West Seneca Public Library
Board Meeting Agenda - May 20, 2026 @ 4:00pm in the Large Community Room

A. Call of the Roll.

B. Approval / Changes to Agenda.

C. Minutes of the Preceding Meeting - March 18, 2026
D. Nominations and Elections of Officers, if any.

E. Report of the Director - March & April 2026

Revised System Policy: Equal Employment Opportunity and Anti-Harassment Policy
Revised System Policy: Sexual Harassment Prevention Policy

Discards Book Sale

University Express Class Technology

Volunteer Income Tax Preparation Program

gk N

E. Report of the Treasurer

County account statement March & April 2026
Local account statement March & April 2026
Summary of accounts March & April 2026
Check abstract and approvals

Payroll Report through PP#7 & PP#9

ARl S

G. Report of the Friends of the Library.
H. Report of the President.
1. Recap: ACT Annual Meeting @ CEN - Saturday, March 21, 2026
2. Recap: ACT General Meeting @ Collins - Saturday, May 16, 2026
L. Old Business.
J. New Business.
1. 2025 NYS Annual Report Board Resolution/ Approval
2. 2025 Annual Report Brochure
3. 2025 NYS Comptroller’s Report
4. Rotary Club Funds Expenditure - Children’s Board Books and Paperbacks $1,000

K. Public Comment.

L. Adjournment.

Next Regular Meeting: Wednesday, June 17, 2026 @ 4:00pm



West Seneca Public Library
Library Board of Trustees Meeting Minutes
Wednesday, March 18, 2026 @ 4:00pm in the Large Meeting Room
. Call of the Roll

o Present: William Josefiak, Cynthia Johnson, Lindsey Burgmaster, Jennifer Dobe, Scott

Robertson (W.S Town Board Liason)
o Excused: Jessica Casamassa
o Guest(s): Robert Alessi (Director)

Approval / Changes to Agenda: none

Minutes of Preceding Meeting (February 18th, 2026):

Motion to approve preceding minutes: William Josefiak
Second: Cindy Johnson

Ayes: all

Nays: none

. Nominations and Elections of Officers: n/a

Report of the Director:
o February programs were very well attended, the children’s programs particularly.

o New data line for the fax machine
o West Seneca Library featured in article in Buffalo Spree March 2026
o The Seed Swap was a very popular event as well

Report of the Treasurer:
See February 2026 documents posted

o County account statement February 2026
o] Local account statement February 2026
e} Summary of accounts February 2026

o) Check abstract and approvals

Motion to approve: William Josefiak
Second: Cindy Johnson

Ayes: all

Nays: none

. Report of the Friends of the Library:

o Approved money for the flex space teaching furniture for use during children’s programs

o Purchased Popcorn Machine
o Jewelry sale fundraiser coming up on Sat, April 25% from 10am-3pm



o Friends plan to help during discards book sale that will take place later in May
o Planning for potential donation-only plant sale
o Next Meeting April 20* at 4:30pm

H. Report of the President:
o ACT Meeting March 21* at Central Library - reviewed the agenda for ACT meeting

o Will renew CD’s with M&T for better interest rate

I. Old Business:
O nhone

J.  New Business:
© Approve allocation of Assemblyman Burke Funds $4,000 for Vox/Wonderbooks and
$200 for Citizen Science Kit material purchases

Motion to approve: Jennifer Dobe
Second: William Josefiak

Ayes: all

Nays: none

O Review: West Seneca Public Library Meeting Room Policy
O Review: Emergency & Disaster Procedures Policy

Motion to approve: William Josefiak
Second: Cindy Johnson

Ayes: all

Nays: none

o Upgrade of M&T Certificate of Deposit Accounts for better interest rates

o Working with new computer program to update State Report- not yet open for data
entry; reports may not be ready for originally scheduled April 15t meeting - change
April meeting date to 29th

Motion to approve: William Josefiak
Second: Cindy Johnson

Ayes: all

Nays: none

K. Public Comment: none; one community member present

L. Adjournment @ 4:50 pm
Next Regular Meeting: April 29, 2026 @ 4 pm

Respectfully submitted by Lindsey Burgmaster, Secretary



West Seneca Public Library Board Meeting
Director’s Report

March 2026

Circulation - March 2026
19,560

Revenue - County Account Fees, Copies, Print - March 2026
$987.15

Library Visitors - March 2026
11,184

Programming - March 2026

outh/Teen
Make & Take Craft Bags All month 165 bags
Tutoring All month 331 sessions
Preschool Story Time (4) 3/3,3/10,3/17,3/24 37 attendees
Baby & Me (8) 3/4,3/11,3/18,3/25 240 attendees
Toddler Time (8) 3/5,3/12,3/19,3/26 266 attendees
LEGO Club (2) 3/7,3/21 81 attendees
Fuse Beads 3/12 23 attendees
Mario Day 3/14 113 attendees
Kid’s STEM: Leprechaun Traps 3/16 35 attendees
Teen Advisory Group 3/19 3 attendees
Teen Mini-Canvas Painting 3/28 9 attendees
Baby Rave 3/30 43 attendees
Toddler Rave 3/31 42 attendees
Pokemon Scavenger Hunt (end) Various 97 participants
Spring Flowers Scavenger Hunt Various 561 participants

Programming - March 2026

(Adult)
Handicraft Club (5) ' 3/2,3/9,3/16,3/23, 18 attendees
3/30
Book A Technology Trainer 3/5 5 appointments / 5
attendees
Birds in Winter 3/5 18 attendees




Sudhir Suchak Local Author 3/7 8 attendees
Visit

West Seneca Public Library 3/30 6 attendees
Book Club

Outreach/Meetings/Library Visits

3/11 Manager Meeting @ CEN

3/16 Friends of the West Seneca Public Library Meeting

3/18 West Seneca Public Library Board of Trustees meeting

3/21 Association of Contracting Library Trustees Annual Meeting @ CEN
3/26 Allendale Elementary Literacy Night Outreach (Emily)

Misc,

* 3/30 Outreach table by Together For Youth Fostering
* 3/313xCD accounts upgraded from 3-6 month periods for 2.71% interest rate’




