
 

CITY OF JONESBORO, GEORGIA COUNCIL 

Agenda Item Summary 

COUNCIL MEETING DATE: 

August 10, 2026 

Requesting Agency (Initiator):   

Councilwoman Santia Fox 

Sponsor(s):   

Councilwoman Santia Fox 

Item Title: Consideration and Approval of a Revised Employee Grievance Process 

Requested Action:   
Approve an ordinance revising the City Personnel Manual Chapter IX Employee Grievance Process. 
 
Requirement for Board Action:  Approval 

Is this Item Goal Related? Yes 

Summary and Background:   The City Attorney was tasked with reviewing and recommending revisions 
to the City’s Employee Grievance Policy. The proposed ordinance makes an immediate and targeted 
revision to the City’s personnel policies while the broader comprehensive review of the personnel 
manual remains underway. The amendment addresses a present deficiency in the existing Employee 
Grievance Policy, which does not provide a clear reporting or review process when the supervisor or 
official ordinarily responsible for receiving a complaint is the subject of that complaint. Most 
significantly, the existing policy does not address how an employee may report a complaint involving 
the Mayor, who serves as the City’s chief executive and administrative officer. 
 
The ordinance repeals and replaces the existing Chapter IX grievance provisions and adopts a separate 
Chapter IX-A governing Protected Complaints. The revised policies establish two distinct processes 
based on the substance of the employee’s concern. 
 
Chapter IX applies to ordinary Workplace Grievances involving the interpretation or application of 
personnel policies, departmental work rules, workplace procedures, working conditions and other non-
disciplinary administrative matters. It establishes alternative reporting routes when a supervisor, 
Department Director, City Manager, Mayor or other designated recipient is involved or has a conflict of 
interest. The policy is not an administrative appeal and may not be used to challenge disciplinary 
actions, hiring decisions, promotion or demotion decisions, performance evaluations, classification 
determinations, salary decisions, transfers, reassignments or other excluded personnel decisions. 
 
Under the revised reporting structure, a grievance involving an immediate supervisor may be submitted 
to the Department Director. A grievance involving a Department Director may be submitted to the City 
Manager. A grievance involving the City Manager must be submitted to the Mayor. A grievance involving 
the Mayor must be submitted to the Mayor Pro Tem. The Mayor may not receive, assign, direct, review 
or determine a grievance concerning the Mayor. 
 
For a formal grievance involving the Mayor, the Mayor Pro Tem must provide the members of City 
Council and the City Attorney with the grievance and supporting materials within three Business Days, 
subject only to redactions or withholding required by law. Council, acting as a body, may appoint or 
authorize an impartial reviewer. The Mayor must receive notice of the material concerns and a 
reasonable opportunity to respond but may not direct or control the review. The policy preserves the 
respective authority of the Mayor, Council and City administration under the City Charter, Code of 
Ordinances and applicable law. 
 



Chapter IX-A separately addresses Protected Complaints. It begins with a general prohibition against 
unlawful employment discrimination, unlawful harassment and retaliation. Protected Complaints 
include allegations involving a legally protected status, retaliation for protected activity, interference 
with a protected employment right or conduct protected by the Georgia Whistleblower Act. These 
complaints are excluded from the ordinary grievance process and are not subject to its informal 
reporting requirement or filing deadlines. 

An employee may report a Protected Complaint to a supervisor, Department Director, Human Resources 
Officer, City Manager or Mayor and may bypass any person who is the subject of the complaint or has 
a conflict of interest. The City must provide a prompt, thorough and impartial review or investigation. 
The person whose conduct is at issue may not select, direct, supervise or control the reviewer or the 
review. 

The Protected Complaints Policy also expressly recognizes the Georgia Whistleblower Act. It prohibits 
retaliation against a public employee for protected disclosures, objections or refusals to participate in 
conduct the employee reasonably believes violates a law, rule or regulation. It also incorporates the 
statutory restriction against disclosing the identity of a public employee without written consent unless 
disclosure is necessary and unavoidable during the investigation. When such disclosure is necessary, the 
employee must receive at least seven days’ written notice. 

The policy does not promise general confidentiality or restrict Council from receiving information 
necessary to perform its lawful responsibilities. Any restriction on access or disclosure is limited to 
applicable law, legally recognized privileges and the specific employee identity protection required by 
the Georgia Whistleblower Act. 

Neither policy creates an administrative appeal, a right to an internal hearing, a contract of employment 
or a right to continued employment. The policies also preserve an employee’s right to contact the Equal 
Employment Opportunity Commission or another government agency. Filing an internal complaint does 
not extend or satisfy an external filing deadline. 

The ordinance makes the revised policies effective immediately upon adoption. It also authorizes 
Human Resources to distribute and incorporate the policies into the personnel manual and directs the 
City Clerk to maintain the official adopted version. 

Fiscal Impact:  No. 

Exhibits Attached:  Yes. (1) Existing Ordinance Chapter IX; (2) Revised Ordinance Chapter IX and IXA 

Staff Recommendation: Approve. 

