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WORKPLACE HARASSMENT
WORKPLACE VIOLENCE PREVENTION
ACTIVE SHOOTER
COMPLIANCE UPDATE
HIPAA
CYBER SECURITY
BENEFIT REMINDERS

- Ulster County is committed to providing a safe workplace for all
employees. This mandatory training serves as a reminder of the policies
and procedures that are put in place to ensure the safety and security of
you and your coworkers.

Staying safe at work requires all of us to keep our eyes open and to be
aware of our environment. If you notice something that doesn’t belong or
something that just appears to be off, say something.

Remember, retaliation is illegal, don’t allow your fear of retaliation to
keep you from reporting any incidents whether it is compliance,
harassment, or v1olence Speaking up will make the workplace better
for everyone.

Ulster County Website: www. ulstercountyny.gov
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ULSTER COUNTY WORKPLACE VIOLENCE PREVENTION POLICY

The Public Employer Workplace Violence Prevention Acf as set-forth in Sechon 27-b of the New York Labor Law and Code Rule 800.6
{12 NYCRR § :800.6) requires public employers to develop and implement programs to prevent and minimize workplace violence. -
Ulster County is committed to providing a safe workplace for all employees. To ensure a safe workplace and to reduce the risk of
violence, all employees should review and understand all provisions of this workplace violence prevention policy.

Prohibited Cbnducf

Ulster County does not tolerate any type of workplace violence committed by or cgdlnsf employees. Employees and non-
employees are prohibited from making threats or engaging in violent activities. This list of behcwors while not inclusive, provides
examples of conduct that is prohibited.

» - Causing physical injury to another person;
. % . Making threatening remarks;
«  Aggressive or hostile behavior that creates a reosonable fear of injury. to another person or subjects another mdwndual to
emotional distress;
= [ntentionally damaging employer property or property of another employee,
. Comml’mng acts motivated by, or related fo, workplace harassment or domestic violence.

Employment Situations at Higher Risk of Vlolence

While workplace vuolence can occur in any workplace setting, some employment situations pose a grec:ter risk than others,
- including: ‘ .
= Duties that involve the exchonge of money;
Delivery of passengers, goods or services;
Duties that involve mobile work assignments;
Working with unstable or volatile persons in heclth care, socucll servlce, or cnmlnol justice se’mngs,
“Working alone or in small numbers;
Working late at night or during early morning hours;
* Working in high crime areas;
Duties that involve guarding valuable property or possessions; or

Working in community-based settings.
Reporling Procedures

Any potentially dangerous situations must be reported immediately to a supervisor, department head, security officer or the
Personnel Department. Reports can be made anonymously and-all reported incidents will be investigated. Reports orincidents -
warranting confidentiality will be handled appropriately and information wili be disclosed to others only on a need-to-know basis..
All parties involved in a situation will be counseled.and the results of investigations will be discussed with them. Ulster County will
actively intervene at any indication of a possibly hostile or violent situation.

Risk Reduction Measures

Hiring: Indlwdual hiring agencies will take reasonable meosures to review candidates' backgrounds to reduce the risk of hlrlng

individuals with a history of violent behavior.

Safety: The Ulster County Sheriff's Department, along with an employee representative designated by each of the County's
bargaining units, will conduct regular inspections of the worksites to evaluate and determine any vulnerabilities fo workplace
violence or hazards. Comective action wili be taken to reduce all risks.
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Training and Information: This policy statement will be distributed to dll existing employees, will be included in new employee
orientation, and wilt be publicized in internal employee publications. Training on the requirements of the NYS Workplace Violence
Prevention Law, risk factors and prevention measures will take place at the time of job assignment and annually, thereafter.

Individual Situations: While Ulster County does not expect employees to be skilled at identifying potentially dangerous persons,
employees are expecied to exercise good judgment and to inform their supervisor, department head, security officer or the
Personnel Department if any erriployee or non-employee exhibits behavior which could be a sign of a potentially dangerous
situation, Such behavior includes:

" Dlsploying overt signs of extreme stress, resentment, hostility, or anger;
= Making threatening remarks;

= Sudden or significant deterioration of performcnce, or

= Displaying irrational or inappropriate behavior.

Employees at Risk: The Personnel Department, along with an employee representative designated by each of the County's
bargaining units, will identify and maintain a list of employees who have been determined to be at risk for becoming victims of
violence because they are subject to harassment, violence, or threats from a non-employee. The Personnel Depariment, in
collaboration with the Sheriff's Department and an employee representative designated by each of the County's bargaining units,
will design a plan with at-risk employees to prepare for any possible emergency situations.

Dangerous[Emergency Situations

Employees who confronf or encounter an ormed or dqngerous person should not attempt to challenge or disarm the individual.
Employees should remain calm, make constant eye contact and talk to the individual. If a supervisor can be safely nofified of the
need for assistance without endangering the safety of the employee or others, such notice should be given. Otherwise, cooperate

and follow the instructions given.
Enforcement

Threats, threatening conduct, or any other acts of aggression or violence in the workplace will not be tolerated. Any employee
determined to have committed such acts will be subject to disciplinary action pursuant to his or her respective collective bargaining
agreement. Non-employees engaged in-violent acts on the employer's premises will be reported to the proper qufhonhes and fully
prosecuted.

How to Obtain Post Incident Crisis Counsellng

Ulster Counfylshen'ff’s Office Critical Incident Stress Management (CISM) is available upon request to assist any Ulster County
employee experiencing stress as a result of their exposure to a threat or other traumatic workplace incident. The primary objective
of the CISM team is to help ensure employee wellness. The team may be accessed by contacting the Sheriff's Office at (845) 340-
3640.

Employee Assistance Program (EAP} is also avdilable to Ulster County employees as a part of the Ulster County benefit package.
EAP is a free, confidential service offering short-term assistance in dealing with problems that may become a part of many of our
lives at one time or another such as: job pressures, stress, anxiety, grief, relationship/marital problems, depression, parenting issues
and substance abuse. EAP may be accessed by calling (845) 338-5600.