West Seneca Public Library Board Meeting

Director’s Report

April 2026

Circulation - April 2026

18,730

Revenue - County Account Fees, Copies, Print - April 2026

$998.30

Library Visitors - April 2026

11,064

Programming - April 2026

(Youth/Teen)
Make & Take Craft Bags All month 216 bags
Tutoring All month 230 sessions
LEGO Club (2) 4/4,4/18 61 attendees
Baby & Me (8) 4/8,4/15,4/22,4/29 248 attendees
Toddler Time (8) 4/9,4/16,4/23,4/30 240 attendees
Fuse Beads 4/9 23 attendees
Spring Carnival & Egg Hunt 4/10 128 attendees
Parent Network - Recreational 4/11 107 attendees
Festival Outreach (Susan)
Independent Preschool Story 4/14,4/21 21 attendees
Time (2)
Teen Advisory Group 4/16 2 attendees
Baby Rave 4/20 47 attendees
Neighborhood Forest Tree 4/22,4/23 148 participants
Program
Girl Scout Visit/ Tour (Emily) 4/28 12 attendees
Spring Flower Scavenger Hunt Various 67 participants
(end)
Picture Book Scavenger Hunt Various 592 participants
Programming - April 2026
(Adult)
Handicraft Club (4) 4/6,4/13,4/20,4/27 16 attendees
Book A Technology Trainer 4/7 1 appointment / 1

attendee




NYS Department of Labor Job 4/17 106 attendees
Fair

Senior Sunshine Senders Card 4/21 3 attendees
Making

West Seneca Public Library 4/27 6 attendees
Book Club

The Senecas of West Seneca w/ 4/27 32 attendees
Town Historian Jim Pace

University Express Book Club 4/29 16 attendees

Outreach/Meetings/Library Visits

* 4/9 Meeting re Week of the Young Child Press Conference

4/13 Week of the Young Child Erie County Press Conference in the children’s
room with County Executive Mark Poloncarz (Rob & Emily)

4/17 NYLA Youth Services Section conference (Emily)

4/20 Friends of the West Seneca Public Library Meeting

4/22 West Elementary Class Visit (Rob & Emily)

4/24 Fellowship Wesleyan Class Visit (Susan)

4/28 System Director Zoom Interviews

Misc.

e 4/1 System computer network outage from approximately 10am-3:30pm

e 4/6 Library Closed due to power outage

e 4/7 Library Open 9am-5pm on generator; closed early at 5pm due to need to
shut off power for repairs

e 4/7 Erie County Cancer Services outreach table

e 4/10 Submitted updated external partners listings to CEN

e 4/13 Cindy Hager, Co-President of the Friends, presented at a Chamber of
Commerce meeting featuring West Seneca service organizations

e 4/15 Final VITA Tax Assistance Session from 1pm-4pm (extended from original
end date of 4/13)

e 4/29 New server installed for public computers




BOARD OF TRUSTEES
BUFFALO & ERIE COUNTY PUBLIC LIBRARY
MEETING DATE: March 19,2026

AGENDA ITEM NUMBER: _J.1 RESOLUTION: 2025-45 Amend
Equal Employment Opportunity
and Anti-Harassment Policy

BACKGROUND:

The Buffalo & Erie County Public Library Board of Trustees adopted an Equal
Employment Opportunity (EEO) and Anti-Harassment Policy on April 20,2017. The
Policy was last amended on January 16, 2025.

The Library has a process for review of standing policies to ensure they remain timely
and effective. This procedure was used to review the EEO and Anti-Harassment
Policy. Recommended changes include updates to reflect recent style guide changes,
to add reference to offsite and remote workspaces, and clarifying language. These
changes were vetted by Buffalo & Erie County Public Library legal counsel.

The Board's Policy Committee met on February 19, 2026 to review the attached
proposed amended EEO & Anti-Harassment Policy. Mark-up and clean versions of the
amended policy are attached. The Policy Committee recommends the proposed
amended Sexual Harassment Prevention Policy for approval by the full Board.

ACTION REQUIRED:
Motion to approve Resolution 2025-45.



PROPOSED RESOLUTION 2025-45

WHEREAS, the Buffalo & Erie County Public Library Board of Trustees adopted
an Equal Employment Opportunity (EEO) and Anti-Harassment Policy on April 20,
2017, and the policy has been reviewed and/or amended periodically, most recently on
January 16, 2025, and

WHEREAS, Library System Administration has recommended updates to the
policy to reflect recent style guide changes, to add reference to offsite and remote
workspaces, and to make minor clarifying edits, and

WHEREAS, these changes have been vetted by Buffalo & Erie County Public
Library legal counsel, and

WHEREAS, the Policy Committee recommends the attached proposed
amended EEO and Anti-Harassment Policy for approval by the full Board, now
therefore be it

RESOLVED, that the Board of Trustees of the Buffalo & Erie County Public
Library adopts the proposed revisions to the Equal Employment Opportunity and Anti-
Harassment Policy to supersede and replace the existing policy last amended January
16,2025, and be it further

RESOLVED, that copies of the approved amended EEO and Anti-Harassment
Policy replace the existing policy in the Buffalo & Erie County Public Library Personnel
Policies and Procedures Manual as Chapter 8, Section 1, and be it further

RESOLVED, that the amended EEO and Anti-Harassment Policy replace the
existing policy in each Contract Library’s annual agreement, Exhibit G, and be it finally

RESOLVED, that the Board of Trustees of the Buffalo & Erie County Public
Library authorizes this policy be transmitted to all Buffalo & Erie County Public Library
locations, Contract Library Directors, and Contract Library Trustees and authorizes
public posting on the Library’s website.



DRAFT Revision - 3/19/2026
(Mark-Up in red: new language underlined, deletions cressed-out)
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Equal Employment Opportunity and Anti-Harassment Policy

This policy is a system-wide policy for application to all libraries within the Buffalo & Erie County
Public Library System.

This policy is also part of the Buffalo & Erie County Public Library Personnel Policies and
Procedures Manual.

l. Statement of Policy

The Buffalo & Erie County Public Library (B&ECRL"Library”) is committed to maintaining
an environment free of discrimination and unlawful harassment.

A. Equal Employment Opportunity

It is the policy of the B&ECPRL Library to provide Equal Employment Opportunity
in every aspect of employment to all applicants and employees without regard to
gender, race, color, national origin, citizenship or immigration status, ancestry,
religion, creed, age, disability, familial status, marital status, pregnancy, sexual
orientation, gender identity or expression, military status, genetic predisposition,
arrest or conviction status, domestic violence victim status, known relationship or
association with member of a protected class, or any other basis protected by
federal, state or local law.

