Sexual Harassment Helpline at (415) 5544900 to make a sexua! harassment
complaint.

Union Grievance Procedure: Depending on a complainant’s employee organization,
certzin procedure mey include 2 grievance procedure for reselving discrimination
complaints. Such procedures, if any, are set forth in the Memorandum of Understanding
{MOU} covering the pertinent union.

Federal and State Agencies: Employses alse have the right to file a complaint with the
- federal Egual Employment Opportunity Commuission (EEOC) and/or the state
Department of Fair Employment and Housing (DFEH).

The Airport EEQ and. Di\;'ersity Programs office is available ic assist emplovees and
supervisors in understanding their respective roles in maintaining a discrimination free
work environment, ami in handling issues that anise. Please contact the staff at 650-821-
3590,

John L. Martin
Airport Director

Issue Date: July 26, 1999
Effective Date:.  August 2, 1999

Sﬁpersédes: Exg:cuti?e Directive 83-27 issued 12/7/83 & 99-05 issued 7/26}‘99- o



99-51

EXECUTIVE DIRECTIVE

Emplovee Disriplinary Actions

It is the Airport’s policy to develop and foster effective communication’ between
supervisors and their employees regarding employee performance and conduct. Effective
communication comprises both recognition of strong performance or especially noteworthy
conduct as well as actions to be taken when emplovee performance or conduct is
unsatisfactory or otherwise inappropriate

The purpose of this Executive Directive is to clarfy guwidelines for supervisors and
managers in these latter circumstances so that there wili be a consistent approach 10
empioyee discipline throughout the Airport. These guidelines, as were their predecessors.
are applicabie to permanent Civil Service (PCS), temporary (TCS), and provisional (PV)
efmployees. ‘

‘Generalty speaking, the principal gozls of employee discipline are to inform and correct.
- That is to say, when an employee’s behavior violates a mole or policy, or when an

employee’s job performance deteriorates below a satisfactory level, the manager or
supervisor must imtervene on a timely basis fo convey concern about the problem and
establish a plan to try fo correct it. Accordingly, the manager or supervisor should consider
the nature of the misconduct or performance problem as well as the employee’s work
record when determining what action may be appropriate.

In instances where the misconduct or poor periormance is not in and of ielf serious
enough to warrant spspension or discharge, supervisors should follow a progressive
approach to discipline. Such an approach ususlly begins with an informal clarification of
duties or counseling and contioues with one or more written warnings or reprimands if the
employee’s. behavior does not show sufficient improvement. If 2 written waming or
reprimand does not correct the problem, suspension without pay may become necessary.
The length of suspension will depend upon the nature of the employee’s actions (or
inactions), the employee’s previous record, and how similar iafractions or problems are
dealt with by the manager and, where =zppropriate, by other Alirport managers and
departments. If suspension without pay still fzils to bring about required improvement,

dismissal from employment may result.

As indicated above, progressive discipline may nof be appropriate when the first instance
of misconduct is sufficiently serious to warrant suspension or termination. Examples of
serions miscondugt include, but sre not limited to, dishonesty, theft, use of illicit drugs or
alcohol or impairent by drugs or alcohol while on the job or on Airport premises;
violence or threat. of violence, sexual or racial harassment, insubordination, and dereliction
of duty.

It is exceedingly important that a supervisor clearly describe the problem .to the affected
emplovee at all stages of progressive discipline. In addition, the supervisor must describe
what improvement is expected and the consequences of the employee’s failure to improve.
Where the problem involves deficient job performance, the supervisor must also indicate
the timeframe in which such improvement must occur. Disciplinary action should be
grounded on a thorough investigation of the facts pertaiming to the employse’s conduct
including, in most circumstances, a discussion with the employee about the events in
guestion. : :



EXECUTIVE DIRECTIVE

98-0] continued

In order to maintain consistency throughout the Airport in administration of discipline.
managers and supervisors must review the facts, documentation, and proposed disciplinary
action with the Airport Human Resources Director before implementation. This
requirernent applies to all managers and supervisors who are contemplating 2
recommendation to the Airport Director that an employee be suspended or dismissed.
Managers and supervisors are strongly encouraged to consuvit with the Airport Human
Resources Director at the earlier stages of progressive discipline.

