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Inc Village of Lynbrook 

Anti-Discrimination Policy 

 
 

I. This document sets forth the Village of Lynbrook's "Anti-Discrimination Policy". 

 
II Legislative findings; purpose. 

 

A. The Village Board of the Village of Lynbrook recognizes that 

discrimination,    harassment or retaliation in the workplace based on actual 

or perceived differences, including those affecting the protected classes of 

age, race, creed, religion, color, sex, national origin, disability, marital 

status, ancestry, citizenship, pregnancy, sexual orientation or veteran 

status, that now includes the protected classes of:  Gender Identity, Gender 

Expression and Genetic Information. are obnoxious and harmful to its 

victims, create an offensive working condition and is a violation of law. 

 

B. The Village Board of the Village of Lynbrook hereby finds and declares that 

prejudice, intolerance, bigotry and discrimination, and the disorder 

occasioned thereby, threaten the rights and privileges of its residents and 

menace the institutions and foundation of a free democratic state. 

 

C. The purpose of this Policy is to protect every employee's right to be free 

from discrimination, harassment or retaliation in the workplace. Every 

Village employee is entitled to a working environment free from 

discrimination, harassment or retaliation, and all Village personnel and 

persons with whom the Village conducts business are hereby advised that 

discrimination, harassment or retaliation will not be tolerated within the 

workplace. 

 

III. Prohibited practices; persons covered. 

 

A. It shall be an unlawful discriminatory practice to refuse to hire, promote or 

employ or to discharge from employment, or refuse to do business with, any 

person or to discriminate against any person in compensation or in terms, 

conditions or privileges of employment or the conduct of business because 

of the actual or perceived age, race, creed, religion, color, sex, national origin, 

disability, marital status, ancestry, citizenship, pregnancy, sexual orientation 

Gender Identity, Gender Expression and Genetic Information, or veteran status 

of any person. 

 

B. This article applies to employees of the Village of Lynbrook and all persons 

and entities with which the Village conducts business, e.g., outside vendors, 

consultants, members of the public, contractors. 
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IV. Harassment. 

 
A. The practices prohibited in Section III above include harassment on the basis 

of an individual's actual or perceived membership in one of the identified 

protected classes which now includes. Gender Identity, Gender Expression 

and Genetic Information. 

 

B. Sexual harassment. 

 
(1) Sexual harassment is a category of conduct prohibited by Section III 

herein. Sexual harassment is defined as unwelcome sexual advances, requests 

for sexual favors, or visual, verbal or physical conduct of a sexual nature 

when: 

 

(a) Submission to the conduct is made either explicitly or implicitly 

a term or condition of an individual's employment; or 

 

(b) Submission to, or rejection of, such conduct is used as the basis 

for employment decisions affecting such individuals; or 

 

(c) Such conduct has the purpose or effect of interfering unreasonably 

with the individual's work performance or creating an intimidating, 

hostile or offensive work environment that is, or would be, offensive 

to a person of reasonable sensitivity and sensibilities. 

 

(2) This definition includes many forms of offensive behavior. It makes no 

difference if the harassment is "just joking" or "teasing" or "playful." The 

following is a partial list of examples of sexually harassing conduct: 

 
(a) Unwanted sexual advances; 

 
(b) Offering employment benefits in exchange for sexual favors; 

 
(c) Making or threatening reprisals after a negative response to sexual 

advances; 

 

(d) Visual conduct such as leering; making sexual gestures; or 

displaying sexually suggestive or degrading objects, pictures, 

cartoons, posters, or computer depictions; 

 
(e) Verbal conduct such as making or using derogatory comments; 

sexual propositions, sexually explicit jokes or jokes concerning 

gender-specific traits; sexually explicit comments about an 

individual's body or clothing; comments about an individual's sexual 

desirability; sexually degrading words to describe an individual; 

suggestive or obscene letters, notes or invitations; or 
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(f) Physical conduct such as touching, petting, pinching, impeding or 

blocking movements, or assault. 

 

(3) It is unlawful for males to sexually harass females or other males and for 

females to sexually harass males or other females. Sexual harassment on the 

job is unlawful, whether it involves co-worker harassment, harassment by a 

supervisor or member of management, or harassment by persons doing 

business with or for the Village. 

 
C. Other forms of harassment. Prohibited harassment on the basis of other protected 

class status includes behavior similar to sexual harassment. It makes no difference 

if the harassment is "just joking" or "teasing" or "playful." Following is a partial list 

of examples of harassing conduct: 

 
(I) Visual conduct based on membership in a protected class, such as 

derogatory posters, photographs, cartoons, drawings, gestures, or computer 

depictions; 

 

(2) Verbal conduct based on membership in a protected class, such as racial, 

ethnic or religious jokes, or derogatory comments, slurs, innuendoes, epithets 

or threats; or 

 

(3) Physical conduct such as touching, blocking movements or assault 

because of membership in a protected class. 