B. Unlawful Harassment
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The B&ECGRLLibrary will not tolerate unlawful harassment of its employees by any
supervisor, coworker, volunteer, patron, or any other person with whom
employees may come into contact during work. Similarly, the B&ECRLLibrary will
not tolerate its employees engaging in unlawful harassment of co-workers or of
non-employees with whom they come into contact during work, including but not
limited to job applicants, vendors, contractors, patrons, and volunteers.

1. The B&ECPLLibrary prohibits all forms of unlawful harassment.
Generally, unlawful harassment includes any unwelcome conduct,
whether verbal, written, physical, or visual, that is based upon a person'’s
protected characteristic, such as gender, race, color, national origin,
citizenship or immigration status, ancestry, religion, creed, age,
disability, familial status, marital status, pregnancy, sexual orientation,
gender identity or expression, military status, genetic predisposition,
arrest or conviction status, domestic violence victim status, or any other
basis protected by federal, state or local law.

4:2. Unlawful harassment is not limited to the physical workplace itself. It
can occur while employees are traveling for business or at emplover-
sponsored events. Harassment can occur when employees are working
remotely as well. Calls, texts, emails and social media usage by
employees can constitute unlawful workplace harassment, even if they
occur away from the workplace premises, on personal devices or during
non-work hours.

C. Examples of Harassment

1. Offensive comments such as racial or ethnic slurs, jokes, epithets, and
innuendo;
2. Verbal or physical kidding, teasing or practical jokes based on a person’s

Qrotected characterlstl gender—Faee—eeler—mhonaLeF@n—emm

status-orany-otherbasisprotected by-federal state_orlocallaw-that
unreasonably interferes with an employee’s work performance or
creates an intimidating, hostile, or offensive working environment; or

4. Any action taken because of an individual's protected characteristic
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lecallaw-that alters the terms, conditions and/or privileges of
employment.

D. Sexual Harassment - See Sexual Harassment Prevention Policy.

E. Applicability of Policy

1. The prohibition against discrimination and unlawful harassment applies
to everyone: managers, supervisors, salaried and hourly employees,
temporary employees, volunteers, contractors, trustees, public officials,
appointed administrative officers, patrons, or any other non-employee.

2. The LibraryB&ECPL will not allow unlawful harassment of any kind by
anyone. This policy will be reviewed with all staff. It is the responsibility
of each supervisor to ensure affirmative implementation of this policy to
avoid discrimination, unlawful harassment or retaliation in employment,
and to report all violations they may become aware of. All employees are
expected to be cognizant of this policy and cooperate with its
implementation.

3. The B&ECPRLLibrary has zero tolerance for the types of conduct
described in this policy. The B&ECRL Library may treat instances of
inappropriate conduct as a violation of this policy, regardless of the
specific wording of this policy or technical definitions in the applicable
laws; and the B&ECRLLibrary may deal with such conduct with
disciplinary action or other forms of corrective action as deemed
appropriate. Such conduct may also be treated as a violation of the
applicable library's Rules of Conduct.

4. Any harassment based on a protected class violates this policy
regardless of whether such harassment would be considered unlawful

under relevant federal, state, or local laws. severe-orpervasive-under
legalprecedent applied to-harassmentclaims.

Procedure

A. Reporting Discrimination, Harassment or Other Violations of This Policy

All employees, volunteers, patrons, and other persons utilizing or working in
B&ECPLLibrary facilities and services are encouraged to promptly report any
conduct that they are subject to, or that they witness, which may violate this policy.
If the Library-B&ECPL does not know about the discriminatory or harassing
conduct, it cannot act.

Prior to making a report, individuals who believe they have been discriminated

against or harassed may choose to firmly and promptly notify the offender that
their behavior is unwelcome. However, the B&ECPRLibrary recognizes that such a
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confrontation may be uncomfortable or even impossible. Therefore, notifying the
offender is not required.

To make a report, individuals should follow the steps set forth below:

1. Notify Appropriate Staff

d.

b.

Employees, supervisors, and managers must report any incident of
discrimination, retaliation, sexual harassment, or other harassment.
Employees who believe they have been subject to or witnessed
conduct which violates this policy should immediately report the
incident to their direct supervisor.

If the direct supervisor is the alleged offender or the employee is
uncomfortable reporting the incident of discrimination, harassment,
or retaliation to their direct supervisor, the incident should be
reported directhy-to the Department Head or contract Library
Director.

In the event that the circumstances of the situation make it
inappropriate to report the incident to the individual’s direct
supervisor, Department Head, or contract Library Director, the
incident should be reported directly-to Human Resources.
Supervisors and managers must immediately report any incident or
report of discrimination, retaliation, sexual harassment, or unlawful
harassment even if they are not the target or victim of such
harassment to Human Resources.

If the circumstances of the situation make it inappropriate to report
the incident to Human Resources or in the event the individual is not
an employee, the incident should be reported to the System Library
Director.

In the event that the complaint is against a contract Library Director,
the applicable Board President will be notified.

2. Promptly Report Complaint

B&ECPLThe Library encourages the prompt reporting of complaints
so that a rapid response and appropriate action may be taken.
Failure to promptly report a complaint can hinder an effective
investigation.

A prompt report not only aids the complainant but also helps to
maintain an environment free from discrimination for all.

Reports of harassment may be made verbally or in writing. A form for
submission of a written complaint is attached to this policy, and all
individuals are encouraged to use this complaint form. Individuals
who are reporting harassment on behalf of another person should
use the complaint form and note that it is on another person’s behalf.

3. Prepare Written Report of Misconduct
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B.

C.

a. Anaccurate record of objectionable behavior or misconduct is
needed to resolve a formal complaint of discrimination, retaliation,
and/or harassment.

b. Any and all verbal and written reports must be submitted to Human
Resources or the System Library Director for investigation.

c. Upon receipt of a complaint under this policy, Human Resources or
the System Library Director will complete a formal written report of
the complaint, if not already done by the complainant or their
supervisor.

d. Individuals who believe they have been or are currently being
subjected to discrimination, retaliation, or harassment should
maintain a record of objectionable conduct in order to prepare
effectively for the investigation.

Investigating the Complaint

1. Confidentiality

Any allegation of discrimination, retaliation, or unlawful harassment will
be investigated promptly. Confidentiality will be maintained throughout
the investigatory process to the extent practical and appropriate under
the circumstances.