Ulster County Crime Victims Assistance Program is specifically designed for recognizing the special needs, concerns and problems
associated with being a victim of crime. Any, Ulster resident who has been the innocent victim of a crime {past or present) can seek
services. Assistance is avdailable whether or not you choose to report the crime to the police. The program offers a 24 hour
confidential crisis hotline for victims of sexual assault and domestic violence. Hotline # (845) 340-3442. Crime Victims is located at 1
Pearl Street, Kingston cund the phone number is (845) 340 3443,

Plan Development and Review

This policy statement was developed by the Personnel Department in collaboration with an employee representative designatéd by
each of the County's bargaining units. The plan will be reviewed by the parties at least annually, or immediately following the
occurrence of a workplace violence incident and, if necessory, ‘Updated within a reasonable period of hme after such review is

complefed

ULSfER COUNTY IS AN EQUAL OPPORTUNITY EMPLOYER
Ulister County Websile: ulstercountyny.gov’
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ULSTER COUNTY DISCRIMINATORY HARASSMENT PREVENTION POLICY
AND COMPLAINT PROCEDURE
Revised January 2019

. POLICY STATEMENT

It is the policy of Ulster County to provide and maintain a safe work environment which is free from
all unlawful discrimination based on sex (with or without sexual conduct, and including gender
identity, gender expression or transgender status), race, color, religion, national origin, age, disability,
genetic information or predisposing genetic characteristic, marital status, familial status, military
status, domestic violence victim status, and any other class protected by law. Harassment based on
these protected characteristics (collectively referred to as."discriminatory harassment”) is a form of
unlawful discrimination and is prohibited in each and every work enwronment and situation which
directly impacts fhe work environment. , ‘

Sexual harassment is covered separately under Ulster County's Sexual Harassment Prevention Policy.
Refer to the Ulster County Sexual Harassment Prevention Policy, available on Ulster County's Intranet
and Website (ulstercountyny.gov). This Discriminatory Harassment Prevention Policy and Complaint
Procedure (the "Policy”) can also be accessed and is available on County's Intranet and Website
(uls’rercounfyny gov).

Ulsfer County will take appropriate steps to prevent.and correct unlawful discriminatory harassment
and discrimination as defined by federal, state and local law (if applicable.) This includes federal
laws such as Title VIl of the Civil Rights Act, the Age Discrimination in Employment Act, the Americans
with Disabilities Act and the Genetic Information Non- Dlscrlmlncﬂlon Act as well as the New York
State Human Rights Law.

Ulster County considers discrimination, discriminatory harassment and other conduct prohibited by
this Policy to be a form of employee misconduct. Ulster County considers this type of misconduct to
be a serious offense which will not be tolerated. Allegations of discrimination and discriminatory
harassment will be investigated thoroughly and if substantiated, will be met with appropriate
corrective and/or disciplinary action commensurate with the seriousness.of the offense(s), and in
accordance with the parameters of applicable collective bargaining agreements and/or state law.

Retaliation against any individual making a discrimindtion or harassment complaint or assisting in the
investigation of such a complaint is forbidden. Retaliation is a serious violation of this Policy which
may result in disciplinary action.

Il. SCOPE

Ulster County Website: www.ulstercountyny.gov




' A. Who Is covered by this Policy? This policy applies to all applicants, employeés, ‘in’rérns (paid or
unpaid), volunteers, contractors, and other non-employees conducting business with the
- Uister County. _

B. What does this Policy prohibit? This Policy prohibits discriminatory harassment, discrimination
and retaliation whether engaged in by fellow employees, by a supervisor or manager or by
someone not directly connected to the Uls'rer County (e.g.. an outside vendor, consultant,
other non-employee or citizen). A

C. Where can discrimination or discriminatory harassment occur? Conduct prohibited by this
Policy is unacceptable in the workplace and in any work-related setting outside the
workplace, such as dunng business trips, business mee’nngs, and busnness related social
events. .

D. All information gafheréd during an investigation of a complaint will be handied in @
confidential manner, to the extent possible.

E. This Policy does not preclude the filing of discrimination, discriminatory harassment or
retaliation complaints with the New York State Division of Human Rights {DHR), the Federal -
Equal Employment Opportunity Commission (EEOC), or the pursuing of any other remedies as
permitted by Icw ' ’ '

" |1l. DEFINITIONS OF PROHIBITED CONDUCT
A. Discrlminaﬂon

Discrimination on the basis of any protected characteristic is prohibited. Discrimination includes any
adverse employment action (termination, failure to hiré, demotion, failure to promote, etc.) taken
on the basis of sex (with or without sexuall cor/wduc’r and including gender identity, gender expression
or transgender status), race, color, religion,” national origin, age, disability, genetic information or
predisposing genetic characteristic, marital status, familial status, military sfo’rus, domestic violence

victim s’ro’rus and any other class protected by law.
B. Dlscrimmatory Harassmeni

Harassment on the basis of any protected characteristic is prohibited. Under this Policy, prohibited
discriminatory harassment is verbal or physical conduct that is offensive to or shows hostility or
aversion toward an individual because of a protected class or characteristic, and that: (i) has the
purpose or effect of creating an infimidating, hostile or offensive work environment; (i) has the
purpose or effect of unreasonably interfering with an individual's work performance; or (iii) otherwise
adversely affects an individual's employment oppor’runmes

NOTE: Sexual harassment, Including hurassmeni on the basis of sex (including gender ldenﬂty or
fransgender status) and sexual orlentation is covered separately under the Ulster County Sexual
Harassment Prevention Policy.

Harassing conduct includes, but is not limited to: epithets, slurs or negative stereotyping:
threatening, intimidating or hostile acts; denigrating jokes and display or circulation in the workplace
(including through e-mail) of written or graphic material that denigrates or shows hostility or aversion
toward an individual or group, based on an individual’s protected class.

C. Retaliation

Retaliation against any individual for making a discriminatory or any harassment complaint or
assisting in the investigation of such a complaint is prohibifed by law and under this Policy. Unlawful
retaliation can be any adverse employment action, including being discharged, disciplined,
discriminated against, or any action that would keep or discourage anyone covered by this Policy




from coming forwcrd to make or support a claim of discrimination or dlscnmmo’rory ‘harassment.
Adverse action need not be job-related or occur in ’rhe workplace to consh’ru’re unlawful retaliation.

Any employee, intern, volunteer, and non-employee who believes they have been subjected fo
retaliation should report this conduct in accordance with the same reporting procedures as are
outlined below. These complaints of retaliation will be investigated in accordance with the same
procedures utilized and described below. Individuals also may file complaints of retaliation with the
federal or state enforcement agencies (EEOC or New York State Division of Human Rights.)

Any individual found fo have engaged in retfaliation as defined in this Policy may be subject fo
disciplinary action up fo and including termination,-and/or other corrective or remedial action as
necessary and permitted by an applicable collective bargaining agreement or state law.

IV. REPORTING PROCEDURES AND RESPONSIBILITIES
A. Reporting Procedures .

Preventing harassment is everyones responsibility. If an employee, m’rern, volunteer, or non-
employee who witnesses or is subjected to a situation which he/she believes constitutes
discriminatory harassment in violation of this Policy, Ulster County recommends that the person
confront the harasser directly and advise the harasser that his/her behavior is not welcomed and will
not be tolerated. ' ‘

If an employee, intern, volunteer or non-employee who witnesses or is subjected to a situation which
he/she believes constifutes discrimination or discriminatory harassment, he/she should file a
complaint with the Personnel Office as set forth below. Anyone who witnesses or becomes aware of
potential instances of discrimination or harassmient should also report such behavior to the Personnel
Office. -

o Personnel Office: Personnel Officer
o Inthe event that the Personnel Officer is the subject of the complaint compluinis are
to be made to a Deputy County Executive,

_ Although encourcged note ’rhon‘ neither this Policy nor state or federal law requires that an
individual tell an alleged harasser to stop his/her actions. Failure to do so does not preclude the
individual from filing a complaint of discriminatory harassment. Individuals should feel free to keep
written records of any actions which may constitute harassment, including time, date, location,’
names of others involved, witnesses (if any), and who said or did what to whom.