 
V. Disability defined. 

 

A. The term "disability" means any physical, medical, mental or psychological 

impairment, or a history or record of such impairment. 

 

B. The term "physical, medical, mental or psychological impairment" means: 

 
(1) An impairment of any system of the body, including, but not 

limited to: the neurological system; the musculoskeletal system; the 

special sense organs and respiratory organs, including, but not limited 

to, speech organs; the cardiovascular system; the reproductive system; 

the digestive and genito-urinary systems; the hematologic and 

lymphatic systems; the immunological systems; the skin; and the 

endocrine system; or 

 
(2) A mental or psychological impairment. 

 
C. In the case of alcoholism, drug addiction or other substance abuse, the term 

"disability" shall only apply to a person who is recovering or has recovered 

and currently is free of such abuse. 
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VI. Aiding and abetting prohibited. 

 
It shall be an unlawful discriminatory practice for any person to aid, abet, incite, compel or 

coerce the doing of any of the acts forbidden under this article, or to attempt to do so. 

 
VII Retaliation prohibited. 

 
It shall be an unlawful discriminatory practice for any person engaged in any activity to 

which this article applies to retaliate or discriminate in any manner against any person 

because such person has opposed any practice forbidden under this article, filed a complaint, 

testified or assisted in any proceeding under this article, or assisted in an investigation 

commenced pursuant to Section VIII herein. The retaliation or discrimination complained 

of under this section need not result in an ultimate action with respect to employment or the 

conduct of business; however, the retaliatory or discriminatory act or acts complained of 

must be reasonably likely to deter a person from engaging in protected activity. 

 
VIII. Grievance procedure. 

 
A. Complaints. 

 
(1) Complaints of unlawful discrimination, harassment or retaliation should 

be directed to the appropriate department head or in writing to the Village 

Clerk or the Clerk's designee. Complainants are encouraged to consult 

initially with their respective department heads or to the Village Clerk to 

attempt informal resolution, but failure to do so will in no way limit the right 

to utilize the Village grievance procedure initially or thereafter if resolution 

cannot be accomplished through the department head or the Village Clerk. 

Complaints made initially to the department head or Village Clerk which are 

not informally resolved to the satisfaction of the complainant shall be referred 

to the Anti-Discrimination Committee. Complaints shall be made within one 

year after occurrence of the alleged prohibited conduct. 

 
(2) All complaints of unlawful discrimination, harassment or retaliation and 

information and proceedings relating thereto shall be kept in strict confidence 

except as otherwise specified herein. 

 

(3) Nothing herein shall limit a complainant's right to pursue any other legal 

remedy available to him or her. 

 
B. Investigation. 

 
(1) The Anti-Discrimination Committee shall, in a timely manner, conduct 

an investigation of the complaint, interviewing appropriate persons, 

examining relevant records and consulting with and utilizing any appropriate 

Village staff. 
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(2) If the Anti-Discrimination Committee deems it appropriate, the parties 

to the complaint may be brought together to attempt an informal resolution 

of the complaint in a manner satisfactory to both parties. 

 

(3) Both the complainant and the person against whom the complaint is made 

shall be permitted to have counsel or other representatives present at any 

interview or other proceedings. 

 
C. Anti-Discrimination Committee's recommendation. 

 
(1) Upon conclusion of the investigation and within 90 days after the 

complaint is brought, the Anti-Discrimination Committee shall make 

a written recommendation to the Village Board, which shall be one 

of the following: 

 

(a) A recommendation of a finding that no prohibited conduct 

has occurred; 

 

(b) A recommendation that material facts in dispute be 

resolved by conducting a formal hearing; or 

 

(c) A recommendation of a finding that no facts are in dispute 

and that prohibited conduct has occurred. 

 

(2) Copies of the Committee's written recommendation shall be 

mailed to the complainant and the party against whom the complaint 

was made. 

 

D. Action by the Village Board. 

 

(1) The Village Board may, but need not, adopt the Anti 

Discrimination Committee's recommendation of a finding that 

prohibited conduct has occurred and proceed under Subsection G of this 

section. The Village Board may, but need not, adopt the Anti 

Discrimination Committee's recommendation of finding of no cause 

and issue a written determination dismissing the complaint. 

 

(2) The Village Board shall also be free to pursue mediation or 

alternative dispute resolution, upon consent of the parties, including 

requiring appearances by the parties or witnesses. 

