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The Council of the City of New York (“Council”) is an equal opportunity 

employer, has a diverse workforce and is committed to ensuring fair employment 

practices.  The Council is committed to a workplace free of discrimination and 

harassment.  This policy sets forth the scope of conduct, practices and decisions that are 

prohibited; the process for making complaints under this policy; and how such allegations 

will be resolved. 

 

This policy supersedes any and all previous policies and communications relative 

to this topic. 

 

Coverage 

 

This policy applies to all Members and employees of the Council.  For the 

purpose of this policy, the term “employees” shall include all full-time and part-time 

employees, paid or unpaid employees, temporary employees, and interns to the Council 

who work either on the central staff of the Council or who work directly for a Member of 

the Council. 

 

Prohibited Discrimination and Harassment 

 

The Council is firmly committed to a policy against discrimination in 

employment and to the right of all employees to work in an environment free of 

harassment and intimidation.  Discrimination against or harassment of any employee on 

the basis of his or her race, color, creed, religion, national origin, alienage or citizenship, 

sex, gender identity and expression, age, disability, sexual orientation, domestic 

partnership status, medical condition (including having or being perceived as having 

HIV/AIDS-related conditions), marital status, family status, genetic predisposition or 

carrier status, status as a victim of domestic violence, sex offenses, or stalking, military 

status, for having made a complaint or participating in an investigation under this policy 

or any other characteristic protected by law is strictly prohibited.  It is the Council’s 

policy to establish and administer all of its practices and decisions without regard to any 

of these characteristics.   

Discrimination against or harassment of any employee on the basis of these 

characteristics is strictly prohibited, whether committed by Council Members, 

supervisors, co-workers, or non-employees such as vendors, independent contractors or 

business associates. 

The Council’s policy also prohibits sexual harassment in any form.  Regulations 

issued by the Equal Employment Opportunity Commission define sexual harassment as: 
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any unwanted or unwelcome sexual advances, requests for sexual favors, or other verbal 

or physical conduct of a sexual nature when: 

 

a. Submission to such conduct is made either explicitly or 

implicitly a term or condition of an individual’s 

employment; 

 

b. Submission to or rejection of such conduct by an individual 

is used as a basis for employment decisions affecting such 

individual; or 

 

c. Such conduct has the purpose or effect of unreasonably 

interfering with an individual’s work performance or 

creating an intimidating, hostile, or offensive working 

environment.   

 

Harassment does not include good faith employment actions taken by a supervisor 

or manager, including but not limited to, offering constructive feedback and criticism, 

evaluating employee performance and providing discipline where appropriate.  These 

actions are within the responsibilities and obligations of Council Members, supervisors 

and managers. 

 

The Council encourages you to report discrimination or harassment before it 

becomes severe or pervasive.  Therefore, if you believe that you have been subjected to 

discrimination or harassment of any kind based on any protected characteristic or sexual 

harassment, you should immediately report the matter in accordance with the complaint 

procedures set forth below. 

 

Prohibition on Retaliation 

 

No Member or employee of the Council shall be subject to any form of retaliation 

because they complain of, report or provide information or assistance related to any 

complaint of discrimination or harassment as described in this policy.  Any Member or 

employee who believes that he or she was retaliated against in violation of this policy 

should immediately file a complaint as set forth below. 

 

The ban on retaliation does not prohibit the imposition of discipline against an 

employee where such discipline is otherwise warranted, even if that employee has 

engaged in the protected behavior described in the preceding paragraph.  Nor does the 

ban prohibit the imposition of discipline against an employee who files a knowingly false 

or bad faith claim, or who fails to cooperate in an investigation under this policy. 
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Complaint Process 

 

If you believe that you have been subjected to discrimination or harassment of 

any kind based on any protected characteristic or sexual harassment, you must 

immediately report the matter to your supervisor, the Equal Employment Opportunity 

Officer (“EEO Officer) or a member of the Equal Employment Committee (“EEC”).  

Complaints may be made orally or in writing. 

Any Member filing a complaint about another Member may file it directly with 

the Committee on Standards and Ethics.  

If you report discrimination or harassment, the Council will protect the 

confidentiality of your complaint to the extent possible.  Generally, information about the 

complaint will be shared only on a “needs-to-know” basis. 

Once a supervisor receives a complaint of discrimination, harassment, retaliation 

or conduct contrary to this policy, he or she must report that complaint to the EEO 

Officer or a member of the EEC and await further instruction.  Similarly, when the EEO 

Officer or a member of the EEC receives a complaint of discrimination, harassment, 

retaliation or conduct contrary to this policy, he or she must notify the entire EEC.  The 

EEC will investigate all reports of discrimination and harassment promptly, thoroughly 

and impartially.  The EEC will submit a written summary of its findings to the Speaker 

and, when appropriate, the supervising Member.  Upon reviewing the findings of the 

EEC, the Speaker and, when appropriate, the supervising Member, will take immediate 

corrective action. 

Any employee who violates the policy against discrimination and harassment or 

engages in retaliation or conduct contrary to this policy will be subject to disciplinary 

action, up to and including termination. 

If the EEO Officer or a member of the EEC receives a complaint of 

discrimination, harassment, retaliation or conduct contrary to this policy against a 

Council Member, he or she shall notify the EEC and refer the matter to the Committee on 

Standards and Ethics immediately.  The Committee on Standards and Ethics shall 

investigate such claims, and may direct the EEC to conduct such investigation. 

The Speaker, the General Counsel and the Chief of Staff to the Speaker shall have 

the authority to make temporary appointments and/or to amend these procedures as 

necessary (for example, if a member of the EEC or a senior division member is the 

accused, the accuser or a witness). 

If you wish to file a charge with the federal Equal Employment Opportunity 

Commission because you believe you have been subjected to discrimination or 

harassment of any kind based on any protected characteristic or to sexual harassment, you 

must do so within 300 days of the last date of discrimination or harassment.  If you wish 

to file a charge with the New York State Division of Human Rights, you must do so 

within one (1) year of the last date of discrimination or harassment.  If you wish to file a 
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charge with the New York City Commission on Human Rights, you must do so within 

one (1) year of the last date of discrimination or harassment.  Please note that these time 

periods run from the last date of discrimination or harassment, not from the date any 

internal complaint to the Council is resolved. 

 

Equal Employment Committee (”EEC”) 

 

The Speaker shall appoint no fewer than five (5) Council employees for two-year 

terms to serve as members of the EEC.  The Speaker may also appoint two (2) Council 

employees for two-year terms to serve as alternates to the EEC.  The Speaker shall 

appoint new members to the EEC to fill any vacancies. 

 

Training and Education 

 

The Council will provide all Members and employees of the Council with regular 

training and education on complying with this policy.   