Complaints may be made verbally or in wn’rlng if made verbally, the complaint must be reduced to
writing by the Individual to whom it was reported. The written report must be given to the Personnel
Officer. A form for submission of a written complaint is attached to this Policy, and all employees,
~ interns, volunteers, and non-employees conducting business in the workplace are encouraged to

use this complaint form. Individuals who are reporting discrimination or harassment on behalf of
other employees, interns, volunteers or non-employees should use the complaint form and nofe that
it is submitted on another person 'S behclf

B. Employee Responsibilities :
All employees, interns and volunteers are. responsible for refraining from discrimination, discriminatory
harassment or retaliation in the workplace. Anyone who withesses discrimination, discriminatory
harassment or retaliation may notify the person responsible that their behavior is inappropriate, and
in any and all events, should notify the Personnel Officer.

C. Supervisory Responsibilities

Ali managerial and supervisory personnel of the Ulster County shall be responsible for enforcing this
Policy and shall have particular responsibility for ensuring that the work environment under their




supervision is free from discrimination, discriminatory harassment, and retaliation. Failure of a
manager or supervisor to comply with this responsibility may result in disciplinary action. .

’ L
All managerial and supervisory personnel who receive complainis of, observe directly, or otherwise
become aware of or suspect that discrimination, discriminatory harassment or retaliation s
occurring, will be responsible for immediately forwarding such complaints, in wrifing, to the
Personnel Officer. ’ .

Supervisors and managers will be subject to discipline (or other remedial or appropriate action) for
faiing to report suspected discriminatory harassment or otherwise knowingly allowing the
harassment to confinue. Supervisors and managers will also be subjected to discipline (or other
remedial or appropriate action) if found to have engaged in discrimination, discriminatory
harassment, or retaliation. a : :

D. Employer Responsibilties

Ulster County will conduct periodic mandatory training on the. issues surrounding discrimination,
discriminatory harassment, its effects and its appearances, and the role and responsibility of
employees and managerial/supervisory personnel in preventing incidents of discrimination and
harassment. . '

Ulster County will also distribute this Policy to all employees, interns and volunteers, and ensure that it
is distributed to new employees as they are hired. :

V. INVESTIGATION AND RESPONSE PROCEDURES

Discrimination and discriminatory harassment complaints will be investigated. The Personnel Officer
and/or their designee(s)will conduct a prompt and thorough investigation commencing
- immediately and completed as soon as possible. The investigation will be confidential to the
greatest extent possible. ' '

Any employee, volunteer, intern or non-employee may be required to cooperate as needed in an
nvestigation of suspected discriminatory harassment. As further set forth herein, Ulster County will not
tolerate retaliation against those who file complaints, support another's complaint, or.participate in
the investigation of a complaint. o

The nature and extent of an invés’rigoﬁon may vary on a case by case bdsis dependent upon the
circumstances and extent of the allegations. Generally, investigations should be conducted in
accordance with the following steps:

e Upon-receipt of complaint, the Personnel Officer or their designee will conduct an immediate
review of the allegations, and take interim actions, as appropriate. If the complaint is oral,
encourage the individual to complete the “Complaint Form™ in writing. If he or she refuses, -
prepare a Complaint Form or other write up of the complaint based on the oral reporting.

o If documents, emails or phone records are relevant to the allegations, take steps to obtain and
preserve them,

e Request and review all relevant documents, including all electronic
communications. -

Interview all parties involved, including any relevant witnesses. 4
Create (at a minimum) written documentation of the investigation (such as a letter, memo
or emdill), which contains the following: : :

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

o A list of names of those interviewed, along with a detailed summary of their
statements; :

o A timeline of events;




o A summary of prior relevant incidents, reported or unreported;ond
o Recommendation(s) for the final resolution of the complaint, together with any -
recommendations for corrective or remedial actions to be taken.

e Keep ’rhe written doCurhenfaﬁon ond associated documenfs in the emgloyer' s records.

Once the investigation is completed, fhe Personnel Ofﬁcer or ’rhelr de5|gnee will make a Final
Determination as to whether the Policy has been violated.

The . Personnel Officer or their designee shall promp'rly notify the. complainant of the Final
Determination, and also inform the complainant of their right fo file a complaint or chqrge with the
DHR or EEOC, orin an cppropncn‘e court, .

If. a comploun’r of dlscnmlnc’rory hdrassmenf other harassment, or retaliation is determmed o be
founded, Ulster County will take disciplinary and/or corrective action in accordance with law and/or
- an applicable collective bargaining agreement. The Personnel Officer will be responS|ble for

overseeing the implementation of any correchve or remedial actions. '

If dlsc:lpllnory charges are filed against an employee on the grounds that ‘Ulster County has -
determined the employee is guilty of discrimination, discriminatory harassment or retaliation, the
accused employee may exercise his/her rights through the disciplinary procedure provided for in
" his/her collective bargaining agreement, or state law, if-applicable.

VI. FALSE REPORTS

Reporting of a false complaint is a serious act. In the event it is found that an individual bringing
the complaint has knowingly made false allegations, Ulster County may take dippropriate remedial
action and/or disciplinary action in accordance wu’rh the provisions of applicable collec’rlve
bargaining ogreemen’r and/or state law.




ULSTER COUNTY DISCRIMINATORY HARASSMENT PREVENTION COMPLAINT FORM
(Submit to Personnel Officer)

This form may be used to file a charge of discriminatory harassment which is a form of discrimination
prohibited by federal law, the New York State Human Rights Law, and Ulster County Policy.

. Filing this complaint form with U‘Is’rer’Counfy in no way deprives you of the right to file a complaint
with the-US Equal Employment Opportunity Commission, New York State Division of Human Rights,
and/or the Federal/State courts. . '

(PLEASE PRINT OR TYPE)

1. Name__
“Phone Number
Reﬂdence
Mailing Address (if different from residence)
City : State ' Zip Code
2. Department and Position
(Mon’rh/Doy/Ye_or)

(AN AFFIRMATIVE REPLY TO THIS QUESTION WILL IN NO WAY STOP A REVIEW OF YOUR COMPLAINT)

3. Alleged Discrimination Occurred on or about:

Month: Day: ___ | Year: Time:
Is this alleged discrimination con’rinuing: YES NO

Describe the allegéd act of harassment. Use additional sheets if necessary.