FOLLOW-UP APPROVAL ACTION (Completed by City Clerk) 
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Signature City Clerk’s Office 
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STATE OF GEORGIA 
CITY OF JONESBORO 
COUNTY OF CLAYTON 
 
 

ORDINANCE NO. 2026-____ 
 
AN ORDINANCE TO ADOPT A REVISED EMPLOYEE GRIEVANCE POLICY; TO 
ADOPT A SEPARATE PROTECTED COMPLAINTS POLICY; TO REPLACE THE 
EXISTING GRIEVANCE PROVISIONS OF THE CITY PERSONNEL POLICIES; TO 
PROVIDE FOR IMPLEMENTATION, SEVERABILITY AND AN EFFECTIVE 
DATE; AND FOR OTHER LAWFUL PURPOSES. 
 
WHEREAS, the City of Jonesboro has adopted personnel policies governing the terms and 

conditions of City employment, including Chapter IX concerning employee grievances; and 

WHEREAS, the Mayor and Council directed the City Attorney to review the Employee 

Grievance Policy and recommend amendments necessary to establish clear, impartial and 

consistent procedures for grievances involving the supervisor or official ordinarily responsible 

for receiving or reviewing the matter; and 

WHEREAS, the existing grievance provisions do not provide a complete alternative reporting 

process when the employee’s immediate supervisor, Department Director, City Manager, 

Mayor or another designated recipient is the subject of the grievance or has a conflict of interest; 

and 

WHEREAS, the Mayor serves as the City’s chief executive and administrative officer and a 

complaint involving the Mayor must be received and reviewed through a process that does not 

permit the Mayor to direct or control the matter; and 

WHEREAS, the Mayor and Council find that ordinary workplace grievances should be 

distinguished from complaints alleging unlawful discrimination, unlawful harassment, 

retaliation, interference with a legally protected employment right or activity protected by the 

Georgia Whistleblower Act; and 

WHEREAS, the revised policies provide alternative reporting paths, require the recusal of 

persons with a conflict of interest, provide for impartial review, preserve appropriate procedural 

protections and recognize the lawful authority of the Mayor, Council and City administration; 

and 

WHEREAS, the Mayor and Council desire to adopt the revised Employee Grievance Policy 

and the separate Protected Complaints Policy attached to this Ordinance as Exhibit A. 
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BE IT AND IT IS HEREBY ORDAINED BY THE MAYOR AND COUNCIL OF THE 

CITY OF JONESBORO, GEORGIA, AND BY THE AUTHORITY THEREOF, AS 

FOLLOWS: 

Section 1. Findings. The recitals contained in this Ordinance are adopted as the findings of the 

Mayor and Council and are incorporated into this Ordinance as if fully stated herein. 

 

Section 2. Adoption of Revised Policies. The revised Employee Grievance Policy designated 

as Chapter IX and the Protected Complaints Policy designated as Chapter IX-A, attached as 

Exhibit A and incorporated by reference, are hereby approved and adopted as an amendment to 

the City of Jonesboro Personnel Policies. 

 

Section 3. Replacement of Existing Grievance Provisions. The existing Chapter IX, Sections A 

through C, concerning employee grievances is superseded and replaced in its entirety by 

Chapter IX contained in Exhibit A. 

 

Section 4. Relationship to Existing Employment Policies. The City’s existing equal 

employment opportunity, anti-retaliation and harassment provisions remain in effect except to 

the extent that an existing reporting, routing or review provision conflicts with Chapter IX-A. 

In the event of a conflict, Chapter IX-A shall control. A Protected Complaint shall not be 

rejected, delayed or returned to the employee because another personnel policy identifies a 

different recipient or procedure. 

 

Section 5. Pending Matters. Chapter IX and Chapter IX-A apply to complaints received on or 

after the effective date of this Ordinance. To the extent reasonably practicable and consistent 

with applicable law, unresolved complaints pending on the effective date may be transferred to 

the appropriate unconflicted recipient for further handling under the revised policies. Nothing 

in this section reopens a matter that received a final disposition before the effective date or 

creates an appeal that did not previously exist. 

 

Section 6. Implementation and Distribution. The Human Resources Officer shall distribute the 

revised policies to City employees and shall incorporate them into the City Personnel Policies. 

The City Clerk shall maintain the official adopted copy with this Ordinance. City officials and 
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employees shall implement the revised policies consistent with the City Charter, Code of 

Ordinances and applicable law. 

 

Section 7. No Contract or Change in Employment Status. Neither this Ordinance nor the 

policies adopted by it create a contract of employment, create a right to continued employment, 

alter employment at will or create an internal appeal or hearing except as expressly required by 

applicable law. 

 

Section 8. Authority Preserved. Nothing in this Ordinance transfers executive or administrative 

authority assigned to the Mayor by the City Charter or applicable law. Nothing in this Ordinance 

authorizes the Mayor Pro Tem, an individual councilmember, Council, a reviewer or another 

City official to act beyond that person’s or body’s lawful authority. 

