REGULATIONS
For the prevention of sexual harassment and prejudicial treatment based on sexual grounds	Comment by JJ: והתנכלות על רקע מיני

This also means sexual harassment  -- “harassment on sexual grounds”

However given the context it is obviously intended to mean something else – prejudicial or discriminatory treatment based on sexual grounds.

I have found this translation (not submitted by me!!) which I think is accurate. 

החוק למניעת הטרדה מינית והתנכלות על רקע מיני > Lawforthepreventionofsexualharassmentandprejudicialtreatmetn (proz.com) 

NB that throughout the document, the source often refers just to
התנכלות  
I have translated this as “prejudicial treatment based on sexual grounds” for clarity, since translating it just as “prejudicial treatment” is very ambiguous.
Applicability: The provisions of these Regulations apply to the Leket Israel – Table to Table Association (hereinafter “the Association”) and its employees, including employees from staffing agencies, affiliated companies, service providers, and independent contractors engaged by the Association.
Background:
The Association is committed to preventing incidents of sexual harassment among its employees and staff operating on its premises and sites, and enforces a policy of zero-tolerance towards any behavior that constitutes, or may constitute, sexual harassment. In accordance with Section 7(d)(2) of the Prevention of Sexual Harassment Law, 5758 - 1998 (hereinafter “the Law”), the Association establishes the following Regulations: Sexual harassment and prejudicial treatment based on sexual grounds are violations of human dignity, freedom, privacy, and gender equality. The Association will not tolerate such actions or any similar misconduct.
Sexual harassment and prejudicial treatment based on sexual grounds are considered criminal offenses and grounds for civil lawsuits effective from the implementation of the Law on September 20, 1998 (29th of Elul, 5758). Such behavior undermines workplace relationships, constitutes a fundamental breach of employees’ fiduciary duties, and is regarded as a serious disciplinary offense, where applicable. Both sexual harassment and prejudicial treatment based on sexual grounds are strictly prohibited by law, including within the Association’s premises and during its activities, even if they occur outside the Association’s premises or beyond employees’ working hours.
These Regulations are intended to clarify the main provisions of the Law and its regulations concerning the prevention of sexual harassment. Their aim is to ensure that the workplace, including the onboarding process for new employees at the Association, remains free from any incidents of sexual harassment and/or prejudicial treatment based on sexual grounds.
These Regulations are part of the Association’s commitment to preventing all forms of sexual harassment in the workplace and ensuring a safe working environment free from such conduct for all employees, regardless of gender. In the event of any conflict between these Regulations and the Law or its associated regulations, the provisions of the Law and its regulations shall take precedence. For further information, please refer to Section 9 of these Regulations. 	Comment by JJ: It is standard practice not to refer just to “male and female” out of recognition that there are more than two genders.
Although these Regulations are written in the masculine form, the Association and its employees recognize that sexual harassment can affect people of all genders. Therefore, these Regulations equally to all genders.	Comment by JJ: This makes sense in Hebrew but not in English.
	The Association has appointed Attorney Peleg Furst as the designated officer responsible for preventing sexual harassment (hereinafter referred to as the “designated officer responsible for preventing sexual harassment.”)	Comment by JJ: https://www.linkedin.com/in/peleg-furst-7bb4893a/?originalSubdomain=il 


	
All complaints, questions, or clarifications may be directed to the designated officer responsible for preventing sexual harassment at any time, either verbally or in writing via the following contact details:

Telephone: 0509622208 or email: peleg@leket.org


	
Additionally, complaints, questions, or clarifications may be directed to Ms. Lior Zagar, Human Resources Manager at the Association, via the following contact details:

Telephone: 054-4456753 or email: liors@leket.org



Section I: Definitions of Sexual Harassment and Prejudicial Treatment Based on Sexual Grounds
What is sexual harassment?
(a) 	Although sexual harassment is most often perpetrated by men against women, it can be committed by individuals of any gender against others, regardless of gender. The Law covers all these possibilities.