4. Indicate the name(s) of the alleged harasser(s) and their position in relationship to the
harassed: , : .
5. State the name(s) of any potential witness(s):
6. H¢|s this Conduct been reported to any other individuals, if so to whom and when? :
7. Have you filed this charge with a Fédercl, State or local goVernmént agency?
. YES/NO: When Where :
“(Month/Day/Year)

Have you instituted a suit or court action on this charge?

YES/NO: When Where

8.

| swear or affirm that | have read the above related facts and that the statements are true
and correct to the best of my knowledge, information and belief.

Date:

(Signature)

-INFORMATION PROVIDED HEREIN WILL BE CONFIDENTIALLY MAINTAINED-

ebhiitean: 2 2 -
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ULSTER COUNTY SEXUAL HARASSMENT PREVENTION POLICY
_ Revised May, 2023
. POLICY STATEMENT

Ulster County is committed to maintaining a safe workplace free from sexual harassment. Sexual
harassment, which includes harassment on the basis of sex, self-identified or perceived sex or gender,
sexual orientation, gender identity, gender expression or transgender status, is a form of workplace
discrimination. Sexual harassment is a serious form of employee misconduct. All employees, interns,
volunteers, and non-employees are required to work in @ manner that prevents sexual harassment in
the workplace. Any employee, intern, volunteer, or non-employee in the workplace who engages in
sexual harassment or retaliation will be subject to remedial and/or disciplinary action, up to and
including termination. This Policy is one componen’r of UIs’rer County commitment to a dlscnmlnoﬂon-
free work environment.! ( :

Sexual harassment is against the law. All persons have a legcl right fo a woarkplace free from sexudl
harassment. This right can be enforced by filing a complaint internally-with Ulster County, and/or with a
_ government agency or in court under federal state or local onhdlscrlmlnohon Iows

Sexual harassment is an offenswe wolo’non of our policies, uniawful, and may subject Ulster County to
licbility for harm to targets of sexual harassment. Harassers may also be individually subject to liability.
Those covered by this Policy who engage in'sexual harassment, and mandgers and supervisors who
engage in sexual harassment. or who knowingly allow such behavior to continue, will be subject to
remedial action or disc1p|me in accordance with law or an applicable Collective Bargaining
Agreement, : :

This Policy also prohibits retaiiation cgcins’r individuals who report or complain of sexual harassment of
participate in the investigation of a sexual harassment complaint, as further described herein.

Complaints of sexual harassment must be submitted to the Personnel Officer. In the event that the
Personnel Officer is the subject of the complaint, complaints must be made to the Deputy County
Executive. Ulster County will conduct a prompt, thorough and confidential investigation that ensures
due process for all parties, whenever Ulster County or its supervisory or managerial personnel receives
a complaint about sexual harassment or retaliation, or otherwise knows of possible sexual harassment
occurring. Ulster County will keep the investigation confidential to the extent possible. Effective’
corrective action will be taken whenever sexual harassment or retaliotion is found to have occurred.
All persons covered by this Policy, including managers and supervisors, are required to cooperate with
any internal investigation of sexual horossmenf :

All employees, mterns, volunteers, cund non- employees are to report any harassment or behcvnors that
violate this Policy. Ulster County will provide a compilaint form for the reporting of harassment and filing
of complaints. Monqgers and supervisors are required toreport any complaint that they receive, orany

. ! Note that other forms of discrimination, as well as harassment based on protectéd classes or characteristics other than those covered
under this policy are covered separately under Ulster County’s Discriminatory Harassment Policy.

L e




Ulster County Sexual Harassment Prevention Policy

harassment that they observe or become aware of in the workplace.'Such reporting must be in written
form to the Personnel Officer. Confronting the "harasser is not required but is encouraged if the
complainant feels it is possible and safe to do so. Anyone covered by this Policy has 'rhe ngh'r to file @
'good faith complaint wn‘hou’r first communicating with the offender.

Anyone subject to and/or covered by this Policy who feels horassed‘ shoUld cornploun so that any

violation of this policy can be corrected prompﬂy Any hcrrassrng conduct, even a single mcrdenf can
be addressed under this policy. .

"I SCOPE

A. Who is covered by this Policy? This Policy dpplles to all ernployees dppllCdn’rs for ernploymen'r,
interns, whether paid or unpaid, volunteers, non- employees and persons conduchng busrness with
Ulster County2,

B. Who can be atarget of sexual harassment? Sexual harassment can occur between any individuals,
regardless of - their sex or gender. New York Law protects employees, paid or unpard interns,
volunteers, and non- employees who provide services in the workplcce

C. Who can be a sexual harasser? A harasser can be a superior, a subordinate, a coworker or anyone
in the workplace including an independent contractor, contract worker, vendor, client, customer or -
visitor, or anyone with whom the person interacts while conducting their job duties.

D. Where can sexual harassment occur? Unlawful sexual harassment is not limited to the physical
workplace itself. It can occur while employees, interns and/or volunteers are traveling for business or
at employer sponsored events or parties. Calls, texts, emails, and social media usage can constitute
or contribute to unlawful workplace harassment, even if occurring away from the workplace
premises or not during work:hours.

il DEFINITIONS OF PROHIBITED CONDUCT
A. 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, self-identified or
perceived sex or gender, sexual orientation, gender |denh’ry, gender expression or ’rrcmsgender status.

Understanding gender diversity is essenhcll to recognlzrng sexual harassment beccruse pllscrrmlnotron
based on sex stereotypes, gender expression and perceived identity are all forms of sexual harassment.
The gender spectrum is nuanced, but the three most common ways people identify are cisgender,
transgender, and non-binary. A cisgender person is someone whose gender aligns with the sex they
- were assigned at birth. Generally, this gender will aligh with the binary of male or female. A fransgender
person is someone whose gender is different than the sex they were assigned at birth. A non-binary
person does not identify exclusively as a man or a woman. They might identify as both, somewhere in.
between, or completely outside the gender binary. Some may identify as transgender, but not all do.
Respecting an individual's gender identity is a necessary first step in establishing a safe workplace.

2 Non-employees, as defined by law, mcludes contractors, vendors and consultants or those who are employees of the contractor,

vendor or consultant.
: Page 2 of 10




. Ulster County Sexual Harassment Prevention Policy

Sexual horossmenl is unlawful when it subjecls an lnleldUCll to inferior 'rerms, conditions, or prlwleges of
employment. Harassment does not heed to be severe or pervasive to be illegal. It can be any harassing
behavior that rises above petty slights or trivial inconveniences. Every instance of harassment is unique
to those experiencing it, and there is no single boundary between petty slights and harassing behavior.
. -However, the Humanh Rights Law specifies that whether harassing conduct is considered petty or trivial
- is fo be viewed from the slondpom’r of a reasonable victim of discrimination with the same protected
characteristics. Generally, any behavior in which an employee or covered individual is treated worse
because of their gender (perceived ¢r actual), sexual orientation, or gender expression is considered -
- aviolation of Ulster County's policy. The intent of the behavior, for example, making a joke, does not
. neutralize a harassment claim..Not intending fo harass is not a defense The impact of the behavior on
a person is what counts, - :

Sexual hcrassmen’r includes unwelcome verbol or physical conduct which is en‘her of a sexual
nature, or which is directed at an individual because of that individual's sex when:
o ~ 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 complaining individual is not the intended target of the sexual harassment;
. o Such conducl is mede either expllcn‘ly or lmplIClﬂy a term or condlllon of employment;
or
o Submission to or rejecllon of such conducl is used as the bClSlS for employment decmons
affecting an individual's employment. - l

A sexually harassing hos’rlle work environment includes but is not limited to, 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, self-identified or perceived sex or gender, sexual orientation, gender
‘identity, gender expression or fransgender status. 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, which cause the recipient
dlscomfor’r or humlllchon cnd/or which can interfere with the recipient's jOb performance.

