Section 5: No person shall retaliate against any person who reports any alleged
discrimination, harassment or violation of civil rights, provided however, that any
person who reports alleged violations in bad faith shall be subject to appropriate

" discipline.

Section 6: The Borough Council may establish wrltten procedures that requn-e all
officials, employees, appointees and volunteers of the Borough of Surf City as well

as all other entities subject to this resolution to periodically complete training concerning
their duties, responsibilities and rights pursuant to this resolution.

Section 7: The Borough Council may establish a system to monitor compliance and
shall report at least annually to the governing body the results of the monitoring.

Section 8: At least annually, the Borough Council shall cause a summary of this
resolution and the procedures established pursuant to this resolution to be communicated
within the Borough of Surf City. This communication shall include a statement from the
governing body expressing its unequivocal commitment to enforce this resolution. This
summary shall also be posted on the Borough of Surf City’s bulletin board.

Section 9: This resolution shall take effect 1mmed1ately

Section 10: A copy of this resolution shall be published in the ofﬁc1a1 newspaper of the
Borough of Surf City in order for the public to be made aware of this policy and the
Borough of Surf City’s commitment to the mplementatlon and enforcement of this’

policy.

CERTIFICATION

I, MARY P. MADONNA, Municipal Clerk/Administrator of the Borough of Surf City,

do hereby certify the foregoing to be a true and exact copy of a resolution duly adopted by the
Governing Body at a regular meeting held on March 8, 2017.

MARY P. MADONNA, RMC/MMC/QPA/CPM
Municipal Clerk/Administrator



General Complaint Procedure

Any individual who observes alleged wrongdoing on the part of officials, employees, or
volunteers associated with the Borough of Surf City may report such action using this
procedure. This includes any action the individual believes to constitute harassment,
sexual harassment, or any other wrongdeing. Employees of the Borough of Surf City shall
follow the Employee Complaint Procedure. All other individunals including volunteers
and members of the public may report the alleged wrongdoing to the head of the-
applicable department or volunteer organization, or, if they prefer, or do not think that the
matter can be discussed with the head of the applicable department or organization, they
should contact the Borough Council, the Borough Administrator or the Employment

Attorney.

" Reporting of such incidents is encouraged both when an individual feels that he or she is
subject to such incidents, or observes such incidents in reference to other individuals.
The report or complaint should be in writing, but individuals may make a verbal
complaint at their discretion. If an individual has any questions about what constitutes
harassment, sexual harassment, or any other workplace wrongdoing, they may ask their
supervisor or one of the individuals listed above. All reports of harassment, sexual
harassment, or other wrongdoing will be promptly investigated by a person who isnot
alleged to be involved in the alleged harassment or wrongdoing.

No individual will be penalized in any way for reporting a complaint. There will be no
discrimination or retaliation against any individual who files a good-faith harassment .
complaint, even if the investigation produces insufficient evidence to support the
complaint, and even if the charges cannot be proven. There will be no discrimination or
retaliation against any other individual who participates in the investigation of a

complaint.

-

If the investigation substantiates the complaint, appropriate corrective and/or disciplinary
action will be swifily pursued. Disciplinary action up to and including discharge will
also be taken against individuals who make false or frivolous accusations, such as those -
made maliciously or recklessly. Actions taken internally to investigate and resolve
harassment complaints will be conducted confidentially to the extent practicable and
appropriate in order to protect the privacy of persons involved. Any investigation may
include interviews with the parties involved in the incident, and if necessary, with
individuals who may have observed the incident or conduct or who have other relevant
knowledge. The complaining individnal will be notified of a decision at the conclusion
of the investigation within a reasonable time from the date of the report an incident.



Conscientious Employee Protection Act
“Whistleblower Act”

Employer retaliatory action; protected employee actions; employee responsibilities

1. New Jersey law prohlbxts an employer from takmg any retaliatory action against an employee because the employee
does any of the following:

a. Discloses, or threatens to dlsclose toa supervisor or to a public body an activity, policy or practlce of the employer or
another employer, with whom there is a business relationship, that the employee reasonably believes is in violation
of a law, or a rule or regulation issued underthe law, or, in the case of an employee who is a licensed or ceriified
health care professional, reasonably believes constitutes improper quality of patient care; -

b. Provides information to, or testifies before, any public body conducting an investigation, hearing or inquiry into any
violation of law, or a rule or regulation issued under the law by the employer or another employer, with whom there
is a business relationship, or, in the case of an employee who is a licensed or certified health care professional,
provides information to, or testifies before, any public body conducting an investigation, hearing or inquiry into quality
of patient care; or

c. Provides information involving deception of, or misrepresentation to, any shareholder, investor, client, patient,
customer, employee, former employee, retiree or pensioner of the employer or any governmental entity.