(b)	According to the Law and case law, sexual harassment constitutes one of seven forms of prohibited conduct as follows:
	(1)	Coercing an individual to perform an act of a sexual nature.
For example, an employer or supervisor threatening to fire an employee if they refuse to engage in sexual relations with them.
	(2)	Indecent acts.
For example, if an employee or supervisor touches an employee with the intent of sexual gratification or exposes themself to them without their consent.
(3)	Making repeated sexual propositions despite the fact that the individual to whom the propositions are directed has expressed disinterest.
	For example: Making repeated sexual comments about an individual’s appearance even after the individual has indicated that such remarks are unwelcome (there is no need to demonstrate “disinterest” when a power imbalance is present).
(4)	Making repeated comments about an individual’s sexuality, despite the fact that the individual has expressed disinterest in receiving such remarks.
	For example: Repeatedly making sexual comments about an individual’s appearance even after the individual has indicated that these are unwelcome. In the cases outlined below, demonstrating a lack of consent is not required. Sending inappropriate videos, messages, or statements.	Comment by JJ: This sentence seems to just float here.
(5)	Derogatory or humiliating remarks about an individual’s gender or sexual orientation, regardless of whether the individual has indicated that these comments are bothersome. 
	For example: A single mention of an individual’s sexual orientation, or a derogatory remark regarding all women.
	Remarks may be communicated verbally, in writing, through actions, or by sending visual or auditory messages, including those transmitted by cellphone, computer, or digital material.
(6)	The release of photos, videos, or recordings of an individual that focus on their sexuality in situations where the distribution of such material could humiliate or demean them, without their consent for publication.
For example: Sharing a video of sexual activities on a public platform without the consent of those involved, pasting an image of an individual’s face onto a nude image without their consent in a way that may cause humiliation, and distributing a sexually explicit image of an individual without their consent.
	(7)	Hostile work environment sexual harassment	Comment by JJ: Facts About Hostile Work Environment Sexual Harassment - Sexual Harassment Lawyers Palo Alto (sexualharassmentlawyerscalifornia.com) 
For example: Displaying sexually explicit images in the workplace, viewing pornographic content in the workplace, making sexual remarks that may be humiliating even if not directed at a specific individual, and using obscene language that may demean people of any gender.
(c) 	Absence of consent
(1)	Generally, an individual must show that they do not consent to an act of sexual harassment. This requirement does not apply in the following cases:
		(a)	Coercion (subsection (b)(1) above);
		(b) 	Derogatory or humiliating references (subsection (b)(5) above);
(c)	Exploitation of a power imbalance in the workplace or a dependent relationship in the care or education of a minor or a person with disabilities (pertaining to the acts outlined in subsections (b)(3) and (4) above);
(d)	Exploitation of dependency within the context of the psychological or medical treatment of a patient by a therapist (regarding the acts outlined in subsections (b)(3) and (4) above).
(2)	Absence of consent can be demonstrated through both verbal communication and actions, as long as no reasonable doubt exists regarding the intent behind the actions.
(D)	Definition of a relationship of authority
· Relationships of authority are not limited to employer-employee or direct supervisor relationships.
· When evaluating a specific case, relevant circumstances will be taken into account, including: power imbalances, age differences, personal and economic status, and the ability of the individual in a position of authority to influence the status and future of the subordinate employee (hereinafter: “the subordinate”).
· In relationships of authority, it is presumed that the subordinate may hesitate to express disagreement or opposition to their supervisor. Case law has established that a sexual relationship between a supervisor and a subordinate may be subject to the Prevention of Sexual Harassment Law if it involves the exploitation of a power imbalance. Consequently, it is incumbent on the supervisor to demonstrate that the relationship is based on mutual and genuine consent, rather than the result of the exploitation of a power imbalance.
(E) 	Definition of influence relationships
· “Influence relationships” have been recognized in labor court case law.