Sexual harassment also occurs when @ personin oulhorlly tries to offer jOb benef ts for sexual favors. This
can include hiring, promotion, continued employment or eny other terms, conditions or privileges of
-employmenl This is also called "quid pro quo” harassment. ' : :

B. Examples of sexual harassmenl

Sexual harassmenl under the Iow and prohibited by lhls Pollcy mayy include, bul is not limited to, lhe
following prohibited conduct:- :
o Physical assaults of a sexual nature, such as: ‘

o  Touching, pinching, polhng, grabbing, brushing against another person’s body or
poking another person's body; rape, sexual battery, molestation or attempts to
commit these ossoul’rs (which should be repor’red to local authorities as promptly as is
possible),

©  Rape, sexual battery, molestation, or cllernpls to comml’r these ossoulls, which may
be considered criminal conduct outside the scope of this pO|lCV (please conlccl local
law enforcemenl if you wish to pursue criminal charges. )

e Unwanted sexual advances or proposmons such as: ‘
o Requests for sexual favors accompanied by implied or overt lhreals concerning the
target's job performance evaluation, a promotion or other employment beneflls or
detriments; subtle or obwous pressure for Unwelcome sexuol Clcllvmes
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0. - Subtle or obvious pressure for unwelcome sexual activities; or
- o Repeated requests for dates or romantic gestures, lncludlng gift giving.
» Sexually oriented gestures, noises, remarks, jokes or comments about a person’'s sexuality, sexuol '
- experience, or romantic history ' which can create a hostile work environment, This is not limited
to interactions in person. Remarks made over virtual platforms and in messaging opps when
employees are working remotely can create a similarly hostile work environment.

* Sexstereotyping. which occurs when conduct or personality traits are considered inappropriate
or treated negohvely simply because they may not conform to other. people's |deos or
perceptions about how individuals of a particular sex should look or act.

o Remarks regarding an employee's gender expression, such as wearing.a gormen’r typically
associated with a different gender identity; or

o Asking employees to take on traditionally gendered roIes such as as asking a woman to serve
meeting refreshments when it is not part of, or appropriate to her job duties. : ‘

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

o  Displaying pictures, posters, calendars, ‘graffii, 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 orina work-related gathering or setting.
o This extends to the virtual or remote workspoce and can include having such
' -moterlols visible i in the background of one's home during a virtual meeting.

¢ Hostile actions taken ogolns’r an mdmduol becouse of fho’r lndlwduol S Sex, self—lden’rlﬁed or
perceived sex or gender, sexual orientation, gender identity, gender expression or transgender
status, such as:
o] Interfering with, destroying or domoglng a person's workstation, tools or equnpmenf
‘or otherwise interfering with the individual's obllny to perform ’rhe job;
Sabotaging an individual's work;
Bullying, yelling, name-caliing.
Intentional misuse of an individual's preferred pronouns; or ‘
. Creating different expectations for individuals based on their perceived |den’rmes,
Dress codes that place more emphasis on women's ofhre .
Leaving porenfs/coregNers out of mee’nngs

O 00000

C. Retallaﬂon :

In addition to sexual horossmenf refohohon for opposing or complomlng of sexual horossmen’r or
participating in investigations of sexual harassment is prohibited by law. and prohibited under. this
Policy. No person covered by this Policy shall be subjected to such unlawful retaliation. Unlawful
retaliation can be any adverse employmenf action, including being discharged, -disciplined,

discriminated against, or any action that would keep or discourage anyone covered by this Policy
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.

The New York State Human Rights Law and this Policy pro’rec’r any mdmduol who hos engaged in
“protected activity." Protected activity occurs when a person has:

¢- made a complomf of sexual. horossmen’r elfher internally or with ony anti- dlscnmmohon
agency; -

 testified or assisted in a proceeding involving sexual harassment under this Policy, the S’ro’re Human
Rights Law or other anti-discrimination law;

¢ . opposed sexual harassment by making a verbal or informall comploln’r to Ulster County (including
a supervisor or manager) or by simply informing a supervisor or manager of harassment:

e reported that another employee, intern, volunteer or non- employee covered by this Policy has
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been sexually horossed or :
- » _encouraged a fellow employee, intern, volunteer ond/or non- employee covered by this POIICY to
report harassment. .

: Employees, lm‘erns, volunteers, ond non- employees ‘who believe fhey hove been subjecled lo
~ retaliation should report this conduct in accordance with the same reporting procedures as are
outlined below. These complaints of retaliation will be investigated in accorddnce with the same
procedures utilized to investigate a complaint of sexual harassment. Individuals alse may file complaints
of retdliation with the federal or state enforcement ‘agencies (EEOC or New York State Division of Human
Rights.) Any individual found to have engaged in retaliation as defined in this Policy may be subjec’r to
disciplinary action up to and including lermlnollon, and/or other ‘corrective or remedial action as
necessary. :

iv. REPOR;I'ING PROCEDURES AND RESPONSIBILITIES
A Reporting Procedures

Prevenﬂng sexual harassment is everyone [ responslblllly Uls’rer County cannot prevenl or remedy
sexual harassment uniess it knows about it. Any employee, intern, volunteer or non- employee who has
been subjected to behavior that may constitute sexual harassment is strongly encouraged to report
such behavior to the Personnel Officer set forth below. Anyone who withesses or becomes aware of
potential or percelved instances of sexual harassment should also report such behavior to;the
Personnel Officer. In the event that the Personnel Officer i is the subjecl of the complounl complounls
are to be made to lhe Deputy County Execuhve _

Although encourogecl note that neither this Policy nor state or federal law requwes that an mdlwduol
tell an alleged harasser to stop his/her actions. Failure fo do so does not preclude the individual from
filing a complaint of sexual harassment. Individuals should feel free to keep written records of any
actions which may constitute sexual harassment, including time, date, location, names of olhers
involved, wﬁnesses (if any), and who said or did what to whom :

Reports of sexucll ‘harassment may be mode verbolly orin writing. If made verbally, the Complaint
must be reduced to writing by the individual who it was reported to. The written report must be given
to the Personnel Officer. A form for submnssnon of.a written complaint is attached to this POlICY, and
all employees, interns, volunteers, and non-employees ‘conducting business in the workplace are