d. Provides information regarding any perceived criminal or fraudulent activity, policy or practice of deception or
misrepresentation which the employee reasonably believes may defraud any shareholder, investor, client, patient,

~ customer, employee, former employee, retires or pensioner of the employer or any governmental entity.

e. Objects to, or refuses to participate in, any adtivity, policy or practice which the employee reasonably believes:

(1) is in violation of a law, or a rule or regulation issued under the law or, if the employee is a licensed
or certified health care professional, constitutes improper quality of patient care;
(2) is fraudulent or cfiminal; or
(3) is incompatible with a clear mandate of public policy concernmg the lebllC health, safety or welfare
or protection of the environment. N.J.8.A. 34:18-3.
2. The protection against retaliation, when a disclosure is made to a public body, does not apply unless the employee has
* brought the activity, policy or practice to the aftention of a supervisor of the employee by. written notice and given the
.employer a reasonable opportunity to correct the activity, policy or practice. However, disclosure is not required where
. the employee reasonably believes that the activity, policy or practice is known to one or more supervisors of the employer
or where the employee fears physical harm as a result of the disclosure, provided that the situation is emergency in
nature.

CONTACT INFORMATION

Your employer has designated the following contact person
to receive written notifications, pursuant to paragraph 2 above (N.J.S.A. 34:18-4):

Name: MHPV medoer :

Address:, RO(‘Ous‘\n mF Q\lrFC {‘\[

813 L oac Remoln l’%l\/c/‘,;ﬂu‘?d ‘l'v 1 OF0OF
Telephone Nu?n%er foOq = L/Grj—IJng‘)‘l‘

This notice must be conspicuously displayed.

Once each year, employers with 10 or more employees must distribute notice of this law to their employees.
If you need this document in a language other than English or Spanish, please call (609) 292-7832.

NEW JERSEY DEPARTMENRT OF

WD

LABOR AND WORKFQORCE DEVELOPUENT
njf.gov/labor
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Right to be Free of Gender Inequity |

or Bias in Pay, Compensation, Benefiis
or Other Terms and Condi_tions of Employment

New Jersey and federal laws prohibit employers from d}'scriminating against an individual with
respect to his/her pay, compensation, benefits, or terms, conditions or privileges of employment
because of the individual’s sex. '

FEDERAL LAW

Title VII of the Civil Rights Act of 1964 prohibits employment discrimination based on, among other things,
an individual’s sex. Title VIl claims must be filed with the United States Equal Employment Opportunity
‘Commission (EEOC) before they can be brought in court. Remedies under Title VIl may include an orde
restraining unlawful discrimination, back pay, and compensatory and punitive damages. ;

- The Equal Pay Act of 1963 (EPA) prohibits discrimination in compensation based on sex. EPA claims can be
filed either with the EEOC or directly with the court. Remedies under the EPA may include the amount of the
salary or wages due from the employer, plus an additional equal amount as liquidated damages. :

.Please be mindful that in order for a diéparity in compensation based on sex to be actionable under the EPA,
it must be for equal work on jobs the performance of which requires equal skill, effort, and responsibility, and
which are performed under si.milar working conditions.

There are strict time limits for filing charges of employment discrimination. For further inform ation, contactthe -
EEOC at 800-669-4000 or at www.eeoc.gov. :

NEW JERSEY LAW

The New Jersey Law Against Discrimination (LAD) prohibits employment discrimination based on, among other
things, an individual’s sex. LAD claims can be filed with the New Jersey Division on Civil Rights (NJDCR) or
directly in court. Remedies under the LAD may include an order restraining unlawful discrimination, back pay,
and compensatory and punitive damages.

Another State law, NJL.S.A. 34:11-56.1 et seq., prohibits discrimination in the rate or method of payment of
wages to an employee because of his or her sex. Claims under this wage discrimination law may be filed with
the New Jersey Department of Labor and Workforce Development (NJDLWD) or directly in court. Remedies
under this law may include the full amount of the salary or wages owed, plus an additional equal amount as

liquidated damages. ‘

Please be mindful that under the State wage discrimination law a differential in pay between employees based
" on a reasonable factor or factors other than sex shall not-constitute discrimination. _

There are strict time limits for filing charges of employment discrimination. For more information regarding LAD
claims, contact the NJDCR at 609-282-4605 or at www.njcivilrights.gov. For information concerning N.J.S.A.
34:11-56.1 et seq., contact the Division of Wage and Hour Compliance within the NJDLWD at 609-292-2305 or

at http//lwd.state.nj.us. '
This notice must be conspicuously displayed.
"l govilabor
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