· While these relationships do not involve authority, they also do not constitute employment relationships between two employees of equal standing. The “influence” of one party may arise from greater workplace seniority, older age, more extensive professional seniority, or social reputation and influence over other employees (including according to the subjective perception of the parties involved).
· In situations of sexual harassment between two employees of the same professional rank, where an influence relationship exists due to differing roles that create a power imbalance, the employee who has experienced sexual harassment will not be required to prove that they resisted the harassment, unlike cases involving employees of equivalent status.
(F)	Prohibition of romantic or sexual relationships without informing the designated officer responsible for preventing sexual harassment
· In line with labor court case law, the Association clarifies that sexual or romantic relationships between a supervisor and any employee under their supervision are unacceptable.
· Such relationships may be considered instances of prohibited sexual harassment. Even where they are fully consensual and mutual, there are concerns about potential conflicts of interest, unprofessional conduct, and the risk of creating a hostile work environment that could result in sexual harassment.
· Nonetheless, the workplace, as a social setting, may sometimes foster a mutual connection between two employees, with their full consent, prompting them to pursue a romantic relationship (in any form) outside of work, even if it originated within the workplace. Such a relationship will not be deemed a disciplinary violation, provided that the employee couple informs the Association’s designated officer responsible for preventing sexual harassment in advance about the relationship and confirms that it has been entered into freely and voluntarily by both parties. 
· The designated officer responsible for preventing sexual harassment will respect the privacy of employees who voluntarily disclose a romantic relationship and will not publicly reveal this information unless the employees involved choose to share it. However, the designated officer responsible for preventing sexual harassment must inform the Association’s management about the relationship to prevent potential conflicts of interest or disruptions to routine operations that may be affected by it.
· Failure to provide such notification during the relationship will be considered a serious disciplinary violation and may lead to the presumption that consent was not freely given. Consequently, this could classify the relationship as sexual harassment, prompting the Association to take action regarding these and related matters.
2. What is Prejudicial Treatment Based on Sexual Grounds?
(a) 	Under the Prevention of Sexual Harassment Law, 1998 and the Equal Opportunities in Employment Law, 1998, prejudicial treatment based on sexual grounds includes any of the following actions, provided they are carried out within the context of employment relationships (see subsection 4 below):	Comment by JJ: PrventionofSexualHarassmentLaw.pdf (jewishvirtuallibrary.org) 
(1)	An employer or designated supervisor inflicts harm on an employee or job applicant when that harm arises from sexual harassment or as retaliation for a complaint or legal action related to sexual harassment. In cases involving repeated sexual advances or repeated references to an individual’s sexuality, even a single advance or reference can be deemed sufficient to constitute harm.
	Example: A supervisor who withholds an employee’s promotion after the employee refused the supervisor’s one-time sexual advance, or an employer/supervisor who adversely affects the terms of employment including by diminishing the rights of an employee who filed a sexual harassment complaint, as well as those of an employee who supports a colleague in making such a complaint.
(2)	An employer or designated supervisor inflicts harm on an employee or job applicant where that harm arises from a complaint regarding prejudicial treatment based on sexual grounds as outlined in this section, or a legal action taken in response to such prejudicial treatment.
(3)	An employer or designated supervisor causes harm to an employee or job applicant where that harm arises from one employee assisting another with a complaint or legal action related to prejudicial treatment as outlined in this section.
	Example: An employee provides testimony about another employee’s prejudicial treatment on sexual grounds; as a result, their employer or supervisor deteriorates their working conditions.
(b)	Defense against a false complaint/legal action concerning prejudicial treatment as outlined in subsections (a)(2) or (3) – the employer or supervisor may argue as a defense that the employee or job applicant knew that the complaint or legal action was founded on incorrect information. 
3. What constitutes “the context of employment relations”?
According to the Law, sexual harassment or prejudicial treatment based on sexual ground “within the context of employment relations” occurs in any of the following four settings:
	(1) 	In the workplace:
(2) 	In another location where activities are conducted on behalf of the employer. 