“encouraged fo use this complaint form. individuals who are reporting sexual harassment on behalf of

. other employees, inferns, volunteers or non- employees should use the comploml form and note that
ll is on another person's behalf. A

»Employees, interns, volunteers or non-employees who believe they hove been a lorgel of sexuol
harassment may also seek ossnslonce in other cvolloble forums, as explained below in the section on
Legal Prolecllons

B. Supervisory Respbnslbllﬂies

Al managerial and superwsory personhel of Ulsler County shall be respon5|ble for enforcing this Pollcy
and shall have particular responsibility for ensuring that the work environment under their supervision is
free from sexual harassment and retaliation. In addition to being subject to discipline or other remedial
action if they engaged in sexually harassing conduct themselves, all supervisors and managers who
receive a complaint or information about suspected sexual harassment, observe what may be
sexvally harassing behavior or for any reason suspect that sexual harassment is occurring, are required
lo report same in wrlllng, to the Personnel Offlcer Supervisors and managers will be subject to discipline
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(or other remeduol and dppropnote ochon) for failing fo take corrective action and report suspected '
sexual harassment or otherwise knowingly allowing sexual harassment to continue. Approprlote and
attentive action to prevent the occurrence of sexual harassment is an expectation of all supervisors,

Supervnsors and managers will also be subject to dISCIpllne or other appropriate remedial action for
engaging in retaliation. :

While supervisors and managers have a responsibility to report harassment and discrimination,
supervisors and managers must. be mindful of the impact that harassment and a subsequent
investigation hdis on victims, Being identified as a possible victim of harassment and questioned about
harassment and discrimination can be intimidating, uncomfortable and re-traumatizing for
individuals. Superwsors and managers must accommodate the needs of individuals who have
- experienced harassment to ensure the workplace is safe, suppor’nve, and free from retaliation for
them during and after ony investigation. .

C. Ulster County Responsibilities

Ulster County will be responsible for ensuring ’rhot this Policy is provided to employees interns, and
volunteers, and-that training on this Sexual Harassment Preven’non Policy is conducted annually.

D. Bystander Intervention

Any employee witnessing harassment as a bystander is encouraged to report it. A supervisor or manager that
is a bystander to harassment is required to report it. There are five standard methods of bystander lnterventlon
that can be used when anyone witnesses harassment or discrimination and wants to help.

‘1. A bystander can interrupt the harassment by engaging with the 1nd1v1dual being harassed and distracting
them from the harassing behavior;
2. A bystander who feels unsafe 1nterrupt1ng on their own can ask a third- party to help intervene in the
harassment;
3. A bystander can record or take notes on the harassment incident to benefit a future 1nvest1gat10n
4. A bystander might check in with the person who has been harassed after the incident, see how they are
. feeling and let them know the behavior was not ok; and
5. If a bystander feels safe, they can confront the harassers and name the behav1or as 1nappropr1ate When
) confrontmg harassment physically assaultmg an individual is never an appropriate response.

Though not-exhaustive, and dependent on the circumstances, the gu1dehnes above can serve as a brief guide
of how to react when witnessing harassment in the workplace. Any employee witnessing harassment as a
bystander is encouraged to report it. A supervisor or manager that is a bystander to harassment is required to
report it.

V. INVESTIGATION AND RESPONSE PROCEDURES

- All comploun’rs or information about suspected sexuol horossment will be investigated, whefher that
information was reported in verbal or written form. Investigations will be conducted in a timely manner
and wnII be confldentlol ’ro the extent possible. .

During an mvestlgotlon of any comploln’r the mformotnon and knowledge gathering of suspected
: Page 6 of 10




Ulster County Sexual Harassment Prevention Policy

sexual harassment will be prompt and thorough, commencing immediately and completed as soon -

as possible. The investigation will be confidential to the extent possible. All persons involved, including

complainants, witnesses and alleged harassers will be accorded appropriate due process to protect -

their righ’rs to a fair and impartial investigation.

Any employee, volunteer, intern or non- employee may be requnred to cooperate as needed in an
investigation of suspected sexual harassment. As further set forth herein; Ulster County will not tolerate
retaliation against those who file complolnfs support another's complaint, or porhmpofe in the

investigation of a complaint,

All investigations will be conducted by the Personnel Officer or their designee. The nature of an
investigation may vary on a case by case basis dependent upon the circumstances and extent of the

allegations. Generally, investigations should be conduc’red by the Personnel Officer or their designee in

. accordance with the followmg s’reps

Upon receipt of complaint, the Persohnel Officer or their designee will conduct an immediate review.
of the allegations, and-take interim actions, as appropriate. If the complaint is oral, encourage the

individual to complete the “Complaint Form" in writing. If he or she refuses, prepare a Complaint

Form or other write up of the complaint based on the oral reporting.

If documents, emouls or phone records are relevant to the allegations, take steps to obtain and
preserve them.

Request and review all reIevon’r documem‘s including all electronic communlco’nons

Interview all parties involved, including any relevant witnesses;

Create (at a minimum) written documentation of the mves’ngo’non (such as a letter, memo or
email), which contains the following:

A list of all documents reviewed, along with a de’rouled summary of relevant documen’rs,
A list of names of those interviewed, along with a detailed summary of their statements;
A fimeline of events;

A summary of prior relevant incidents, reported or unreported and

O 0 0O O O

recommendations for corrective or remedial actions to be taken.
Keep the wrlh‘en documen’rcmon and ossocwn‘ed documents in the employer records

Recommendation(s) for the final resolution of the complaint, together with any .

Once the mveshgd’rlon is completed, the Personnel Officer or their desngnee will make a Final
Determmohon as to whether 1he Policy has been violated.

The Personnel Offlcer or their designee shall promp’rly riohfy the complainant of the Final
Determination, and also inform.the complainant of their right to file a complaint or chorge externally
as outlined below.3

If @ complaint of sexual harassment or retaliation is determined to be founded, Ulster County may

take disciplinary and/or corrective action. The Personnel Officer will be responsible for overseeing the

implementation of any corrective or remedial actions.

REIMBU RSEMENT

Any employee who has been subject to ajudgement of personol liability for intentional wrongdoing in
connection with a claim for sexual harassment shall reimburse the Ulster County for any monies it paid

* Where a complaint was filed regarding sexual harassment against an individual other than the person making the written complaint,’
- the person against whom the harassment was directed will be treated as the complainant for purposes of this Policy.
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to a complainant for what was found to be the employee's propoértionate share of said judgement.
These reimbursements must be made within ninety (90} days from payment by the Ulster. County to the
Complainant. A failure to reimburse will result in the sum being withheld directly-from ’rhe employee's -
compensation or ’rhrough enforcemenf of a money judgement.

