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proposed 5 day and 10 day suspensions. Those proposed actions were
procedurally defective under the SEIU MOU and constituted double
jeopardy for a written reprimand that was issued 31 days late, one day
beyond the contractual limit. My SEIU Chapter 
confirmed the grievance would have been successful if pursued.

Therefore, there were no valid or pending disciplinary actions when I
resigned. My departure was voluntary, medically advised, and does not
disqualify me from reemployment under Civil Service Rule 12.02, which
provides that an employee who resigns without final or pending discipline
is considered to have resigned in good standing.

Protected Activity and Retaliation

I have engaged in multiple forms of protected activity, including

Filing whistleblower complaints in 2018, 2020, and May 29, 2025

Filing a FEHA lawsuit against the City and County of San Francisco for
discrimination and retaliation, which was tried in May 2025.

Filing a State Bar complaint against Deputy City Attorney  for
unethical conduct during that case.

Speaking publicly about systemic retaliation and misuse of authority at
SFMTA.

Following these actions, on October 7, 2025, Deputy City Attorney
mailed my former attorney, instructing that

SFMTA HR staff not respond to me because I was “represented by
counsel” and “anticipating legal action.” This constitutes illegal
interference with a neutral civil service recruitment, violating my rights as
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an unrepresented job applicant seeking promotion.

Even if I was represented by  in a separate appeal or he was
attempting to mitigate damages in a post trial matter, that representation has
no bearing on my right to seek employment or promotion with the SFMTA.
The existence of civil litigation does not strip me of my civil service or
EEO protections, nor does it allow City Attorneys to interfere in a
competitive hiring process to which I am lawfully entitled. I was and
remain a qualified candidate with a documented record of exemplary
service to this City.

Violations and Responsible Individuals

The following individuals participated in or enabled this retaliation and
interference

 HR Director, who communicated with City
Attorneys in violation of neutrality requirements during a live recruitment.

 Deputy City Attorney, who directed HR not to respond to
me and sought to suppress my candidacy.

 Deputy City Attorney, who previously demonstrated bias,
hostility, and retaliatory intent in prior litigation.

 former Director, who engaged in ethnic harassment
and retaliatory discipline in 2020.

Their conduct collectively deprived me of a fair and impartial hiring
process and continues to harm my professional standing and reputation.
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Relief Requested

I respectfully request

1. A formal EEO investigation into the conduct of the above individuals.

2. Immediate corrective action to reinstate my eligibility and right to
interview for the 8219 position.

3. Confirmation that I remain classified as “Resigned in Good Standing”
under Civil Service Rule 12.02.

4. Preservation and disclosure of all communications between SFMTA
HR and the City Attorney’s Office related to my recruitment.

5. Notification to the Civil Service Commission of this complaint and
protection from further retaliation.

Conclusion

This is a clear case of ongoing retaliation and interference by City
personnel abusing their authority to obstruct my reinstatement and
advancement. My history of whistleblowing and litigation against the City
does not disqualify me from employment; it protects me from adverse
action under the law.

Please acknowledge receipt of this complaint and advise of the next
procedural steps. I am also forwarding this matter to the EEOC, California
Civil Rights Department, and Civil Service Commission for concurrent
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This message is from outside of the SFMTA email system. Please review the email carefully before responding,
clicking links, or opening attachments.

review.

Respectfully submitted,

Elias Georgopoulos

Former Parking Control Supervisor (Class 8216)
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Belittling conduct
their expense; taking, vandal
spreading false information or rumors about someone; seeking submission or misuse of power, authority,
rank, status, or other privilege

Microaggressions: statements, actions, or incidents regarded as indirect or subtle invalidation, insult,
irritant, disregard, prejudice, and/or discrimination against members of a marginalized group such as
those having actual or perceived unequal power across economic, political, social and cultural dimensions.
Microaggressions can harm someone or unfairly advantage others;

Intimidation: using threatening or abusive language, profanity or language that is intended to be, or is
perceived by others to be, demeaning, berating, belittling, rude, threatening, intimidating, coercive,
hostile or offensive;

Violence: throwing tools, office equipment, or other objects as an expression of frustration or anger or
implying that one will act with violence as a method of influencing the actions of others;

Sabotage: i

Invasive use of technology: using social media or other technology, to harass or bully, using statements,
photographs, video, or audio that could reasonably viewed as malicious, obscene, threatening or
intimidating.

Communication is nuanced and Interpersonal conflict is a normal part of work and life. Maintaining a respectful 
workplace relies on effective and respectful communication, patience, professionalism and understanding.  

All City employees and City officers shall sign an acknowledgement of receipt and compliance with this Respect 
Policy.  

 
Department appointing officers, managers and supervisors must lead by example by creating and maintaining 
a workplace that demonstrates respect and professionalism and follows the tenets of this Respect Policy.  They 
must respond to Disrespectful Behavior in their respective workplaces including Disrespectful Behavior by 
vendors, consultants or members of the public. Each city department is required to ensure that all employees 
receive the accompanying and required training concerning this Policy. When any employee reports that 
Disrespectful Behavior has occurred, human resources, managers and supervisors must treat the complaint 
seriously. Management should follow the guidance on managing interpersonal conflict in the workplace and 
contact their human resources representative      for guidance on handling these kinds of situations. Human 
Resources must provide support to managers and supervisors upon request for guidance on conflict resolution 
strategies.  Any appointing officer, human resources official, manager or supervisor who observes or otherwise 
becomes aware of Disrespectful Behavior, has a duty to take appropriate and immediate corrective and 
preventative action to ensure the workplace is safe for all employees. Departments shall communicate to 
employees that Disrespectful Behavior will not be tolerated, condoned, or ignored and there are appropriate 
consequences for violations of the Respect Policy. The City will provide support to its department managers 
or supervisors with implementation of the Respect Policy. 

Training 
The City will provide: 

1. Mandatory training for all employees and City officers on the policy and strategies for maintaining a
respectful workplace

2. Training on conflict management for managers, supervisors, and HR Professionals
3. Ongoing learning and development options on effective communication and interpersonal

relationships 
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