	Example: A venue where the employer and employees are exhibiting the employer’s products; a training or professional development institute where a course is being held on behalf of the employer; a restaurant where the employer is hosting a party for employees.
(3)	During work.
	Example: A trip taken during work hours as part of the job, such as for a work meeting or discussion outside the employer’s offices, including activities that take place abroad.
(4)	Exploiting authority within the employment relationship regardless of the location.
	Example: In the supervisor’s home, a hotel room, a conference room, a hotel during a business trip abroad, a car, etc.
SECTION II: SEXUAL HARASSMENT AND PREJUDICIAL TREATMENT ARE PROHIBITED BY LAW
4.	Sexual harassment and prejudicial treatment are prohibited by law.
(a)	Sexual harassment and prejudicial treatment based on sexual grounds are illegal actions that infringe upon human dignity, freedom, privacy, and gender equality.
(b)	According to the Prevention of Sexual Harassment Law, as well as the Equal Employment Opportunities Law in the case of prejudicial treatment, sexual harassment and prejudicial treatment based on sexual grounds are classified as:
(1)	A criminal offense that can lead to the imprisonment of the perpetrator of harassment or prejudicial treatment based on sexual grounds or subject them to a fine;
(2)	A civil wrong, for which the victim may file a lawsuit. In such cases, the claimant may seek financial compensation and other remedies, either permanent or temporary, from the individual responsible for the harassment or prejudicial treatment based on sexual grounds, and in certain cases, from their employer as well.
5.	Sexual harassment and prejudicial treatment based on sexual grounds are serious disciplinary offenses.
Sexual harassment and prejudicial treatment based on sexual grounds are considered serious disciplinary offenses for which the individual responsible for the harassment or prejudicial treatment is liable to face disciplinary punishment, as detailed below in these Regulations.
SECTION III: THE POLICIES AND RESPONSIBILITIES OF THE ASSOCIATION
6. 	Sexual Harassment and Prejudicial Treatment Violate the Association’s Policies
Sexual harassment and prejudicial treatment based on sexual grounds harm employment relations, violate the Association’s policies, and will not be tolerated.
7. 	The Responsibilities of the Association as an Employer
(a)	The Association commits to undertake the following:
(1)	Prevent sexual harassment and prejudicial treatment based on sexual grounds;
(2)	Respond effectively to any instances of sexual harassment or prejudicial treatment based on sexual grounds that come to its attention;
(3)	Provide remedies for harms caused by sexual harassment or prejudicial treatment based on sexual grounds, including those resulting from the filing of complaints or lawsuits relating to these matters.
(b)	The Association has implemented a range of proactive measures designed to prevent sexual harassment and prejudicial treatment based on sexual grounds, and to address such complaints thoroughly and promptly upon receipt. Among other measures, the Association has appointed a dedicated officer to manage issues related to sexual harassment and has established clear procedures to promote a respectful workplace environment.	
8.	Preventative Measures
(a) 	All supervisors and employees within the Association are obligated to refrain from any acts of sexual harassment and prejudicial treatment based on sexual grounds with the context of employment relations. They must make every effort to prevent such behavior and collaborate with the Association’s management to create a workplace free from sexual harassment and prejudicial treatment based on sexual grounds.
(b)	Employees of the Association will be required to participate periodically in training and educational sessions focused on the prohibition on sexual harassment, prejudicial treatment based on sexual grounds, and their prevention. These sessions may be conducted at the Association by women’s organizations or social organizations dedicated to eliminating workplace harassment, ensuring that regular workflow is not disrupted. Attendance these training sessions organized by the Association is compulsory.
(c)	All employees who join the Association will receive information about the identity of the designated officer and the locations were the Regulation can be reviewed.	Comment by JJ: This is unclear, is the intended meaning the identity of the designated officer for preventing sexual harassment in the workplace?
