PLAINEDGE PUBLIC LIBRARY
EQUAL EMPLOYMENT OPPORTUNITY AND
ANTI-DISCRIMINATION POLICY

Adopted by the Board of Trustees, March 18, 2024
Purpose:

It is the policy of the Plainedge Public Library to ensure equal employment opportunity without
discrimination or harassment on the basis of race, creed, color, national origin, religion, age, sexual
orientation, gender (including gender identity and expression), pregnancy, marital status,
disability, domestic violence victim status, predisposing genetic characteristics, familial status,
military status, veteran status, status as a victim of domestic violence, or any other characteristic
protected by applicable federal, state, or local law. The Library’s employment practices and
decisions adhere to the principles of non-discrimination and equal employment opportunity.

This commitment to equal opportunity applies to and is reflected in all Library activities, including,
but not limited to, recruiting, interviewing, hiring, staffing, training, promotions, compensation
practices, employee benefits, social programs, discipline, and termination of employment. The
Library expects all managers and supervisors to abide by and support this policy without
reservation.

A. Equal Opportunity Employer

All employment decisions and personnel actions of the Library are administered without regard to
race, creed, color, national origin, religion, age, sexual orientation, gender (including gender
identity and expression), pregnancy, marital status, disability, domestic violence victim status,
predisposing genetic characteristics, familial status, military status, veteran status, status as a
victim of domestic violence, or any other characteristic protected by applicable federal, state, or
local law. All employment decisions and personnel actions, such as hiring, promotion,
compensation, benefits, and termination, are and will continue to be administered in accordance
with, and to further the principle of, equal employment opportunity.

B. Procedure for Reporting Discrimination and/or Harassment

The procedures set forth in this regulation do not supersede any protection complainants
are provided under existing state or federal law.

Definitions

1. Complainant shall mean an applicant, employee, or vendor who alleges
that they have been subjected to discrimination, which may be a violation



of this policy, as well as a violation of federal or state law or associated
regulations, which has affected him/her.

2. Complaint shall mean any alleged act of discrimination which may be a
violation of this policy, which may also violate federal and state civil
rights laws or associated regulations.

The investigation and resolution of applicant or staff complaints alleging an action
prohibited by the Civil Rights Act of 1964, as amended, Section 504 of the Rehabilitation
Act or the ADA shall be dealt with in the following prompt, equitable and impartial
manner:

Stage I —Library Director

As soon as practicable, if possible, within 30 days after the events giving rise to the
allegation, the Complainant shall file a Complaint, preferably in writing using The Library
complaint form, with the Director. If the Complaint is about the Director, the Complainant
shall file the Complaint with the President of the Board of Trustees (see Stage II, 4.). The
Director may informally discuss the Complaint with the Complainant. He/she shall
promptly and thoroughly investigate the matter. All employees of the Library shall
cooperate with the Director in such investigation.

Within 15 days of receipt of the Complaint, the Director shall make a finding in writing
that there has or has not been a violation of the Civil Rights Act, Section 504 of the
Rehabilitation Act, or the ADA. In the event the Director finds that there has been a
violation, he/she shall propose a resolution of the Complaint.

If the Complainant is not satisfied with the finding of the Director, or with the proposed
resolution of the Complaint, the Complainant may, within 15 days after he/she has received
the report of the Director, file a written request for review by the Board of Trustees.

Stage Il — Board of Trustees

. When a request for review by the Board has been made, the Library Director shall submit all

written statements and other materials concerning the case to the President of the Board.

. The Board shall notify all parties concerned of the time and place when a hearing will be

held. Such hearing will be held by the Board or its designee within 15 days of the receipt of
the request of the Complainant.

. The Board shall render a decision in writing within 15 days after the hearing has been
concluded.

. When a Complaint involves the Director, Complainant shall, as soon as practicable, if possible
within 30 days after the events giving rise to the allegation, file a Complaint with the President
of the Board of Trustees, preferably in writing using the Library’s complaint form. The Board



of Trustees shall promptly and thoroughly investigate the matter. The Director shall cooperate
in such investigation. Within 15 days of receipt of the Complaint, the Board shall make a
finding in writing that there has or has not been a violation of the Civil Rights Act, Section 504
of the Rehabilitation Act, or the ADA. In the event the Board finds that there has been a
violation, a resolution of the Complaint shall be proposed. If the Complainant is not satisfied
with the finding of the Board, or the proposed resolution of the Complaint, the complainant
may, within 15 days after he/she has received the report of the Board, file a written request for
review. When a request for review by the Board has been filed, the Board shall hold a hearing
within 15 days of the receipt of the request. The Board shall render a final decision in writing
within 15 days after the hearing has been concluded.

C. Discipline and Remedial Action

Please note that while this policy sets for the Library’s goals of promoting a workplace that is free
from harassment, the policy is not designed nor intended to limit the Library’s authority to
discipline or to take remedial action for workplace conduct it deems unacceptable, regardless of
whether that conduct satisfies the legal definition of harassment.

Corrective or disciplinary action will be taken against any manager/supervisor, employee,
customer, vendor, or other individual in the workplace, found to have engaged in conduct or
behavior violating this policy, whether it was caused intentionally, or by actions or conduct that
have a discriminatory effect. Such action may include counseling and/or appropriate disciplinary
measures, up to and including, termination.

D. Anti-Retaliation Policy

It is unlawful to retaliate against an employee for filing a complaint of illegal harassment or for
participating in an investigation of a complaint. The Library will not tolerate any such retaliatory
conduct. If any employee believes that he or she has been subjected to retaliation for having
brought a complaint or participated in an investigation of harassment, that employee is encouraged
to report the situation as soon as possible to the Library Director, to his or her direct supervisor, or
to any other Library supervisor.



Reasonable Accommodation for Disability and/or Religious Observance

The Library is committed to providing equal employment opportunities to its disabled applicants
and employees in compliance with the federal Americans with Disabilities Act and New York state
law. The Library will provide a reasonable accommodation to the known physical or mental
limitations of a qualified individual with a disability unless the accommodation would impose an
undue hardship on the operation of its business. Employees with a disability who believe they
need a reasonable accommodation to perform the essential functions of their job should contact
the Library Director.

The Library is also committed to providing equal employment opportunities to its applicants and
employees with sincerely held religious beliefs that require them to adhere to observances which
may conflict with their work scheduled and/or Library policy. The Library will provide a
reasonable accommodation to the known needs of individual with a sincerely held religious belief
unless the accommodation would impose an undue hardship on the operation of its business.
Employees with a sincerely held religious belief who believe they need a reasonable
accommodation to maintain a religious observance should contact the Library Director.

In general, an employee that has a need for an accommodation should express that need, preferably
in writing and in advance of the specific need, to the Library Director. The request should include
the details of why the accommodation is needed, how the accommodation will allow the employee
to perform the essential functions of the job or meet a necessary religious observance, the specific
details of the requested accommodation and any alternatives, and the expected duration of the
accommodation. The Library may request additional documentation if needed. The employee
should expect to participate in a dialogue with Library management and/or its designee to address
the requested accommodation.

The Library encourages qualified individuals with disabilities and/or sincerely held religious
beliefs to come forward and request reasonable accommodations.