2. Investigation Process

a. TheB&ECRLLibrary will investigate thoroughly and quickly any
incident of discrimination, retaliation, or harassment and will make
every effort to take the wishes of the complainant into consideration,
keeping the complainant informed as to the status of the
investigation.

b. Depending on the circumstances of the complaint, Human Resources
or the System Library Director will determine if the investigation will
be completed internally or if it is more appropriate to forward the
complaint to a third party for investigation.

Corrective Action

1. Employees

The B&ECPLLibrary will impose appropriate discipline or other
corrective action, depending on the nature and seriousness of the
offense, up to and including termination, against any manager,
supervisor, or employee found to have violated this policy, regardless of
whether such conduct is considered under the law to constitute unlawful
discrimination or harassment or retaliation.
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2. Non-employees

When a patron, volunteer, or other person not employed by the
B&ECRLLibrary is found to have engaged in unlawful harassment,
discrimination, or retaliation against a B&ECPRLLibrary employee, the
B&ECPLLibrary will advise the person of the B&ECRLLibrary’s policy
against such conduct, and will take such other actions as are appropriate
under the circumstances, up to and including suspension of library
privileges.

1. Protection Against Retaliation

The B&ECRLLibrary will not, in any way, retaliate against an individual who makes a
complaint of discrimination or harassment or against any participant in the investigation;
nor will it permit any manager, supervisor, or employee to do so. Retaliation is defined as
discriminating against an individual because they opposed discrimination and/or
harassment; made a charge, testified, assisted, or participated in any manner in an
investigation, proceeding, or hearing related to prohibited conduct under this policy; or
exercised any other legal right protected by federal, state, or local law requiring equal
opportunity.

Retaliation is a serious violation of this policy and should be reported immediately by
following the reporting procedure set forth above. Depending on the nature and
seriousness of the offense, the B&ECPLLibrary will impose appropriate discipline, up to
and including termination, against any manager, supervisor, or employee found to have
retaliated against another individual for reporting discrimination and/or harassment.

A. Examples of Retaliation:

1. Treating someone who has reported an incident of discrimination and/or
harassment or participated in an investigation differently from other
individuals (e.g. cold shoulder).

2. Making negative comments or unreasonably disciplining, reducing
responsibility, denying a transfer, giving unfavorable evaluations, or
scrutinizing the work, etc. of an individual because that individual has
reported an incident of discrimination and/or harassment or
participated in an investigation.

3. Subjecting anindividual to any adverse employment action for reporting
an incident of discrimination and/or harassment or participating in an
investigation.

4. Encouraging or ordering other staff to retaliate against an individual
who has reported an incident of discrimination and/or harassment or
participated in an investigation.

5. Engaging in other behavior that can reasonably be construed to be
retaliatory.

6. Disclosing an employee’s personnel files because they have opposed any
practices forbidden under the New York State Human Rights Law (‘NYS
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HRL"), filed a complaint, testified. or assisted in any proceeding under
NYS HRL, except where the disclosure is made in the course of
commencing or responding to a complaint in any proceeding under the
NYS HRL or any other civil or criminal action or other judicial or
administrative proceeding as permitted by applicable law.

IV. Legal Remedies

Individuals who believe they have been discriminated against, harassed, or retaliated
against in violation of this policy should first file an internal complaint with the
B&ECRLLibrary, as described above. If an individual is dissatisfied with the response, they
may file a complaint with the Equal Employment Opportunity Commission (EEOC) at
(716)551-4441 and/or the New York State Division of Human Rights at (716)847-7632,
which are authorized to investigate the allegations in the complaint. Individuals also may
contact a private attorney or union representative should they believe they have been
subjected to any form of discrimination, harassment, or retaliation.

Adopted April 20, 2017 per Resolution 2017-11 (supersedes independently adopted EEO Policy
contained in the B&ECRL Library Employee Handbook and Personnel Policies and Procedures
Manual on December 18, 2014 and the Anti-Harassment Policy last amended March 17,
2016). (Administration Revised July 2018 - updated phone number Section I.A.1.d).
Amended December 20, 2018 per Resolution 2018-40.

Amended November 21, 2019 per Resolution 2019-43.

Reviewed by Policy Committee November 19, 2020 - no changes.

Reviewed by Policy Committee November 18, 2021 - no changes.

Amended January 19, 2023 per Resolution 2023-1.

Reviewed by Board of Trustees July 18, 2024 - no changes.

Reviewed by Library Administration December 2, 2024 - no changes.

Reviewed by the Policy Committee December 19, 2024.

Amended January 16, 2025 per Resolution 2025-4.

Amendments Proposed for Review at the November 20, 2025 Meeting of the Buffalo & Erie

County Public Library Board of Trustees’ Policy Committee.
Amendments Proposed for Review at the February 19, 2026 Meeting of the Buffalo & Erie

County Public Library Board of Trustees’ Policy Committee.
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DRAFT Revision - 3/19/2026
(Clean: all changes included)
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Equal Employment Opportunity and Anti-Harassment Policy

This policy is a system-wide policy for application to all libraries within the Buffalo & Erie County
Public Library System.

This policy is also part of the Buffalo & Erie County Public Library Personnel Policies and
Procedures Manual.

. Statement of Policy

The Buffalo & Erie County Public Library ("Library”) is committed to maintaining an
environment free of discrimination and unlawful harassment.

A. Equal Employment Opportunity

It is the policy of the Library to provide Equal Employment Opportunity in every
aspect of employment to all applicants and employees without regard to gender,
race, color, national origin, citizenship or immigration status, ancestry, religion,
creed, age, disability, familial status, marital status, pregnancy, sexual orientation,
gender identity or expression, military status, genetic predisposition, arrest or
conviction status, domestic violence victim status, known relationship or
association with member of a protected class, or any other basis protected by
federal, state or local law.

B. Unlawful Harassment

The Library will not tolerate unlawful harassment of its employees by any
supervisor, coworker, volunteer, patron, or any other person with whom
employees may come into contact during work. Similarly, the Library will not
tolerate its employees engaging in unlawful harassment of co-workers or of non-
employees with whom they come into contact during work, including but not
limited to job applicants, vendors, contractors, patrons, and volunteers.
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C.

1. TheLibrary prohibits all forms of unlawful harassment. Generally,

unlawful harassment includes any unwelcome conduct, whether verbal,
written, physical, or visual, that is based upon a person’s protected
characteristic, such as gender, race, color, national origin, citizenship or
immigration status, ancestry, religion, creed, age, disability, familial
status, marital status, pregnancy, sexual orientation, gender identity or
expression, military status, genetic predisposition, arrest or conviction
status, domestic violence victim status, or any other basis protected by
federal, state or local law.