9. 	Requesting Information and Point of Contact
All employees are entitled and encouraged to contact the designated officer responsible for preventing sexual harassment to review or request copies of any of the documents listed below, at any time:
· The Prevention of Sexual Harassment Law 5758 - 1998;
· Regulations for the Prevention of Sexual Harassment (Employer Obligations) 5758 - 1998;	Comment by JJ: 1988 in the source—should this be 1998
· The Association’s Regulation on the Prevention of Sexual Harassment 
All employees have the right to receive information at any time about educational and training sessions on the prohibition of sexual harassment and prejudicial treatment based on sexual grounds, and their prevention.
All employees have the right to seek advice and share information, privately and confidentially, about the eradication of sexual harassment, and to receive guidance on the rights of victims of sexual harassment.
SECTION IV: STEPS TO TAKE IF YOU EXPERIENCE SEXUAL HARASSMENT OR PREJUDICIAL TREATMENT BASED ON SEXUAL GROUNDS
10. 	(a)	If an individual believes they have experienced sexual harassment or prejudicial treatment based on sexual grounds, they have three legal options available. The individual may choose to pursue one or more of these options:
		(1)	Employer responsibility: If the harassment or prejudicial treatment occurred “within the context of employment,” the victim may file a complaint at their workplace (the procedure for this is outlined in Section F below).
		(2)	Criminal proceedings: The victim may file a police complaint.
		(3)	Civil proceedings: The victim may, subject to the statute of limitations, file a lawsuit in court (usually the District Labor Court) against:
· The perpetrator of the harassment or the individual responsible for the prejudicial treatment;
· The employer as well, if the victim claims that the employer is liable.
(b)	What is the relationship between the various procedures mentioned above?
(1) 	A victim of sexual harassment or prejudicial treatment may choose to pursue one or more of the procedures described.
(2)	The Association, as the employer, may decide how criminal or civil proceedings will affect its handling of the situation.
SECTION V: SUBMITTING A COMPLAINT TO THE ASSOCIATION AND THE PROCESS FOR RESOLUTION
11.	Who can submit a complaint and under what circumstances?
Complaints about sexual harassment or prejudicial treatment based on sexual grounds may be submitted to the designated officer at the Association by any of the following individual:
(1)	An employee who claims to have experienced sexual harassment or prejudicial treatment based on sexual grounds from the employer, a supervisor, another employee, a client, a supplier, or a related party within the context of their employment;
(2)	Any other individual who claims to have experienced sexual harassment or prejudicial treatment based on sexual grounds from an employee or representative of the Association within the context of their employment;
(3)	An individual acting on behalf of the victim;
(4)	An employee from a staffing agency and/or a service provider whose work is conducted on the Association’s premises.
12. 	To whom should the complaint be submitted?
(a)	Complaints must be directed to the designated officer. Their contact information is listed in these Regulations and will be regularly updated and published through official notices.
(b)	If a complaint is received by a manager in the Association who is not the designated officer, they must promptly refer the complaint to the designated officer and should not attempt to address it independently.
(c)	The designated officer is responsible for conducting an investigation in accordance with the Law. They must present a summary and findings to the CEO, along with a report of their activities, ensuring that no personal data is disclosed.
(d)	If the designated officer is the subject of the complaint is made (hereinafter “the respondent”), has a personal connection to the subject of the complaint, or faces a conflict of interest related to their role in the Association, the complaint should be directed to the CEO of the Association or to Attorney Rachel Harari Lipshitz at 052-362-3636. If necessary, the complaint will be referred to an external supervisor for investigation.
(e)	If the respondent is an employee of a staffing agency who has been engaged at the Association:
(1) 	The complaint should be directed either to the designated officer from the staffing agency or to the designated officer from the Association;
(2)	If the complaint is directed to the designated officer responsible for preventing sexual harassment at the staffing agency, they may transfer the investigation to the designated officer at the Association. In such cases, the designated officer at the staffing agency must notify the complainant of the transfer.