VIl. ~ FURTHER.CONFIDENTIALITY AND DISCLOSURE

In recognition of the personal nature of discrimination complaints and the emotional impact of alleged
discrimination, Ulster County shall keep complaints as confidential as is consistent with a thorough
investigation, applicable collective bargaining agreements, and other laws and regulations-regarding
employees and the workplace setting. For the protection of all individuals who make compilaints or are
accused of prohibited discrimination, every witness interviewed during an investigation under this Policy
wil be advised of the confidentiality requirement and instructed not to discuss the complaint, the:

' mveshgahon or the persons involved. To the extent complaints made under this Policy implicate criminal
conduct, Ulster County may be required by law ’ro contact and cooperate’ wn‘h the appropna're law
enforcement authorities.

The terms of any settlement or other resolution are subject to disclosure UNLESS the Complaindnt seeks
confidentiality.  This request for conﬂden’rlahfy moy be revoked within a certain time perlod in
dccordance with State law. : -

VHI.  FALSE REPORTS

Reporting of a false complaint is a serious act. In the event it is found that an individual bringing the
complaint has knowingly made false allegations, Ulster County may take appropriate remedial action
~and/or disciplinary action in accordance with the provmons of applicable collechve bargaining -
cagreemen’r and/or state Iaw

IX. LEGAL PROTECTIONS AND EXTERNAL REMEDIES

Sexudl horossmen’r is not only prohibn‘ed by Ulster County but is also prohlbn‘ed by state, federcl and,
where applicable, local law.

Aside from the internal process at Ulster Counfy, individuais may also choose to pursue legal remedles
with 1he following govemmenfcl enhhes at any ﬂme

A. New York State Division of Human Rights (DH R)

The Human Rights Law (HRL), codified as N.Y. Executive Law, Art. 15, § 290.et seq.. applies to employers
in New York State with regard fo sexual harassment, and protects employees, interns and non-
employees. A complaint alleging violation of the Human Rights Law may be filed either with Division of
Human Rights or in New York State Supreme Court. Complaints with DHR may be filed any time within
one year 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 discrimination. An individual may not file with DHR if -
they have dlready filed an HRL complcint in state court.

Comploining internally to Ulster County does not extend the time for fiing a complaint with DHR or in
court, The one year or three years is counted from date of the most recent incident of harassment.

An individual does not need an attorney to file a complaint with DHR, and 1héré isno cqsf to file with DHR.

.DHR will investigate the complaint and determine whether there is probable cause to believe that
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discrimination- has. occurred. Probable. cause cases are’ forworded ’ro a publrc hearing before an
administrative law judge. If discrimination is found after a hearing, DHR has the. power to award relief, -
which varies but may include requmng the employer to act to stop the harassment, or redress the
ddmdge caused, including pdymg mone’rory ddmdges attorney's fees and civil fines.

Contact DHR af. (888) 392—3644 or vrsn‘ dhr.ny.gov/complaint for more mformdhon about filing a
complaint. The website has a complaint form that can be downloaded, filled out, notarized and mailed
to DHR. The website olso con’rdms contact information for DHR's regional offices across New York State.

New York State DMsron of Humon Rights also created a foll-free, confidential hotline at 1-800-427-2773
- (1-800-HARASS-3) to-provide counsel and assistance to individuals experiencing workploce sexuol '
hdrdssmen’r WhICh is available Monday rhrough Frlddy from 9:00 AM. to 5 00 P M. :

" B. "Unlted Sfafes Equal Employr'nent Opporiuniiy Commission (EEOC)

~ The EEOC enforces federal anti- dlscrrmlndhon Idws, including Title VI of the 1964 federdl CIVII nghrs Act
(codified as 42 U.S.C. §.2000e et seq.). An individual can file a compldint with the EEOC anytime within
300 days from the harassment. There is no cost to file a complaint with the EEOC. The EEOC will investigate
the complaint and determine whether there is reasonable cause to believe that discrimination has
occurred, at which point the EEOC will issue a Right to Sue letter permitting the individual to file a '
complaint in federal court.

The EEQC does not hold hearings or award relref bu'r moy take other action including pursumg cases in
federal court on behalf of complaining parties. Federal courts may award remedies if discrimination is
found to’have occurred o

If-an individual believes that he/she has been d|scr|m|nd’red against at work, he/she can file a “Charge
of Discrimination.” The EEOC has district, area, and field offices where complaints can be filed. Contact
the EEOC by calling 1-800-669-4000 (1-800-669-6820 (TTY)), visiting their website at WWW.8€0C.QOv or via
emoll at mfo@eeoc gov - -

- Ifan mdrwduol frled an administrative complom’r with DHR, DHR will file the complaint with the EEOC ’ro
preserve the right 'ro proceed in federal court.’

C. Local Profecﬁons

Many locollhes enforce laws protecting lndlwduols from sexual hdrdssmem‘ and dlscrlmlnd’rlon “An -
individual shouid conrdc’r the county, C|’ry or 'rown in which they live to find out if such alaw exists.

D. Con_taci your Local Law Enforcement Agency

If the hdrossmen’r involves physrcol touching, coerced physrcol confinement or coerced sex dc’rs the
conduc’r may constitute a crime. Contact your local law enforcemen’r agency.

IX. CONCLUSION

The policy outlined above is aimed at providing employees of Ulster County and covered individuals an
‘understanding of their right to a discrimination and harassment free workplace. All employees should feel
safe at work. Though the focus of this policy is on sexual harassment and gender discrimination, the New -
York State Humdn Rights Idw protects ogolns’r discrimination in several protected cldsses including sex,
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sexual onem‘chon gender identity or expressnon oge race, creed, color, national origin, military s’rdfus,

disability, pre-disposing genetic characteristics, familial status, marital status, criminal history, or domestic

violence survivor status. The prevention policies outlined above should be consndered cpphcable to c:Il
protecied clcsses

Remainder of Page Intentionally Left Blank
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" ULSTER COU NTY HARASSMENT COMPLAINT FORM -
(Submit to Director of Personnel)

This form may be used to file a complaint of harassment which is a form of discrimination prohibited by

federal law, the New York State Human Rights Law, and Ulster County Policy.

Filing this complaint form with Uléter County i_h'_no way deprives you of the rig_hlf to file a corhplcinfwi’rh the .
US Equal’ Employment Opportunity Commission, New York State Division of Humari Rights, and/or the

Federal/State courts.

(PLEASE PRINT OR TYPE)

1. + Name

Phone Number

Residence

Mailing Address (if different from residence) |

City . State _ : Zip Code
2. Depar’rmém‘
Position
3. Alleged Discrimination Occurred on 6r about: |
Mdrﬂh: - Day: Year: _ | Time:
Is this dlleged discrimination continuing: YES -~ No;?
Aré you personally the subject bf fhe allegéd Ha‘rossmen'r? YES - NO__- 2

If not, please state the name of the person(s) who are the subject of the dlléged harassment:

Describe the dlleged act of harassment. Use additional sheets if necessary.