 

E. Hearing. Upon adoption of the Anti-Discrimination Committee's 

recommendation to conduct a formal hearing or upon written request of a 

party accompanied by a showing of material facts in dispute, the Village 
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Board or its designee shall conduct a formal hearing. Such hearing shall 

provide a fair opportunity for parties and witnesses to be heard, shall be 

conducted so as to do substantial justice between the parties according to the 

rules of substantive law but shall not be bound by statutory provisions or rules 

of practice, procedure, pleading or evidence. A stenographic record shall be 

made of the proceedings and all documents shall be marked and retained for 

the event of a judicial review. At the conclusion of such hearing, the Village 

Board or its designee shall issue a written statement of findings of fact and 

conclusions of law, including a determination as to whether or not  prohibited 

conduct has occurred. 

 
F. Record. The record maintained with respect to each complaint of 

discrimination, harassment or retaliation shall contain the written complaint,  any 

written statement produced during the investigation, the recommendation of the Anti-

Discrimination Committee; if a formal hearing is conducted, a stenographic record 

thereof, and the Village Anti-Discrimination Committee's written determination. 

Such record shall be available to either party or the designee thereof. 

 

G. Discipline sanction. Conduct which is found to violate this article shall be 

deemed a serious violation of Village policy and shall be the basis for 

disciplinary action as set forth herein. The disciplinary action shall be in 

accordance with a graduated schedule of penalties and disciplinary actions to 

be assessed and instituted by the Village Board in accordance with the 

severity and/or repetitiveness of any finding and determination of 

discrimination, harassment or retaliation and shall include one or more of the 

following: 

 

(I) Verbal reprimand to be noted in the offender's personnel file. 

 
(2) Written reprimand to be included in the offender's personnel file. 

 
(3) Termination as a result of a satisfactory informal resolution 

procedure or as a sanction assessed on consent. 

 

(4) Demotion in grade and title. 

 
(5) Suspension without pay for a period not exceeding two months. 

 
(6) Fine not to exceed $100 to be deducted from the salary or wages                       of 

such employee. 

 

(7) Dismissal of the offender. 
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H. Should the procedures set forth herein be inconsistent with the 

disciplinary procedures under any collective bargaining agreement in effect for 

the Village, then any additional requirements provided for covered persons in 

such collective bargaining agreement must also be satisfied. 

 

IX. FALSE ALLEGATIONS 

The Village recognizes that making false accusations of Discrimination in bad faith can have 

serious consequences for those who are wrongly accused.  To that end, the Village prohibits 

deliberately making false and/or malicious allegations, as well as deliberately providing false 

information during an investigation.  Anyone who violates this rule is subject to disciplinary 

action, up to and including termination. 

 

X.     NON – CONFRONTATION      

 

An alleged victim of harassment, sexual harassment, discrimination, or retaliation is not required to 

confront  the person who is the source of the problem or closely associated with the person who is the 

source of the problem.  Instead, the employee may utilize any of the other various avenues of internal 

complaint.  The complainant is required to make a reasonable effort to bring forward any allegations of 

unlawful harassment, sexual harassment, discrimination, or retaliation so that the Village may stop such 

wrongdoing and prevent future occurrences. 

 

 

 

XI.      CONFLICT OF INTEREST  

 

 The Village will make every effort to ensure that those named in a complaint or are too  

closely associated with those involved in the complaint, will not be part of the investigative team or efforts. 

 
 
 

 

 

 

APPENDIX 
 

A. Form for Complaint of Discrimination, Harassment or Retaliation 

 
B. Notice of Withdrawal of Complaint 

 

 

 

 

 

 

 

 

 

 

 

Adopted:     May 19, 2014 ____ 

Amended:   March 7, 2022 



Page 8 of 9 

 

 

APPENDIX A 

VILLAGE OF LYNBROOK 

COMPLAINT OF DISCRIMINATION, HARASSMENT OR RETALIATION 

 

 
NAME OF 
COMPLAINANT    

 

ADDRESS   
 

HOME PHONE. WORKPHONE. _ 

DATE OF HIRE.     

DEPARTMENT EMPLOYED IN   

DEPARTMENT HEAD _ 

NAME & TITLE OF PERSON(S) COMPLAINED OF: 
 

 

 

 

DATE(S) OF INCIDENT(S) TIME. _ 

DESCRIPTION OF INCIDENT(S)     

 

 

 
 

ARE YOU STILL EMPLOYED WITH THE VILLAGE OF LYNBROOK? _ 

ACTION YOU ARE SEEKING    

SIGNATURE. DATE _ 
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APPENDIX B 

VILLAGE OF LYNBROOK 

NOTICE OF WITHDRAWAL OF COMPLAINT OF 

DISCRIMINATION, HARASSMENT OF RETALIATION 

 

 

COMPLAINANT'S NAME   
 

TITLE & DEPARTMENT   
 

DATE COMPLAINT FILED _ 

DEPARTMENT HEAD NOTIFIED    

 

 

 

I hereby withdraw this complaint and agree that no further action is required on it. 
 

 

Complainant's Signature 
 

 

 

Date 