It is our management philosophy that management bears the responsibility to inform
employees regarding what is expected of them in terms of job performance, conduet on the
Job, and off-duty conduct that could affect their employment relationship. 1f employees
nonetheless fail to respond by making a concerted effort to improve their performance or
conduct, managers and supervisors must tzke appropriate corrective action and document
such action. Meznagers and supervisors who do not address these issues in a timely and
thorough fashion are failing to perform their own responsibilities in a satisfactory manner.

John L. Martin
Alrport Director

Issue Date: February 26, 1999
Effective Date: ‘March 3, 1990

Supersedes: Executive Directives 83.22, 86-10, 90-02




60—02

EXECUTIVE DIRECTIVE

Stapdards for Emplovee Copduet

To help assure the highest possible level of service to the raveliing public. effectiveness
of all Airport divisions in carrying out their missions and a positive working
environment, the following set of standards are established to guide the performance of
Afrport Commission employees. Above all, these standards call upon all Airport
Commission employess to cominit themselves to continuously building a team that
strives for the highest guality work product and for professionalism and respect in all
dealings with co-workers, Airport tenants and the traveliing pubiic.

As Ajrport Commission employees, our performénce is evaluated based wpon our
demonstrated commitment to the following standards:

1. To carry out the mission of the Airport Comumnission. This mission is carried forth -
throvgh the Airport’s cominitment to being recognized as the world leader in
setting the standard for

*  Customer service and satisfaction
= Safety and security

*  Financial and economic viability
*  Community relations

*  Quality of facilities .

= Epvironmental Responsibility

2. To tzke responsibility for completing our work in a quality and timely way so that
others know they can depend upon us; o carry out the fasks we commit 1o carrying
out; to support our supervisors and co-workers in their work; and to anticipate
problems and issues that may arise out of our work znd engage effectively with
others to resc!ve them.

3. To communicate effectwsly and professionally with others; to keep employses we
supervise and co-workers mformed so that they can periorm their duties well; and
to encourage homest and open communication that assures the mission of the
Alirport is accomplished.

4. To discourage umprofessiona! communication (verbally, in writing, or through
electronic maii) including the dissemination of false or misleading information,
gossip, or personal attacks; to protect the confidentiality of information entrusted to
us as a necessary function of the posifion we hold.

5. To maintain the highest standards of persoral conduct by freating employees we
supervise, co-workers, temants and the public fairly, respectfully, and
professionally; to observe ali City policies that prohibit discrimination, harassment
{(including sexual harassment) and the use of siurs against any individual based on
their race, ethnicity, nationa! origin, religion, age, gender gender identity, sexual
orientation, disability, or med:cal condition.
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EXECUTIVE DIRECTIVE

00-02 continued

6. To respect and maintain in excellent condition all Airport proper‘x inciuding
facilifies, equipment, and supplies.

7. To refrain from soliciting or receiving for ourselves or for a third party anything of
value from anyone in return for business, serviees, or conﬁdennal information from
the Airport Commission; and

8. To discharge all responsibilities and those of the Airport Commission in
compiiance with State and Federal laws, City Ordinances, and County Rules and
Regulations (e.g., Conflict of Interesi Code), Airport Rules, Regulations and
Directives.

Failure to meet any of the standards described above shall be considered in evaluating

the frmess of the Airport employee, shall be entered in the performance appraisal
evaluation, and may result in disciplinary action.

John L. Martin
Airpql‘t Directior

Issue Date: February 2, 2000
Effective Date: February 2, 2000

Supersedes Executwe Directive 86-1] issued 12/12/86



6i—01

EXECUTIVE DIRECTIVE

Return-to-Work Poliey

The Alrport’s Retumn to Work program provides for temporary modified work
assignments, whenever practical, for employses who have sustained an occupational
injury or illness to enable thesé employees to return to work as soon as medically

 feasible, s an alternative to remaining on leave during recovery from a temporary
-disability.