13. 	Content of the complaint
The complaint should include a description of the incident, including:
(1)	Details of the identities of the parties involved in the matter and any witnesses, if applicable;
	(2)	The location where the incident took place;
(3)	In cases where it is alleged that an incident of sexual harassment has occurred – one of the following:
(a)	Did the person who experienced the harassment indicate to the harasser that the behavior was unwelcome?
(b)	Is there a dependency or authority relationship between the person who has experienced the harassment and the harasser?
14.	Procedure for submitting a complaint and conducting the investigation.
	(a)	Complaints should be submitted in writing or verbally.
	(b)	Verbal complaint submission:
		(1)	The designated officer will document the details of the complaint;
(2)	After reviewing and approving the record, the complainant or the individual submitting the complaint on their behalf will sign the designated officer’s notes to confirm their accuracy.
(3) 	The designated officer will provide the complainant with a signed copy of the complaint.
15.	Investigation of the complaint
	(a)	Upon receiving the complaint, the designated officer shall:
(1) 	Inform the complainant about the procedure for handling incidents of sexual harassment or prejudicial behavior based on sexual grounds, in accordance with the Law (as outlined in Section V above).
(2) 	Initiate an investigation into the complaint, which may include interviewing the complainant, presenting the complaint to the respondent and obtaining their response, interviewing witnesses, and reviewing any relevant information related to the complaint.
(3)	Document the respondent’s statements and request their signature on the recorded notes.
(4)	The cross-examination of any parties or witnesses is not permitted during the investigation of the complaint.
(5) 	Any notes taken by the designated officer responsible for the prevention of sexual harassment are solely for the officer’s use in conducting the investigation and establishing findings, conclusions, and recommendations. These notes will not be disclosed to any party or representatives of the Association, except as required by a valid court order.
(6)	The designated officer shall store the notes in a designated secure folder.
(b)	The designated officer shall not investigate a complaint if they have a personal relationship with the subject of the complaint or any of the parties involved.
(c)	The investigation of the complaint shall be conducted efficiently and without delay.
(d)	The investigation of the complaint shall be conducted with the utmost care to safeguard the dignity and privacy of the complainant, the respondent, and other witnesses, including, but not limited to:
(1) 	The designated officer shall not disclose any information obtained during the investigation of the complaint, including the complaint itself and any records created during the investigation, except where this is necessary for the investigation or required by law.
(2)	The designated officer shall not inquire into or take into account the complainant’s sexual history unrelated to the respondent. This provision may not apply if the designated officer believes that not addressing such questions or information would cause irreparable harm to the respondent.
(e)	The designated officer responsible for preventing sexual harassment shall inform the CEO of the Association about the complaint to assess measures for preventing further harm, offering support, and preventing prejudicial treatment until the investigation is completed and a decision regarding the case is reached.
(f)	During the investigation of the complaint, the Association shall ensure the protection of both the complainant and the respondent from any employment-related harm that may result from the filing of the complaint or from any other harm within the employment relationship that may impede the investigation. This may include, among other measures, separating the respondent from the complainant as deemed appropriate based on the circumstances.
	The investigation shall remain confidential, and all parties are required to maintain confidentiality and respect the privacy and dignity of everyone concerned.
(g)	Upon completing the investigation, the designated officer within the Association shall promptly submit a written summary of the investigation to the CEO, along with their reasoned recommendations for any further action.
(h)	If the respondent is an employee of a staffing agency directly engaged by the Association, the designated officer shall provide the summary both to the staffing agency’s representative and the CEO of the Association.
(i)	Without diminishing the provisions set out in subsection 12 above, if the designated officer becomes aware of a case of sexual harassment or prejudicial treatment based on sexual grounds within the employment relationship (including through an anonymous letter), and no complaint has been filed or the complainant has withdrawn their complaint, the case shall be referred to the designated officer for investigation. If a case has been referred to the designated officer for investigation or they become aware of such a case, they shall, to the extent possible, conduct an investigation in accordance with this Section, with necessary modifications. Additionally, if the complainant has withdrawn their complaint, the designated officer shall also inquire into the reason for the withdrawal.