 

Section 9. Administrative Corrections. The City Clerk, with the concurrence of the City 

Attorney, may correct typographical errors, formatting, cross references and section numbering 

in the policies adopted by this Ordinance, provided that no correction changes the substantive 

meaning or effect of the adopted text. 

 

Section 10. Severability. If any section, subsection, paragraph, sentence, clause or phrase of this 

Ordinance or the policies adopted by it is declared invalid or unenforceable by a court of 

competent jurisdiction, the remaining provisions shall continue in full force to the greatest 

extent permitted by law. 

 

Section 11. Conflicting Policies. All ordinances or parts of ordinances, personnel policies, 

resolutions and administrative practices in conflict with this Ordinance are repealed or 

superseded only to the extent of the conflict. 

 

Section 12. Effective Date. This Ordinance and the policies adopted by it shall become effective 

immediately upon adoption. 
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ORDAINED AND ADOPTED this ____ day of ____________________, 2026. 
 
 

 
CITY OF JONESBORO, GEORGIA 
 
By: _______________________________ 
       Dr. Donya L. Sartor, Mayor 

 
 
ATTEST: 
 
 
________________________ 
Shandrella Jewett, City Clerk 
 
 
APPROVED AS TO FORM: 
 
 
____________________________  
LaTonya Nix Wiley, City Attorney 
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EXHIBIT A 
 
 



 

CHAPTER IX 1 
EMPLOYEE GRIEVANCES 2 
 3 
SECTION A. DEFINITIONS AND SCOPE 4 
1. Workplace Grievance 5 
 6 
A “Workplace Grievance” is a complaint by a City employee concerning the interpretation, 7 
application or administration of a personnel policy, departmental work rule, established workplace 8 
procedure or non-disciplinary administrative action that materially affects the employee’s work or 9 
employment with the City. 10 
 11 
A Workplace Grievance may include: 12 
 13 

a. A complaint that a personnel policy, departmental work rule or established procedure 14 
was incorrectly interpreted, inconsistently applied or not followed; 15 
 16 
b. A complaint concerning the administration of a work assignment, schedule, workload, 17 
reporting requirement, workplace resource or working condition; 18 
 19 
c. A complaint concerning the calculation or administration of compensation, overtime, 20 
leave or benefits under an existing written policy or approved compensation plan; 21 
 22 
d. A complaint concerning non-disciplinary supervisory or administrative conduct; or 23 
 24 
e. A complaint that the employee was denied access to the grievance procedure or was 25 
required to submit a grievance to a person whose conduct was at issue. 26 

 27 
A personal disagreement, generalized dissatisfaction or difference of opinion does not, by itself, 28 
constitute a Workplace Grievance. The employee must identify a specific policy, rule, procedure, 29 
workplace condition or administrative action and explain how it materially affected the employee’s 30 
work or employment. 31 
 32 
2. Conflict of Interest 33 
 34 
A “Conflict of Interest” exists when the person designated to receive, consider or determine a 35 
grievance: 36 
 37 

a. Is the subject of the grievance; 38 
 39 
b. Participated materially in the conduct or decision at issue; 40 
 41 
c. Reports directly to or is supervised by the person whose conduct is at issue; 42 
 43 
d. Has a personal, familial, financial or professional relationship that could materially affect 44 
the person’s impartiality; or 45 
 46 
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e. Has another interest or involvement that would cause a reasonable person to question 47 
the person’s ability to consider the grievance fairly and impartially. 48 

 49 
Employment by the City or general familiarity with the persons involved does not, by itself, 50 
constitute a Conflict of Interest. 51 
 52 
3. Business Day 53 
 54 
“Business day” means a day on which the City’s administrative offices are open for regular 55 
business. The day of the event or receipt is not counted. If the final day falls on a day when the 56 
City’s administrative offices are closed, the deadline continues through the next business day. 57 
 58 
4. Matters Not Subject to the Grievance Procedure 59 
 60 
The grievance procedure may not be used to challenge, appeal or obtain reconsideration of: 61 
 62 

a. A hiring, applicant screening or selection decision; 63 
 64 
b. A decision to promote or not promote an employee; 65 
 66 
c. A demotion decision; 67 
 68 
d. A performance evaluation, performance rating or assessment of an employee’s work 69 
performance; 70 
 71 
e. A job classification determination, allocation of a position to a classification or decision 72 
concerning a request for reclassification; 73 
 74 
f. A personnel examination, test, assessment, rating or score used to evaluate an applicant 75 
or employee; 76 
 77 
g. A salary determination, pay rate decision, placement within an approved compensation 78 
plan or decision concerning an increase, adjustment or reduction in compensation; 79 
 80 
h. A transfer, reassignment, material change in duties or change in reporting relationship; 81 
 82 
i. A termination or layoff resulting from lack of work, elimination of a position, 83 
reorganization or reduction in force; 84 
 85 
j. Routine supervisory counseling, coaching or performance management, including the 86 
decision to initiate counseling, any related supervisory inquiry, the information considered, 87 
the conclusions reached or the corrective expectations communicated to the employee; 88 
 89 
k. A disciplinary action, including an oral or written reprimand, suspension, disciplinary 90 
demotion or dismissal; 91 