The modified work assignment may be 2 modification of their normal job duties or. i
no tasks can be located within their normal job duties, the empioyee mzy be temporarily
provided job duties outside his/her regular Airport section or department.

Employees will return to their regular duties within three months, or they will have their
modified duty assignment re-evaluated by the Alrport’s Workers' Compensation
Coordinator and Human Resources Manager.

This policy of Return to Work is based upon the belief that employees who have
sustained an occupational injury or iliness may perform meaningful work even if they
are temuporarily unable to perform all the normal functions of their job. Medical
authorities and rehabilitation specialists agree that returning medically able employees
to work benefits the employee both physically and psychologicaily.

Johm L. Martin
Atrport Directofl

Issue Date: October 27, 2000

Effective Date: November 3 2000

Supersedes Executive Directive 86-08 issued July 31, 1986
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02-01

EXECUTIVE DIRECTIVE

Airport Commission Policy on Compressed Work Week znd Flex Time Programs

The Airport Commission’s policy on Compressed Work Week and Flex Time programs
provides for establishment of alternative work schedules 2s long as they do not demact
from an employee’s ability to meet productivity and customer service standards.

Definition ~ A compressed work week scheduie means employees work longer hours but
fewer days during a two-week period. Participants must come in at 2 sét start fime and
leave at a set epd time every day with a fixed lunchtime. The compressed work week
programs to be utilized in the Airport are as follows: ~

*  4/40 Schedule — Employees work 40 hours in four ten-hour davs. The fifih day is a
day off. o

*  9/80 Schedule — Employees work eight 9-hour days and one 8-hour day in a two-week
pay period. The tenth day is a day off. (This program is currently not available 1o
“non-Z” employees; e.g., clerical workers, custodians, and most craft workers). .

= 4/40-5/40 Schedule - Employees work alternating weeks of four 10-hour davs
followed by five 8-hour days.

Flextime Program — A flextime program utilizes an attendance band that is set between
6:30 am. to 6:30 p.m. of each workday. There is a [2-hour period -during which
employees may be permitted to perform a minimurm of four hours and up to a maximum of
ten houss of their job duties. Core times are from 2:00 a.m. to 11:30 2.m. and from 1:30
pm. to 3:00 pm., each workday. Due to the special software required to administer this
program, flextime is available only at FOM Engineering.

Employees can participate in only one of the above alternate work schedules,

Approval Process — Before starting a compressed work week and/or flextime program, the

* section manager must seek approval from histher Deputy Director. The section manager

completes & “Request for Participation in a Compressed Work Week and/or Flex-time
Program (available through the Airport’s HR office) and forwards it to his’her Deputy |
Drirector for approval. By compieting this request form, the section manager certifies.
his/her commitment and responsibility for adhering to the foliowing program standards:

» Holding participating staff members accountable for their work time. Staff must
accuraiely enter the actual hours worked on the daily timesheets. Participants must

work the required nine or ten hours each day and take 2 one-hour lunch break.

= Bx}aluating the guality and quantity of work performed fo inswre that saff is meeting
established performance standards and that timelines are being met on a routine basis.

=  Assuring that operational priorities and productivity goals continue to be met with the
highest degres of customer service.

= Confirming that operational priorities are being met without any noticeable increase in
overtime accrual and that sick leave usage is appropriatety managed.
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EXECUTIVE DIRECTIVE |

02-01 continued

~ If approved, the Deputy Director forwards this yequest to the Airport HR Director for his
review. The Human Resources Director advises the Airport Direcicr on an appropriaie’
course of action. The Aifrport Director is the final decision-maker,

Program Principles — Compressed work week (CWW) and flextime (FT} scheduling is a
‘cooperative arrangememnt between a manager and an employee or group of emplovees.
. Such arrangements will be used only for those sections in which sufficient coverage of an

office/work station or work assignment can be maintzined without the adcut;on of

positions. The following principles apply:

= Onply sections with a minimum staffing level of ten empicyees may participate.