Unlawful harassment is not limited to the physical workplace itself. It
can occur while employees are traveling for business or at employer-
sponsored events. Harassment can occur when employees are working
remotely as well. Calls, texts, emails and social media usage by
employees can constitute unlawful workplace harassment, even if they
occur away from the workplace premises, on personal devices or during
non-work hours.

Examples of Harassment

1.

2.

Offensive comments such as racial or ethnic slurs, jokes, epithets, and
innuendo;

Verbal or physical kidding, teasing or practical jokes based on a person’s
protected characteristic;

Harassing conduct based on a protected characteristic that
unreasonably interferes with an employee’s work performance or
creates an intimidating, hostile, or offensive working environment; or
Any action taken because of an individual’s protected characteristic that
alters the terms, conditions and/or privileges of employment.

Sexual Harassment -~ See Sexual Harassment Prevention Policy.

Applicability of Policy

1.

The prohibition against discrimination and unlawful harassment applies
to everyone: managers, supervisors, salaried and hourly employees,
temporary employees, volunteers, contractors, trustees, public officials,
appointed administrative officers, patrons, or any other non-employee.
The Library will not allow unlawful harassment of any kind by anyone.
This policy will be reviewed with all staff. It is the responsibility of each
supervisor to ensure affirmative implementation of this policy to avoid
discrimination, unlawful harassment or retaliation in employment, and
to report all violations they may become aware of. All employees are
expected to be cognizant of this policy and cooperate with its
implementation.
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3. The Library has zero tolerance for the types of conduct described in this
policy. The Library may treat instances of inappropriate conduct as a
violation of this policy, regardless of the specific wording of this policy or
technical definitions in the applicable laws; and the Library may deal
with such conduct with disciplinary action or other forms of corrective
action as deemed appropriate. Such conduct may also be treated as a
violation of the applicable library’s Rules of Conduct.

4. Any harassment based on a protected class violates this policy
regardless of whether such harassment would be considered unlawful
under relevant federal, state, or local laws. .

Procedure

A. Reporting Discrimination, Harassment or Other Violations of This Policy

All employees, volunteers, patrons, and other persons utilizing or working in
Library facilities and services are encouraged to promptly report any conduct that
they are subject to, or that they witness, which may violate this policy. If the Library
does not know about the discriminatory or harassing conduct, it cannot act.

Prior to making a report, individuals who believe they have been discriminated
against or harassed may choose to firmly and promptly notify the offender that
their behavior is unwelcome. However, the Library recognizes that such a
confrontation may be uncomfortable or even impossible. Therefore, notifying the
offender is not required.

To make a report, individuals should follow the steps set forth below:
1. Notify Appropriate Staff

a. Employees, supervisors, and managers must report any incident of
discrimination, retaliation, sexual harassment, or other harassment.

b. Employees who believe they have been subject to or witnessed
conduct which violates this policy should immediately report the
incident to their direct supervisor.

c. Ifthedirect supervisor is the alleged offender or the employee is
uncomfortable reporting the incident of discrimination, harassment,
or retaliation to their direct supervisor, the incident should be
reported to the Department Head or contract Library Director.

d. Inthe event that the circumstances of the situation make it
inappropriate to report the incident to the individual’s direct
supervisor, Department Head, or contract Library Director, the
incident should be reported to Human Resources.

e. Supervisors and managers must immediately report any incident or
report of discrimination, retaliation, sexual harassment, or unlawful
harassment even if they are not the target or victim of such
harassment to Human Resources.
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f.

If the circumstances of the situation make it inappropriate to report
the incident to Human Resources or in the event the individual is not
an employee, the incident should be reported to the System Library
Director.

In the event that the complaint is against a contract Library Director,
the applicable Board President will be notified.

2. Promptly Report Complaint

a.

b.

The Library encourages the prompt reporting of complaints so that a
rapid response and appropriate action may be taken.

Failure to promptly report a complaint can hinder an effective
investigation.

A prompt report not only aids the complainant but also helps to
maintain an environment free from discrimination for all.

Reports of harassment may be made verbally or in writing. A form for
submission of a written complaint is attached to this policy, and all
individuals are encouraged to use this complaint form. Individuals
who are reporting harassment on behalf of another person should
use the complaint form and note that it is on another person’s behalf.

3. Prepare Written Report of Misconduct

a.

An accurate record of objectionable behavior or misconduct is
needed to resolve a formal complaint of discrimination, retaliation,
and/or harassment.

Any and all verbal and written reports must be submitted to Human
Resources or the System Library Director for investigation.

Upon receipt of a complaint under this policy, Human Resources or
the System Library Director will complete a formal written report of
the complaint, if not already done by the complainant or their
supervisor.

Individuals who believe they have been or are currently being
subjected to discrimination, retaliation, or harassment should
maintain a record of objectionable conduct in order to prepare
effectively for the investigation.

B. Investigating the Complaint

1. Confidentiality

2.

Any allegation of discrimination, retaliation, or unlawful harassment will

be investigated promptly. Confidentiality will be maintained throughout

the investigatory process to the extent practical and appropriate under
the circumstances.

Investigation Process
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a. TheLibrary will investigate thoroughly and quickly any incident of
discrimination, retaliation, or harassment and will make every effort
to take the wishes of the complainant into consideration, keeping the
complainant informed as to the status of the investigation.

b. Depending on the circumstances of the complaint, Human Resources
or the System Library Director will determine if the investigation will
be completed internally or if it is more appropriate to forward the
complaint to a third party for investigation.

C. Corrective Action

1. Employees

The Library will impose appropriate discipline or other corrective action,
depending on the nature and seriousness of the offense, up to and
including termination, against any manager, supervisor, or employee
found to have violated this policy, regardless of whether such conduct is
considered under the law to constitute unlawful discrimination or
harassment or retaliation.

2. Non-employees'

When a patron, volunteer, or other person not employed by the Library
is found to have engaged in unlawful harassment, discrimination, or
retaliation against a Library employee, the Library will advise the person
of the Library’s policy against such conduct, and will take such other
actions as are appropriate under the circumstances, up to and including
suspension of library privileges.