 92 
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l. The merits of a decision that these personnel policies assign to the discretion of the 93 
Mayor, City Manager, Department Director or governing authority; or 94 
 95 
m. An ordinance, resolution, budget, compensation plan or policy decision adopted by the 96 
governing authority. 97 
 98 

An employee may not obtain review of an excluded matter by describing it as a disagreement 99 
concerning policy interpretation, supervisory judgment, fairness or workplace conditions. 100 
 101 
The exclusion of a discretionary decision does not prevent an employee from alleging that the 102 
person making the decision exceeded the authority granted by City policy or failed to follow a 103 
mandatory procedure. The grievance may address compliance with the applicable policy or 104 
procedure but may not be used to substitute the reviewer’s judgment for a decision expressly 105 
committed to the discretion of the authorized official. 106 
 107 
The exclusion of salary decisions does not prevent an employee from submitting a grievance 108 
concerning a mathematical, payroll, overtime or leave accounting error or the City’s failure to pay 109 
an amount required by an existing written policy or approved compensation plan. Such a grievance 110 
may address only whether the approved policy or compensation decision was correctly 111 
implemented. 112 
 113 
The exclusion of transfers, reassignments and changes in duties does not prevent an employee 114 
from submitting a grievance concerning the administration of an existing work assignment, 115 
schedule, workload or workplace procedure. The procedure may not be used to challenge the 116 
underlying management decision to transfer, reassign or materially change the employee’s duties. 117 
 118 
The exclusion of disciplinary actions does not prevent an employee from reporting that discipline 119 
or other adverse treatment was imposed in retaliation for the employee’s good faith use of this 120 
Chapter. Review of such an allegation shall be limited to the alleged retaliation and shall not 121 
constitute a general appeal of the underlying disciplinary decision. An allegation of retaliation 122 
prohibited by federal or state law shall be handled under the Protected Complaints Policy. 123 
 124 
 125 
5. Protected Complaints Excluded 126 
A complaint alleging unlawful discrimination, unlawful harassment, retaliation prohibited by law, 127 
interference with a legally protected right or conduct protected by the Georgia Whistleblower Act 128 
is not a Workplace Grievance. Such a complaint shall be addressed under the City’s separate 129 
Protected Complaints Policy. 130 
A Protected Complaint is not subject to the informal reporting requirement, filing deadlines or 131 
disposition provisions contained in this Chapter. 132 
If a submission contains both a Workplace Grievance and a Protected Complaint, the protected 133 
allegations shall be referred for handling under the Protected Complaints Policy. Any remaining 134 
Workplace Grievance may proceed under this Chapter if it can be considered separately without 135 
impairing the fair review of either matter. 136 
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A complaint shall not lose its original City submission date because the employee submitted it 137 
under the wrong City procedure or presented it to the wrong City official. The recipient shall 138 
promptly transfer the complaint to the proper recipient and notify the employee of the transfer. The 139 
employee shall not be required to resubmit the complaint. 140 
 141 
SECTION B. POLICY 142 
The City intends to provide employees with a clear process for raising and resolving ordinary 143 
workplace concerns. 144 
 145 
An employee ordinarily should attempt to resolve a Workplace Grievance informally before 146 
submitting a Formal Grievance. Informal resolution is not required when: 147 

 148 
a. The grievance concerns the employee’s immediate supervisor; 149 
 150 
b. The person ordinarily responsible for receiving or considering the grievance is the 151 
subject of the grievance; 152 
 153 
c. The grievance concerns an official to whom the employee or designated recipient directly 154 
reports; 155 
 156 
d. A Conflict of Interest exists; 157 
 158 
e. The grievance involves the Mayor, City Manager, Mayor Pro Tem or a councilmember; 159 
or 160 
 161 
f. The employee reasonably believes the circumstances make informal resolution 162 
inappropriate. 163 