* Participation is not available to Airpoert Deputy Assistant Director eguivalent
classifications and above. These managers may alsc restrict participation io other
managers based on operational needs.

= Scheduling does not change an employes’s basic terms and conditions of employment
with respect to benefits and job responsibilities.

= (ore workdays are Tuesday, Wednesday, and Thursday on the Monday through
Friday schedule. Friday is the preferred day off.

*  Participation is voluntary and may be terminated at any time by Airport management
or the employee.

Muozitoring and Evaleation of Program — Six months after the startizp of a compressed
workweek or flextime prograrn, section managers zre required to conduct an evaluation of
the program’s success. Evalnation forms may be obtained from Airport Human
Rescurces. Human Resources will review the evaluations and submit recommendations
for continued program participation to the section manager, his/her respectwe Deputy
Director, and the Airport Dxrector

Human Resources staff, together with the unit manager, will conduct periodic audits o
insure compliance with program standards and principles.

An employee’s failure to meet the conditions of the participant agreement will leac to the

termination of his/her program participation and rnay result in dlSCiphnE

Johe L. Martin
Adirport Director
Issue Date: February 15, 2002

Effective Date: February 22, 2002

245



REQUEST FOR PARTICIPATION IN CGM?RESSED WORK
WEEK AND/OR FLEX-TIME PROGRAM

TO:

AIRPORT DEPUTY DIRECTOR

FROM:

SECTION MANAGER

1 request approval for pBITiCIPE.UGn m a Compressed Work Week/Flex-Time prognm
(indicate which one). I understand that I must secure your approval and the approval of
the Airport Director before implementing the desired program. Attached for your review
is 2 list of employees 10 my umit whose participation I have approved conditional upon
gaining the aforementioned approvals.

By submittfng this request, I fully understand and assume the responsibility for
maintaining the following program standards:

s . Holding participating staff members accountable for their work time.. Staff must
accurately enter the actual hours worked on the daily timesheets and should not be
allowed to leave early from work by taking a shorter lunch;

¢ Evaluating the gnality and quantity of work performed to insure that staff is meeting
established performance standards and that timelines are being met on a routine basis;-

s  Assuring that operational pnontxs-s and productivity gcais contmue to be met with the
highest degree of customer services; and,

e  Confirming that operational priorities are being met without any nou_ccablﬁ increase
in overtime accrual and that sick leave usage is appropriately managed.

I also understand that afier six (6) months of operation, I must evaiuate my program’s
success In meeting the aforementioned standards. This written evaluation must be
submitted o you and Airport Human Resources for a determination to either continue or
discontinue program participation.

SIGNATURE DATE
' Section Manager '
SIGNATURE | " /
DEPUTY DIRECTOR ) Approve/Deny
~ DATE:

Attachment



03-02

EXECUTIVE DIRECTIVE

Sepervisors’ Respensibilities in Heporting and Ha-;dimc Incn&ents of Misconduct
Affecting Airport Safety or Secarity

All Airport supervisory personnei share in the responsibility to the public and to —’xirport
employees to ensute the maintenance of sa_te‘y and security at the San Francisco
International Airport. The purpose of this Executive Directive is to provide information

~and direction regarding the procedures to be used by supervisory employvees who observe

or receive reporis of conduct that could jeopardize safety or securnty.