. Protection Against Retaliation

The Library will not, in any way, retaliate against an individual who makes a complaint of
discrimination or harassment or against any participant in the investigation; nor will it
permit any manager, supervisor, or employee to do so. Retaliation is defined as
discriminating against an individual because they opposed discrimination and/or
harassment; made a charge, testified, assisted, or participated in any manner in an
investigation, proceeding, or hearing related to prohibited conduct under this policy; or
exercised any other legal right protected by federal, state, or local law requiring equal
opportunity.

Retaliation is a serious violation of this policy and should be reported immediately by
following the reporting procedure set forth above. Depending on the nature and
seriousness of the offense, the Library will impose appropriate discipline, up to and
including termination, against any manager, supervisor, or employee found to have
retaliated against another individual for reporting discrimination and/or harassment.
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A. Examples of Retaliation:

1. Treating someone who has reported an incident of discrimination and/or
harassment or participated in an investigation differently from other
individuals (e.g. cold shoulder).

2. Making negative comments or unreasonably disciplining, reducing
responsibility, denying a transfer, giving unfavorable evaluations, or
scrutinizing the work, etc. of an individual because that individual has
reported an incident of discrimination and/or harassment or
participated in an investigation.

3. Subjecting an individual to any adverse employment action for reporting
an incident of discrimination and/or harassment or participating in an
investigation.

4. Encouraging or ordering other staff to retaliate against an individual
who has reported an incident of discrimination and/or harassment or
participated in an investigation.

5. Engagingin other behavior that can reasonably be construed to be
retaliatory.

6. Disclosing an employee’s personnel files because they have opposed any
practices forbidden under the New York State Human Rights Law (“NYS
HRL"), filed a complaint, testified, or assisted in any proceeding under
NYS HRL, except where the disclosure is made in the course of
commencing or responding to a complaint in any proceeding under the
NYS HRL or any other civil or criminal action or other judicial or
administrative proceeding as permitted by applicable law.

IV. LegalRemedies

Individuals who believe they have been discriminated against, harassed, or retaliated
against in violation of this policy should first file an internal complaint with the Library, as
described above. If an individual is dissatisfied with the response, they may file a
complaint with the Equal Employment Opportunity Commission (EEOC) at (716)551-
4441 and/or the New York State Division of Human Rights at (716)847-7632, which are
authorized to investigate the allegations in the complaint. Individuals also may contact a
private attorney or union representative should they believe they have been subjected to
any form of discrimination, harassment, or retaliation.

Adopted April 20, 2017 per Resolution 2017-11 (supersedes independently adopted EEO Policy
contained in the Library Employee Handbook and Personnel Policies and Procedures Manual on
December 18, 2014 and the Anti-Harassment Policy last amended March 17, 2016).
(Administration Revised July 2018 - updated phone number Section 11.A.1.d).

Amended December 20, 2018 per Resolution 2018-40.

Amended November 21, 2019 per Resolution 2019-43.

Reviewed by Policy Committee November 19, 2020 - no changes.

Reviewed by Policy Committee November 18, 2021 - no changes.

Amended January 19, 2023 per Resolution 2023-1.
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Reviewed by Board of Trustees July 18, 2024 - no changes.

Reviewed by Library Administration December 2, 2024 - no changes.

Reviewed by the Policy Committee December 19, 2024.

Amended January 16, 2025 per Resolution 2025-4.

Amendments Proposed for Review at the November 20, 2025 Meeting of the Buffalo & Erie
County Public Library Board of Trustees’ Policy Committee.

Amendments Proposed for Review at the February 19, 2026 Meeting of the Buffalo & Erie

County Public Library Board of Trustees’ Policy Committee.
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BOARD OF TRUSTEES
BUFFALO & ERIE COUNTY PUBLIC LIBRARY
MEETING DATE: March 19, 2026

AGENDA ITEM NUMBER: J.2 RESOLUTION: 2025-49
Amend Sexual Harassment
Prevention Policy

BACKGROUND:

The Buffalo & Erie County Public Library Board of Trustees adopted a Sexual
Harassment Prevention Policy on December 20, 2018. The Policy was last amended
on July 20, 2023 and last reviewed on July 18, 2024.

The Library has a process for review of standing policies to ensure they remain timely
and effective. This procedure was used to review the Sexual Harassment Prevention
Policy. Recommended changes include updates to reflect recent style guide changes,
to add reference to volunteers and offsite and remote workspaces, to update
procedures based on current practice, and other minor updates and clarifications.
These changes were vetted by Buffalo & Erie County Public Library legal counsel.

The Board's Policy Committee met on February 19, 2026 to review the attached
proposed amended Sexual Harassment Prevention Policy. Mark-up and clean versions
of the amended policy are attached, as well as, Complaint of Harassment,
Discrimination, or Retaliation forms. The Policy Committee recommends the
proposed amended Sexual Harassment Prevention Policy and the forms for approval
by the full Board.

ACTION REQUIRED:
Motion to approve Resolution 2025-49.



PROPOSED RESOLUTION 2025-49

WHEREAS, the Buffalo & Erie County Public Library Board of Trustees adopted
a Sexual Harassment Prevention Policy on December 18, 2018, and the policy has
been reviewed and/or amended periodically, most recently on July 18, 2024, and

WHEREAS, Library System Administration has recommended updates to
reflect recent style guide changes, to add reference to volunteers and offsite and
remote workspaces, to update procedures based on current practice, and other minor
updates and clarifications, and

WHEREAS, these changes have been vetted by Buffalo & Erie County Public
Library legal counsel, and

WHEREAS, the Policy Committee recommends the attached proposed
amended Sexual Harassment Prevention Policy and Complaint of Harassment,
Discrimination, or Retaliation forms for approval by the full Board, now therefore be it

RESOLVED, that the Board of Trustees of the Buffalo & Erie County Public
Library adopts the proposed revisions to the Sexual Harassment Prevention Policy to
supersede and replace the existing policy last amended July 20, 2023, and be it further

RESOLVED, that copies of the approved amended Sexual Harassment
Prevention Policy replace the existing policy in the Buffalo & Erie County Public
Library Personnel Policies and Procedures Manual as Chapter 8, Section 2, and be it
further

RESOLVED, that the amended Sexual Harassment Prevention Policy replace
the existing policy in each Contract Library’s annual agreement, Exhibit I, and be it
finally

RESOLVED, that the Board of Trustees of the Buffalo & Erie County Public
Library authorizes this policy be transmitted to all Buffalo & Erie County Public Library
locations, Contract Library Directors, and Contract Library Trustees and authorizes
public posting on the Library’s website.