 164 
No employee shall be disciplined, threatened, intimidated or subjected to adverse treatment 165 
because the employee made, assisted with or participated in a grievance in good faith under this 166 
Chapter. 167 
 168 
An allegation of retaliation for using this Chapter may be submitted directly as a Formal Grievance 169 
to the next available recipient who does not have a Conflict of Interest. If the alleged retaliation is 170 
prohibited by federal or state law, the allegation shall be referred for handling under the Protected 171 
Complaints Policy. 172 
 173 
The informal and formal grievance procedures are internal methods for raising and resolving 174 
workplace concerns. They do not constitute an administrative appeal, create a right to an 175 
evidentiary hearing or authorize an appeal of a disciplinary or employment decision. 176 
 177 
Nothing in this Chapter creates a contract of employment, changes an employee’s at-will 178 
employment status or creates a right to continued employment. 179 
 180 
 181 
 182 
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SECTION C. GRIEVANCE PROCEDURE 183 
1. Informal Reporting 184 
 185 
An employee ordinarily should first discuss a Workplace Grievance with the employee’s 186 
immediate supervisor. The employee should describe the concern, identify the policy, procedure 187 
or workplace condition involved and explain the corrective action requested. 188 
 189 
The supervisor shall make a reasonable inquiry into the facts and attempt to resolve the grievance 190 
promptly and fairly. 191 
 192 
The supervisor shall provide the employee with a written response within five Business days after 193 
receiving the grievance. If additional time is reasonably necessary, the supervisor shall notify the 194 
employee of the reason for the delay and the anticipated response date. 195 
 196 
The response to an informal grievance is an effort to resolve the concern. It is not an adjudication 197 
of rights, alteration of employment rights or appealable employment decision. 198 
 199 
An employee who is dissatisfied with the informal response may submit a Formal Grievance under 200 
Section D. The Formal Grievance is a separate request for formal consideration. It is not an appeal 201 
from the supervisor’s informal response. 202 
 203 
Any informal resolution shall be memorialized in writing and submitted to the Human Resources 204 
Officer for inclusion in the appropriate City records. If the grievance involves the Human 205 
Resources Officer or another Conflict of Interest prevents submission to Human Resources, the 206 
resolution shall be submitted to the City Clerk or another custodian designated by the City 207 
Attorney. 208 
 209 
2. Exceptions to Informal Reporting 210 
 211 
An employee is not required to pursue informal resolution with the employee’s immediate 212 
supervisor when the employee reasonably believes the matter should be handled by another City 213 
official or when any circumstance identified in Section B applies. 214 
 215 
An employee who is not required to pursue informal resolution may proceed directly to a Formal 216 
Grievance through the alternative reporting process. 217 
 218 
A grievance involving the Mayor or City Manager is not subject to informal resolution and may 219 
proceed directly to the appropriate alternative reporting recipient. 220 
 221 
3. Alternative Reporting 222 
 223 
An employee may bypass the immediate supervisor and submit the grievance as follows: 224 
 225 

a. A grievance involving the immediate supervisor may be submitted to the Department 226 
Director. 227 
 228 
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b. A grievance involving a Department Director may be submitted to the City Manager. 229 
 230 
c. A grievance involving the City Manager shall be submitted to the Mayor. The City 231 
Manager shall not receive, consider, assign, review or determine the grievance. 232 
 233 
d. A grievance involving the Mayor shall be submitted to the Mayor Pro Tem. The Mayor 234 
shall not receive, consider, assign, direct, review or determine the grievance. 235 
 236 
e. A grievance involving the Mayor Pro Tem or another councilmember shall be submitted 237 
to the City Attorney solely for transmission to the members of City Council. The 238 
councilmember whose conduct is at issue shall not participate in the receipt, assignment, 239 
consideration or disposition of the grievance. 240 
 241 
f. A grievance involving an appointed official not otherwise addressed in this reporting 242 
sequence shall be submitted to the official or governing body possessing authority to 243 
appoint or supervise that official. The subject of the grievance shall not participate in its 244 
receipt, assignment, consideration or disposition. 245 

 246 
If a grievance involves more than one official, the grievance shall be submitted according to the 247 
reporting procedure applicable to the highest ranking official whose conduct is at issue. 248 
 249 
If the designated recipient has a Conflict of Interest, the grievance shall proceed to the next official 250 
identified in the reporting sequence who does not have a Conflict of Interest. 251 
 252 
If the Mayor Pro Tem is unavailable or has a Conflict of Interest, a grievance involving the Mayor 253 
shall be submitted to the City Attorney solely for transmission to the members of City Council. 254 
 255 
Submission to an official who is later determined to have a Conflict of Interest does not invalidate 256 
the grievance. The grievance shall be transferred promptly to the proper recipient. The original 257 
submission date shall be preserved and the employee shall not be required to resubmit the 258 
grievance. 259 
 260 
SECTION D. FORMAL GRIEVANCES 261 
1. Filing Deadline 262 
 263 
An employee who chooses not to pursue informal resolution shall submit a Formal Grievance 264 
within ten Business days after the employee knew or reasonably should have known of the policy 265 
application, workplace condition or administrative action giving rise to the grievance. 266 
 267 
An employee who timely initiates informal reporting shall submit any subsequent Formal 268 
Grievance within ten Business days after receiving the written informal response or after expiration 269 
of the period for providing that response, whichever occurs first. 270 
 271 
The appropriate recipient may extend the filing deadline when circumstances outside the 272 
employee’s reasonable control prevented timely filing or when other good cause is shown. A 273 
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determination concerning an extension shall be made by a person who does not have a Conflict of 274 
Interest. 275 
 276 
A grievance submitted to the wrong official within the applicable filing period shall be considered 277 
timely filed. 278 
 279 
2. Contents and Acknowledgment 280 
 281 
A Formal Grievance shall be submitted in writing to the appropriate recipient and should identify: 282 
 283 

a. The employee submitting the grievance; 284 
 285 
b. The policy, procedure, condition or administrative action at issue; 286 
 287 
c. The material facts and approximate dates; 288 
 289 
d. The persons involved and any known witnesses; 290 
 291 
e. Any supporting information; and 292 
 293 
f. The corrective action requested. 294 