Any supervisory employee who observes or receives a report of misconduct that could in
any way. jeopardize the safety or security of the traveling public or that of Airpon
emplovees has an obligation to take corrective action immediately, in accordance with the
following procedures:

if the conduet involves your subordinate

» Take immediate action, as needed, to ensure the safety and security of the public and
all Airport employees. It is impossible to describe in this memorandum the full array
of interventions that might be sppropriate in a given set of circumsiances, Actions you
might take could inciude contemporaneous counseling of the émployee, ordering the
employes immediately to cease the offending conduct, directing the employee to sit in
an office Tor “cooling off,” or even relieving the empiovee from duty and confiscating
the employee’s official Airport identification card and keys to secured areas,

~ If you have any questions about what action to take {for example, if you are in doubt
about whether you should relieve from duty an employee who bas been involved in a
physical altercation, or how to desl with an employee whose copduct suggests
impairment by drugs or glcohol} you are immediately to seek advice from your
supervisor or from Human Rescurces. During night, holiday, or weekend hours, seek
advice from the Airport Duty Manager. If necessary, call the SFPD Airport Bureau for
police assistance.

If the conduct does not involve your subordinate

= If you observe or receive a report of conduct that threatens safety or security involving
an employee who is not your subordinate, you nonetheless have an affirmative
respansihility to notify immediately the appropriate supervisor or manager or if
applicable, Airport Duty Manager, of your observations or of such report. If necessary,
call the SFPD Airport Bureau for police assistance.

If the conduct does not involve an Alrport Commission emploves

= If'vou observe or receive a report of conduct that threatens safety or security of an

" employee, a tenant, contractor, or 2 member of the pubtic, you must report your
observations, or report, to your supervisor or manager or if applicable, to the Airport
Duty Manager. H necessary, call the SFPD Alirport Bureau for police assistance.
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EXECUTIVE DIRECTIVE

03-0Z continued

In 2ll cases

Each supervisor is responsible for issuing a written report to the manager responsible
- for discipline and corrective action. The report is to set forth a detziled factual account
of the incident and the actions you took in response to the situation. Submit your

report by the end of your shift on the date of the incident through the appropriate chain
of command.

Ignoring or overlooking such incidents is not appropriate or acceptable.

Johr L. Martin
Alrport Director
1ssue Pate; July 30, 2003
. Effective Date:  August 6; 2003
Supersedes: Exeéi.ntive Directive 98-05 issued February 9, 1998
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EXECUTIVE DIRECTIVE

04-01 - Standards for Ethical Conduct

STATEMENT OF POLICY

1. Tt is the policy of the Airport that employees shall at all times continue to practice
fimdamental honesty. Fmployees shall not ner attempt to: deceive, defraud, or mislead
the Airport, other employees, or those with whom the Alrport has business or other
relationships; take or misuse Airport property, funds, or service; misrepresent the
Alrport or its employees; divulge or release any information relating to the Alrport of 2
proprietary nature; obtain a personal advantage or benefit because of their association
with the Airport or by use of the Airport name; withhold their best efforts to perform
their work to acceptable standards; engage in unethical business practices; violate
applicable laws; or conduct themselves at any time dishonestly or in a manner which
would reflect discredit on the Atrport.

APPLICABILITY

2. This Executive Directive applies to all Alrport employees.

RESPONSIBILITY

3. Deputy Directors and Managers are responsible for ensuring compliance with this
directive. All employees are accountable for compliance with this directive.
Supervisors are responsible for prohibiting any employe:e from engaging in any
prohibited activity.

TYPES OF MISCONDUCT

4. Conduct subject to this directive inchides employee activity which is 1n any way job
related and which involves a dishonest or otherwise uniawful act in violation of Airport
imstructions, directives or policies. The following provides a general outline of the
types of misconduct to be considered when administering this Executive Directive.
However, no attempt has been made to ftustrate every concewable instance widch
would be considered misconduct.

ATIRPORT FUNDS, SECURITIES, PAYMENT PAPERS
5. Al funds collected on behalf of the Airport shall be promptly and properly reperted,
deposited, and credited o the proper accounts. Monies assigned as working fimds,
petty cash funds, etc., shall be used only for the Atrport purposes intended and
~ authorized staff shall adeguately safegnard such funds.

Specific viclations inchide, but are not Iimited to:

Executive Director 04-01 - -ls‘ag'e 3 oﬁé 4 9 '