Current Policy - 3/19/2026

Buffalo & Erie County Public

@LIBRARY

Sexual Harassment Prevention Policy

This policy is a system-wide policy for application to all libraries within the Buffalo & Erie
County Public Library System.

This policy is also part of the Buffalo & Erie County Public Library Personnel Policies and
Procedures Manual.

L Statement of Policy

The Buffalo & Erie County Public Library (B&ECPL) is committed to maintaining an
environment free from sexual harassment. Sexual harassment is a form of workplace
discrimination and it is against the law. This policy is one component of B&ECPL’s
commitment to a discrimination-free environment. Everyone has a legal right to a
workplace free from sexual harassment. All employees working in B&ECPL locations
are required to work in a manner that prevents sexual harassment and are urged to
report sexual harassment by filing a complaint internally with the B&ECPL. Complaints
may also be filed with a government agency or in court under federal, state or local
antidiscrimination laws.

A. Applicability

1. This policy applies to all employees, applicants for employment,
interns, whether paid or unpaid, contractors and persons conducting
business with B&ECPL, without regard to immigration status.

2. All employees, paid or unpaid interns, and non-employees are
expected to follow and uphold this policy. This policy must be
provided to all employees and should be posted prominently in all
work locations to the extent practicable and be provided to employees
upon hiring.

3. Sexual harassment will not be tolerated. Any employee or individual
covered by this policy who engages in sexual harassment or retaliation
will be subject to remedial and/or disciplinary action (e.g., counseling,
suspension, termination).

4. Employees of every level who engage in sexual harassment, including
managers and supervisors who engage in sexual harassment or who
allow such behavior to continue, will be penalized for such
misconduct.



5. Patrons and other non-employees who engage in sexual harassment
will be addressed in accordance with each library’s Rules of Conduct
and applicable laws.

6. Sexual harassment may subject B&ECPL to liability for harm to targets
of sexual harassment; and harassers may also be individually subject
to liability.

7. Harmless intent is not a defense for harassment or discrimination.

B. What Is “Sexual Harassment”?

Sexual harassment is a form of sex discrimination and is unlawful under federal,
state, and (where applicable) local law. Sexual harassment includes harassment
on the basis of sex, sexual orientation, self-identified or perceived sex, gender
expression, gender identity and the status of being transgender.

1. Sexual harassment includes unwelcome conduct which is either of a
sexual nature, or which is directed at an individual because of that
individual’s sex when:

a. Such conduct has the purpose or effect of unreasonably
interfering with an individual’s work performance or creating
an intimidating, hostile or offensive work environment, even if
the reporting individual is not the intended target of the sexual
harassment;

b. Such conduct is made either explicitly or implicitly a term or
condition of employment; or

¢. Submission to or rejection of such conduct is used as the basis
for employment decisions affecting an individual’s
employment.

2. A sexually harassing hostile work environment includes, but is not
limited to, words, signs, jokes, pranks, intimidation or physical
violence which are of a sexual nature, or which are directed at an
individual because of that individual’s sex. Sexual harassment also
consists of any unwanted verbal or physical advances, sexually explicit
derogatory statements or sexually discriminatory remarks made by
someone which are offensive or objectionable to the recipient, or cause
the recipient discomfort or humiliation, or interfere with the recipient’s
job performance.

3. Sexual harassment also occurs when a person in authority tries to trade
job benefits for sexual favors. This can include hiring, promotion,
continued employment or any other terms, conditions or privileges of
employment. This is also called “quid pro quo” harassment.

Anyone covered by this policy who feels harassed should report so that any

violation of this policy can be corrected promptly. Any harassing conduct, even a
single incident, can be addressed under this policy, regardless of whether such
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harassment would be considered severe or pervasive under precedent applied to
harassment claims.

C. Examples of Sexual Harassment

The following describes some of the types of acts that may be unlawful sexual
harassment and that are strictly prohibited:

1. Physical acts of a sexual nature, such as:

a. Touching, pinching, patting, kissing, hugging, grabbing,
brushing against another employee’s body or poking another
employee’s body;

b. Rape, sexual battery, molestation or attempts to commit these
assaults.

2. Unwanted sexual advances or propositions, such as:

a. Requests for sexual favors accompanied by implied or overt
threats concerning the target’s job performance evaluation, a
promotion or other job benefits or detriments;

b. Subtle or obvious pressure for unwelcome sexual activities.

3. Sexually oriented gestures, noises, remarks or jokes, or comments
about a person’s sexuality or sexual experience, which create a hostile
work environment.

4. Sex stereotyping occurs when conduct or personality traits are
considered inappropriate simply because they may not conform to
other people's ideas or perceptions about how individuals of a
particular sex should act or look.

5. Sexual or discriminatory displays or publications anywhere in the
workplace, such as:

a. Displaying pictures, posters, calendars, graffiti, objects,
promotional material, reading materials or other materials that
are sexually demeaning or pornographic. This includes such
sexual displays on workplace computers or cell phones and
sharing such displays while in the workplace.

6. Hostile actions taken against an individual because of that individual’s
sex, sexual orientation, gender identity and the status of being
transgender, such as:

a. Interfering with, destroying or damaging a person’s
workstation, tools or equipment, or otherwise interfering with
the individual’s ability to perform the job;

b. Sabotaging an individual’s work;

c. Bullying, yelling, name-calling;

d. Stereotyping or treating individuals differently because they
identify as cisgender, transgender, or non-binary.
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D. Who can be a target of sexual harassment?

Sexual harassment can occur between any individuals, regardless of their sex or
gender. New York Law protects employees, paid or unpaid interns, and non-
employees, including independent contractors, and those employed by
companies contracting to provide services in the workplace. Harassers can be a
superior, a subordinate, a coworker or anyone in the workplace including an
independent contractor, contract worker, vendor, client, customer or visitor.

E. Where can sexual harassment occur?

Unlawful sexual harassment is not limited to the physical workplace itself. It can

-occur while employees are traveling for business or at employer sponsored
events or parties. Calls, texts, emails, and social media usage by employees can
constitute unlawful workplace harassment, even if they occur away from the
workplace premises, on personal devices or during non-work hours.