 295 
A grievance shall not be rejected merely because the employee cannot provide every item listed 296 
above. 297 
 298 
The recipient shall provide written acknowledgment of the grievance within two Business days. 299 
The acknowledgment shall state the date received and identify the person responsible for 300 
considering the grievance. 301 
 302 
3. Consideration of Formal Grievance 303 
 304 
The person responsible for considering the grievance may meet with the employee, review relevant 305 
documents, speak with persons having knowledge of the matter and take other reasonable steps 306 
necessary to understand and determine the grievance. 307 
 308 
A person whose conduct is at issue shall receive notice of the material concerns and a reasonable 309 
opportunity to respond before a written disposition is issued. 310 
 311 
The reviewer shall determine whether an applicable personnel policy, departmental work rule or 312 
established procedure was incorrectly interpreted, inconsistently applied or not followed. The 313 
reviewer shall not substitute personal judgment for a decision that City policy assigns to the 314 
discretion of another official. 315 
 316 
A written disposition shall state: 317 
 318 

a. Whether the grievance is granted, denied or granted in part; 319 
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 320 
b. The principal reasons for the determination; 321 
 322 
c. Any corrective action authorized; and 323 
 324 
d. Any recommendation that must be referred to another official or body possessing 325 
authority to act. 326 

 327 
The written disposition shall be issued within fifteen (15) business days after receipt of the Formal 328 
Grievance unless additional time is reasonably necessary. If additional time is required, the 329 
employee shall be notified in writing of the reason and anticipated completion date. The employee 330 
shall receive an additional written status notice for each fifteen Business Day period during which 331 
the grievance remains unresolved. 332 
 333 
No reviewer may order or promise corrective action outside the reviewer’s lawful authority. If 334 
corrective action requires action by another official or governing body, the written disposition shall 335 
identify the recommendation and the person or body possessing authority to consider it. 336 
 337 
4. Formal Grievance Involving the Mayor 338 
 339 
Within three (3) Business days after receiving a Formal Grievance involving the Mayor, the Mayor 340 
Pro Tem shall provide each member of City Council and the City Attorney with a complete copy 341 
of the grievance and its supporting materials. Information shall be redacted or withheld only to the 342 
extent required by applicable law. 343 
 344 
The Mayor shall receive notice of the material concerns and have a reasonable opportunity to 345 
respond. The Mayor shall participate only as the person whose conduct is at issue and shall not 346 
direct, supervise or control consideration of the grievance. 347 
 348 
The Mayor Pro Tem may coordinate the presentation of the matter to Council. Council, acting as 349 
a body, shall appoint or authorize the retention of a qualified impartial person to consider the 350 
grievance.  351 
 352 
If Council determines the grievance requires an administrative investigation governed by Article 353 
VII of Chapter 2 of the City Code, the appointment and investigation shall proceed in accordance 354 
with that Article. Appointment and retention of an independent investigator shall be completed in 355 
the manner required by the City Charter, Code of Ordinances, purchasing requirements and 356 
applicable law. 357 
 358 
Nothing in this Chapter transfers the Mayor’s executive or administrative authority to the Mayor 359 
Pro Tem or Council.  Council shall act as a body and within its lawful authority. Council may take 360 
or authorize only those actions within its authority under the City Charter, Code of Ordinances or 361 
applicable law. 362 
 363 
5. Grievance Involving the Mayor Pro Tem or Another Councilmember 364 
 365 
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A Formal Grievance involving the Mayor Pro Tem or another councilmember shall be handled 366 
under the procedures applicable to a grievance involving the Mayor, except that: 367 
 368 

a. The grievance shall be submitted to the Mayor for transmission to Council and the City 369 
Attorney; 370 
 371 
b. The councilmember whose conduct is at issue shall receive notice and a reasonable 372 
opportunity to respond; 373 
 374 
c. The councilmember whose conduct is at issue shall not participate in the appointment or 375 
supervision of the reviewer or Council’s consideration and disposition of the grievance. 376 

 377 
6. Records 378 
 379 
The written grievance, acknowledgment, supporting materials, response and final disposition shall 380 
be maintained as official City records in accordance with applicable records retention 381 
requirements. 382 
 383 
Records concerning a grievance involving the Mayor, Mayor Pro Tem, City Attorney or a 384 
councilmember shall be maintained by the City Clerk or another custodian designated by Council 385 
who does not have a Conflict of Interest. 386 
 387 
Nothing in this Chapter restricts access by the governing authority to information concerning a 388 
grievance involving the Mayor or another elected official. Disclosure and maintenance of 389 
grievance records shall remain subject to applicable federal law, state law and legally recognized 390 
privileges. 391 
 392 
7. Final Disposition 393 
 394 
The written disposition concludes the City’s internal grievance process. 395 
 396 
The disposition is not an adjudication of a legal right, an administrative appeal or an appealable 397 
employment decision. No further internal review, hearing or appeal is created by this Chapter. 398 
 399 
The absence of an internal appeal does not limit any right or remedy that may exist independently 400 
under federal law, state law, the City Charter or another applicable City ordinance. 401 
 402 
 403 
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CHAPTER IX-A 404 
PROTECTED COMPLAINTS 405 