16. 	The Association’s approach to addressing cases of sexual harassment or prejudicial treatment based on sexual grounds.
(a)	Upon receiving the summary and recommendations from the designated officer as outlined in subsection 15(g) above, the CEO shall promptly make a decision within a maximum of 7 working days regarding the following:
(1) 	Issuing instructions to the employees involved in the case, which may include guidelines for appropriate conduct within the employment relationship, separating the respondent from the complainant, and taking actions related to employment matters. These measures aim to prevent the recurrence of sexual harassment or prejudicial treatment and to address the harm caused to the complainant as a result of such actions.
(2)	Initiating disciplinary proceedings relating to sexual harassment or prejudicial treatment based on sexual grounds, provided there are adequate grounds supported by the recommendations of the designated officer;
(3)	No action will be taken and the complaint will be dismissed if they believe that the complaint is unfounded or if they accept the recommendation of the designated officer who determined that the complaint was submitted in bad faith.
(b)	The CEO of the Association shall take prompt action to implement the decision as outlined in subsection (a) and will provide a written notice explaining the decision to the complainant, the respondent, and the designated officer. The CEO will ensure that the complainant and the respondent have the opportunity to review the summary and recommendations.
(c)	The CEO of the Association may modify the decision made under subsection (a) or defer its implementation due to a change in circumstances. A written, reasoned notice of this decision shall be provided to the respondent, the complainant, and the designated officer.
(d)	Notwithstanding the provisions of this section, the CEO of the Association may defer their decision, suspend its implementation, or amend it in light of disciplinary or legal proceedings related to the case in question. The Association will take the following actions:
(1)	A written and reasoned notice shall be provided to the complainant, the respondent, and the designated officer;
(2)	Until the aforementioned proceedings are concluded, the Association shall operate in accordance with the provisions of subsection 15(f);
(3)	After the proceedings are concluded, the CEO shall render a decision in accordance with subsection (a).
(e)	If the respondent is an employee of a staffing agency contracted by the Association, the CEO and the staffing agency may mutually determine who will implement the provisions of this section, either in whole or in part.
(g)	If the Association decides to initiate disciplinary proceedings, these shall be conducted, to the extent feasible, promptly and in accordance with hearing proceedings. Until the disciplinary process is concluded, the Association will take all reasonable measures to prevent the recurrence of harassment and/or prejudicial treatment, and to ensure the privacy and dignity of all parties involved.	Comment by JJ: (f) is missing in the source—I have followed the numbering given in the source here.
(h)	The disciplinary process aims, among other things, to convey the Association’s position regarding sexual harassment, the duration of the harassment, the power imbalance between the complainant and the respondent, the existence or absence of an authority relationship, instances of prejudicial treatment, and related circumstances.
SECTION VI: KEY DISCIPLINARY REGULATIONS OF THE ASSOCIATION
17.	Sexual harassment and prejudicial treatment based on sexual grounds, including false complaints or claims of sexual harassment and prejudicial treatment, are considered serious disciplinary offenses. Individuals found to have committed such offenses will face disciplinary measures in accordance with the terms of the relevant employment contract.
SECTION VII: MISCELLANEOUS
18.	Employee of a staffing agency contracted by the Association
(a)	Under the Law and regulations, when an employee of a staffing agency is actively employed by the Association (the de facto employer):
(1)	All provisions in these Regulations that refer to an “employee” shall also apply to employees of the staffing agency.
(2)	All provisions in these Regulations that refer to an “employer” shall also apply to the de facto employer. Therefore, the de facto employer bears the same responsibility as a regular employer for sexual harassment and prejudicial treatment committed by an employee of the staffing agency working for them.
(b)	Special provisions are found in subsections 12(c) and 15(h) of these Regulations.
The Association’s designated officer responsible for preventing sexual harassment, in accordance with the Prevention of Sexual Harassment Law:
Attorney Peleg Furst, telephone: 050-9622208, email peleg@leket.org