II.  Prohibition Against Retaliation

No person covered by this Policy shall be subject to adverse action because the
employee reports an incident of sexual harassment, provides information, or otherwise
assists in any investigation of a sexual harassment complaint. B&ECPL will not tolerate
such retaliation against anyone who, in good faith, reports or provides information
about suspected sexual harassment. Any employee of B&ECPL who retaliates against
anyone involved in a sexual harassment investigation will be subjected to disciplinary
action, up to and including termination. All employees, paid or unpaid interns, or non-
employees working in the workplace who believe they have been subject to such
retaliation should inform a supervisor, manager or the Human Resources Office. All
employees, paid or unpaid interns, or non-employees who believe they have been a
target of such retaliation may also seek relief in other available forums, as explained
under Section 5 Legal Protections.

A. What is retaliation?

Unlawful retaliation can be any action that could discourage a worker from
coming forward to make or support a sexual harassment claim. Adverse action
need not be job-related or occur in the workplace to constitute unlawful
retaliation (e.g., threats of physical violence outside of work hours). Retaliation
may also include, but is not limited to, disclosing an employee’s personnel files
because they have opposed any practices forbidden under the New York State
Human Rights Law (“NYS HRL"), filed a complaint, testified or assisted in any
proceeding under NYS HRL, except where the disclosure is made in the course
of commencing or responding to a complaint in any proceeding under the NYS
HRL or any other civil or criminal action or other judicial or administrative
proceeding as permitted by applicable law.
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IIL.

Such retaliation is unlawful under federal, state, and (where applicable) local
law. The NYS HRL protects any individual who has engaged in “protected
activity.” Protected activity occurs when a person has:

1. Made a complaint of sexual harassment, either internally or with any
anti-discrimination agency;

2. Testified or assisted in a proceeding involving sexual harassment
under the Human Rights Law or other anti-discrimination law;

3. Opposed sexual harassment by making a verbal or informal complaint
to management, or by simply informing a supervisor or manager of
harassment;

4. Reported that another employee has been sexually harassed; or

5. Encouraged a fellow employee to report harassment.

B. Good Faith Claims

Even if the alleged harassment does not turn out to rise to the level of a
violation of law, the individual is protected from retaliation if the person had
a good faith belief that the practices were unlawful; however, the retaliation
provision is not intended to protect persons making intentionally false
charges of harassment.

Reporting Sexual Harassment

A. Who Should Report

Preventing sexual harassment is everyone’s responsibility. B&ECPL cannot
prevent or remedy sexual harassment unless it knows about it. Any employee,
paid or unpaid intern, or non-employee who has been subjected to behavior that
may constitute sexual harassment is encouraged to report such behavior to a
supervisor, manager or the Human Resources Office. Anyone who witnesses or
becomes aware of potential instances of sexual harassment should report such
behavior to a supervisor, manager or the Human Resources Office.

Reports of sexual harassment may be made verbally or in writing. A form for
submission of a written complaint is attached to this policy, and all employees
are encouraged to use this complaint form. Employees who are reporting sexual
harassment on behalf of another person should use the complaint form and note
that it is on another person’s behalf.

B. Supervisory Responsibilities

All supervisors and managers who receive a complaint or information about
suspected sexual harassment, observe what may be sexually harassing behavior
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IV.

or for any reason suspect that sexual harassment is occurring, are required to
report such suspected sexual harassment to the Human Resources Office.

In addition to being subject to discipline if they engaged in sexually harassing
conduct themselves, supervisors and managers will be subject to discipline for
failing to report suspected sexual harassment or otherwise knowingly allowing
sexual harassment to continue.

Supervisors and managers will also be subject to discipline for engaging in any
retaliation.

Complaint and Investigation of Sexual Harassment

An investigation of any complaint, information or knowledge of suspected sexual
harassment will be prompt and thorough, commenced immediately and completed as
soon as possible. The investigation will be kept confidential to the extent possible. All
persons involved, including complainants, witnesses and alleged harassers will be
accorded due process, as outlined below, to protect their rights to a fair and impartial
investigation.

A. Complaint

All complaints or information about sexual harassment will be investigated,
whether that information was reported in verbal or written form.

B. Witnesses

All employees, including managers and supervisors, are required to cooperate
with any internal investigation of sexual harassment. B&ECPL will not tolerate
retaliation against employees who file complaints, support another’s complaint
or participate in an investigation regarding a violation of this Policy.

C. Investigation Process

While the process may vary from case to case, the following steps of the
investigation process will ensure a thorough and complete investigation:

1. Upon receipt of complaint, the Human Resources Office will conduct
an immediate review of the allegations, and take any interim actions,
as appropriate.

2. If complaint is verbal, encourage the individual to complete the
“Complaint Form” in writing. If they refuse, the Human Resources
Office will prepare a Complaint Form based on the verbal complaint.

3. If documents, emails or phone records are relevant to the investigation,
take steps to obtain and preserve them.
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4. Request and review all relevant documents, including all electronic

communications.

Interview all parties involved, including any relevant witnesses.

Create a written documentation of the investigation (such as a letter,

memo or email), which contains the following:

a. A list of all documents reviewed, along with a detailed
summary of relevant documents;

b. A list of names of those interviewed, along with a detailed
summary of their statements;

c. A timeline of events;

d. A summary of prior relevant incidents, reported or unreported;
and

e. The basis for the decision and final resolution of the complaint,
together with any corrective action(s).

7. Keep the written documentation and associated documents in a secure
and confidential location.

8. Promptly notify the individual who reported and the individual(s)
about whom the complaint was made of the final determination and
implement any corrective actions identified in the written document.

9. Inform the individual who reported of the right to file a complaint or
charge externally as outlined in the next section.

o o

V.  Legal Protections and External Remedies

Sexual harassment is not only prohibited by B&ECPL but is also prohibited by state,
federal, and, where applicable, local law.

Aside from the internal process at B&ECPL, employees may also choose to pursue legal
remedies with the following governmental entities. While a private attorney is not
required to file a complaint with a governmental agency, you may seek the legal advice
of an attorney.

A. State Human Rights Law (HRL)

The Human Rights Law (HRL), codified as N.Y. Executive Law, Art. 15, § 290, et
seq., applies to all employers in New York State with regard to sexual
harassment, and protects employees, paid or unpaid interns, and non-
employees, regardless of immigration status. A complaint alleging violation of
the Human Rights Law may be filed either with the Division of Human Rights
(DHR) or in New York State Supreme Court.

Effective August 12, 2020, complaints may be filed with the DHR any time

within 3 years of the harassment. If an individual did not file at DHR, they can
sue directly in state court under the HRL, within three years of the alleged
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