SECTION A. EQUAL EMPLOYMENT OPPORTUNITY, ANTI-DISCRIMINATION AND 406 
ANTI-RETALIATION 407 
The City provides equal employment opportunity and prohibits unlawful discrimination in 408 
recruitment, hiring, compensation, benefits, work assignments, training, promotion, transfer, 409 
discipline, termination and every other term, condition or privilege of employment. 410 
 411 
The City prohibits unlawful employment discrimination because of race, color, religion, sex, 412 
pregnancy, childbirth or a related medical condition, sexual orientation, gender identity, national 413 
origin, age of forty years or older, disability, genetic information, military or veteran status, 414 
political affiliation or any other status protected by applicable federal, state or local law or City 415 
policy. 416 
 417 
The City prohibits unlawful harassment based on a protected status. This prohibition applies to 418 
conduct by elected officials, appointed officials, supervisors, employees, applicants, contractors, 419 
vendors and other persons who interact with City employees in connection with City employment. 420 
 421 
The City prohibits retaliation against any person because the person reported or opposed conduct 422 
reasonably believed to constitute unlawful discrimination or harassment, requested an 423 
accommodation, exercised a legally protected employment right, filed a charge or complaint, 424 
provided information or participated in an inquiry, investigation, hearing or other proceeding. The 425 
City also prohibits retaliation against a public employee for activity protected by the Georgia 426 
Whistleblower Act. 427 
 428 
These prohibitions apply regardless of the position or authority of the person whose conduct is at 429 
issue. No elected official, appointed official, supervisor or employee is exempt from this policy. 430 
 431 

SECTION B. PROTECTED COMPLAINTS 432 
A “Protected Complaint” is a report or allegation of unlawful discrimination, unlawful harassment 433 
based on a protected status, retaliation prohibited by law, interference with a legally protected 434 
employment right or conduct protected by the Georgia Whistleblower Act. 435 
 436 
A Protected Complaint is separate from a Workplace Grievance. It is not subject to the informal 437 
grievance requirement or the filing deadlines and disposition provisions of Chapter IX. 438 
 439 
Conduct is not a Protected Complaint merely because it is described as unfair, disrespectful, 440 
hostile, abusive or inappropriate. Unless the complaint alleges a connection to a protected status, 441 
protected activity, protected employment right, whistleblower activity or another violation of 442 
applicable law, the concern shall be addressed under the Workplace Grievance Policy or another 443 
applicable City policy. 444 
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SECTION C. REPORTING PROTECTED COMPLAINTS 445 
A Protected Complaint may be made orally or in writing to the Human Resources Officer, City 446 
Manager or Mayor. The employee may report to any listed recipient and is not required to report 447 
first to the immediate supervisor. 448 
An employee may bypass any person who is the subject of the complaint, reports to the subject or 449 
otherwise has a Conflict of Interest as defined in Chapter IX. A City official who receives or 450 
becomes aware of a possible Protected Complaint shall promptly notify the City Attorney. The 451 
employee shall not be required to repeat or resubmit the complaint. 452 

1. Complaint Involving the City Manager 453 
A Protected Complaint involving the City Manager shall be submitted or promptly transferred to 454 
the Mayor. The City Manager shall not receive, assign, direct, supervise, review or determine the 455 
complaint. 456 

2. Complaint Involving the Mayor 457 
A Protected Complaint involving the Mayor shall be submitted or promptly transferred to the 458 
Mayor Pro Tem. The Mayor shall not receive, assign, direct, supervise, review or determine the 459 
complaint. 460 
Within three Business Days after receipt, the Mayor Pro Tem shall provide the members of City 461 
Council and the City Attorney with the complaint and supporting materials. Information shall be 462 
redacted or withheld only to the extent required by applicable law. 463 
If the Mayor Pro Tem is unavailable or has a Conflict of Interest, the complaint shall be submitted 464 
to the City Attorney solely for transmission to Council. If the City Attorney also has a Conflict of 465 
Interest, the complaint shall be submitted to the City Clerk solely for transmission to Council. 466 

3. Complaint Involving the Mayor Pro Tem or Another Councilmember 467 
A Protected Complaint involving the Mayor Pro Tem or another councilmember shall be submitted 468 
to the Mayor for transmission to Council and the City Attorney. The councilmember whose 469 
conduct is at issue shall not participate in the selection or supervision of the reviewer or in 470 
Council’s consideration of the complaint. If the Mayor has a Conflict of Interest, the complaint 471 
shall be submitted to the City Attorney or, if necessary, the City Clerk solely for transmission to 472 
the unconflicted members of Council. 473 

4. Submission to the Wrong Recipient 474 
A complaint submitted under the wrong City procedure or to the wrong City official shall be 475 
promptly transferred to the proper recipient. The original City submission date shall be preserved. 476 
The employee shall be notified of the transfer. 477 

 478 

SECTION D. CITY RESPONSE 479 
The City shall promptly acknowledge a Protected Complaint and shall arrange for a prompt, 480 
thorough and impartial investigation appropriate to the allegations by a person who does not have 481 
a Conflict of Interest. The person whose conduct is at issue shall not select, direct, supervise or 482 
control the reviewer or the review. 483 
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The employee may provide supporting information and identify persons believed to have relevant 484 
information. The person whose conduct is at issue shall receive notice of the material allegations 485 
and a reasonable opportunity to respond before the review is concluded. 486 
 487 
The employee and the person whose conduct was at issue shall receive written notice when the 488 
review is concluded and whether the complaint was substantiated. When a violation is 489 
substantiated, the City shall take prompt corrective or preventive action within the authority of the 490 
official or governing body responsible for that action. 491 
 492 
For a complaint involving the Mayor, Mayor Pro Tem or another councilmember, Council shall 493 
act as a body to appoint or authorize any impartial outside reviewer and to receive the reviewer’s 494 
findings. Any appointment, investigation or action shall comply with the City Charter, Code of 495 
Ordinances and applicable law. If Article VII of Chapter 2 of the City Code applies, that Article 496 
shall govern the appointment and investigation. 497 
 498 
Nothing in this Chapter transfers the Mayor’s executive or administrative authority to the Mayor 499 
Pro Tem or Council. Council may act only as a body and only within its lawful authority. This 500 
Chapter does not create an internal appeal or hearing. 501 
 502 

SECTION E. PROTECTION AGAINST RETALIATION 503 
No person shall be discharged, suspended, demoted, threatened, intimidated or otherwise subjected 504 
to materially adverse treatment because the person made a Protected Complaint in good faith, 505 
opposed conduct reasonably believed to violate applicable law, requested an accommodation, 506 
exercised a protected right, provided information or participated in an inquiry, investigation or 507 
proceeding. 508 
 509 
A person who believes retaliation has occurred may report it through any reporting route provided 510 
in Section C. The retaliation allegation shall be handled as a new Protected Complaint and shall 511 
not be referred to a person alleged to have participated in the retaliation. 512 
 513 
An allegation is not false merely because it is not substantiated. This protection does not prevent 514 
the City from addressing legitimate performance or conduct concerns for reasons unrelated to 515 
protected activity. 516 
 517 

SECTION F. GEORGIA WHISTLEBLOWER ACT 518 
Consistent with O.C.G.A. § 45-1-4, the City shall not adopt or enforce a policy or practice that 519 
prevents a public employee from disclosing a violation of or noncompliance with a law, rule or 520 
regulation to a supervisor or government agency. 521 
 522 
The City shall not retaliate against a public employee for making such a disclosure unless the 523 
employee made the disclosure with knowledge that it was false or with reckless disregard for its 524 
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truth or falsity. The City also shall not retaliate against a public employee for objecting to or 525 
refusing to participate in an activity, policy or practice that the employee has reasonable cause to 526 
believe violates or does not comply with a law, rule or regulation. 527 
 528 
After receiving a complaint or information protected by O.C.G.A. § 45-1-4, the City shall comply 529 
with all provisions required by law with respect to the disclosure and processing of the complaint.  530 
 531 
SECTION G. INFORMATION, COUNCIL ACCESS AND EXTERNAL RIGHTS 532 
The City does not promise that a Protected Complaint or information obtained during review will 533 
remain confidential. Information may be provided to persons who need it to receive, review, 534 
investigate, respond to or act upon the complaint and may be disclosed as required or permitted by 535 
law. 536 
Nothing in this Chapter restricts the governing authority from receiving information necessary to 537 
perform its lawful oversight, investigative or legislative responsibilities. Council access and any 538 
disclosure remain subject to applicable law, legally recognized privileges and the employee 539 
identity protection required by O.C.G.A. § 45-1-4. 540 
Nothing in this Chapter prevents or discourages a person from communicating with, filing a charge 541 
or complaint with, providing information to or participating in a proceeding before the Equal 542 
Employment Opportunity Commission, United States Department of Labor, Georgia Department 543 
of Labor, a law enforcement agency or another government agency. A person is not required to 544 
complete the City’s internal process before exercising a right provided by law. 545 
Filing a Protected Complaint with the City does not extend, suspend or satisfy a deadline imposed 546 
by an outside agency or applicable law. 547 

SECTION H. RELATIONSHIP TO OTHER POLICIES 548 
A complaint shall be handled according to the substance of the allegations rather than the title used 549 
by the person submitting it. If a submission contains both a Workplace Grievance and a Protected 550 
Complaint, the protected allegations shall be handled under this Chapter. Any remaining 551 
Workplace Grievance may proceed under Chapter IX if it can be fairly considered separately. 552 
Nothing in this Chapter creates a contract of employment, changes an employee’s at-will 553 
employment status or creates a right to continued employment. 554 
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