332 T




"4, Indicate the nomé(s) of the alieged harasser(s) and fheir position in relationship to the harassed:

5. Sfd’re_’rh‘e name(s) of any potential witness(s):

6. Has this conduct been reported to any other individuals, if so to whom and when?

7. Have you filed this chorge with a Federal, State or local governmen’r agency3
YES/NO: ___ . “When Where
' (Monfh/Day/Yedr)

_Have you instituted a suit or couit action on fhls chcrge?
YES/NO: When -Where
{Month/Day/Year)

(AN AFFIRMATIVE REPLY TO THIS QUESTION WILL IN NO WAY STOP A REVIEW OF YOUR COMPLAINT)

'. 8. I swear or affirm ’rho’r | have read the above related facts and that the statements are frUe and
correct to the best of my knowledge, information and belief..

Date: -

(Signature)

-INFORMATION PROVIDED HEREIN WILL BE CONFIDENTIALLY MAINTAINED-

Fosdrin . L
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SHERIFF

Who ..58\ attend?

Only those directly involved in
or affected by the event are permitted to
" attend. No record is made of what occurs
and all discussions are strictly confiden-
tial.

Ulster QE_:Q

CRITICAL INCIDENT |
STRESS MANAGEMENT TEAM

§§ and where are CISM sessions
EE

M oo e How to request
at places and times determined by the . &h M. N.M, NQNQQ&

CISM- Coordinators. They may be held
off site and/or during off hours.

CRITICAL INCIDENT STRESS

- Coordinators |
| | | . - MANAGEMENT TEAM
How can arrangements for a George Hill, UCSO ST
CISM response be made ? Cell # 845-901-4150 " A crisis intervention and wellness

o Cynthia King, m:.,ocm:os program for Ulster County public.
Requests for Critical Incident Stress Manage- Cell # 845-332-5529 .

ment services can be made by contacting one of the servants and First h&hﬁ@u@&&\. S.
CISM~ Team Coordinators, by calling UCSO Dispatch or : Qw

by calling the UC 911 NON-Emergency number. Contact
numbers are listed on the following page. The CISM ,

Team Coordinators will determine what level of response, : UCSO Umm—uwanr
if any, is needed and will work with the other CISM . 845-338-3640
Team members to schedule the appropriate intervention. .

UC 911 ZOZ-HE@&NQQ

845-338-1440 Juan Figueroa
| Ulster County Sheriff
CRITICAL INGIDENT B ——— — — — .

STRESS MANAGEMENT TEAM




What is a critical incident?

A critical incident is any event which overwhelms an
individuals normal coping mechanisms to deal with
routine occurrences. Critical incidents can include natu-
ral disasters, threats, serious office health situations,
incidents involving death, captive or hostage events,
Officer involved shootings, school shootings, attempted
or completed suicide, escape or any other traumatic
event. Persons involved in such incidents may suffer
from the effects of a syndrome known as “Critical Inci-
dent Stress”. .

E&u is Critical Incident
| - Stress?

Even though an incident may be over, a person can un-
dergo strong emotional reactions which have the poten-
tial to interfere with his/ her ability to function now or
some time in the future. It is very common, in fact quite
normal, for people to experience emotional aftershocks
‘when they have participated in traumatic events.

“THESE ARE NORMAL REACTIONS TO
ABNORMAL EVENTS”.

What are some of the symptoms
of Critical Incident Stress?

Symptoms of Critical Incident Stress may include the
following:

Physical- nausea, tremors, sweating, chills, or increased
pulse rate.

Cognitive—- Impaired thinking or concentration, confusion
or memory loss. ,

Emotional—anger, fear, grief, anxiety, frustration, with-
drawal, or numbness.

These symptoms may not be evident right away. They
may begin to occur hours, days, or even weeks later.
Critical Incident Stress sufferers can also experience a

loss of m_mnp nightmares, flashbacks, loss of desire to

perform normal functions, and/or depression. Many of
these symptoms normally subside and disappear in
time. However, with understanding and support from
peers, loved ones or friends, theses reactions usually
pass more quickly.

CRITICAL INCIDENT
STRESS MANAGEMENT TEAM

E\\EN is the goal of the Ulster
County Sheriff’s Office Critical
Incident Response Program?

The Ulster County Sheriff’s C.1.S.M Team is one of a
handful of volunteer groups specially trained to assist
people affected by an extraordinary ‘Critical’ incident in
the workplace, home or community. The approximate 50
member team of County employees, mental health clini-

cians and volunteers respond to incidents involving Ul-

ster County employees and public servants, including law
enforcement, fire and emergency responders. The prima-
ry mom_ of the team is to help those who are most affected
by the events, to help them move beyond the incident and
regain normalcy in their lives by helping them understand
the emotional and physical symptoms they may be expe-
riencing. A lot of the response is getting facts of the
incident out, dispelling rumors and helping individuals
recognize that their reactions are normal and that the
situation itself is abnormal. Referral services for further
care is offered when necessary.

What does the
Sheriff’s Office CISM Team offer?

Each member of the C.I.S:M Team has been specially
trained by International Critical Incident Stress Founda-
tion (ICISF) certified instructors.

The primary objective of the CISM-Team is to help
ensure employee wellness. This can be accom-
plished through interventions known as Crisis
Management Briefing (CMB), Peer Support and
Critical Incident Stress Debriefing (CISD). Inter-
ventions are provided by a team of CISM trained
peers and mental health professionals.

What is a Crisis
Management Briefing (CMB)?

A Crisis Management Briefing is a group intervention
designed to provide information to a large group that
has been affected by a critical incident or crisis situa~
tion. The Eooﬂ:m will include those directly and indi-
rectly affected by the incident. A brief review of the
incident will be provided to dispel rumors and reduce
misinformation, followed by educational information
about critical incident stress responses, resources and
self help.

What is Peer .w&%el.v

Peer Support is individual counseling by one or two
team members to an individual impacted by a critical
incident. It is the CISM intervention most frequently
used and is often offered in conjunction with other inter-
ventions.

L4 [ ]
- What is a debriefing?

A debriefing is a group process, group meeting,
or discussion about the traumatic event designed to re-
duce stress, and enhance recovery from stress. During the
debriefing, CISM Team members provide participants
with the telephone numbers of the Employee Assistance
Program, appropriate community resources, and stress
awareness intervention and self help information.



EEEEECHSE f Studies ah“d Reflate"d Mate*nal‘s Tor Addltional
S Reference and Training

NYS Sexual Haraésmeni; Training Part 1; _,
hitps://vww.youtube.com/watch?y=sL7LwBSVObM

NYS Sexual Harassment Training Part 2:
hitps://www.youtube.c watch?v=1za7gs952H0

¥ThatsHarassment: The Boss: https://www.voutube com/watch?v=1IDO70Tvelw
#ThatsHarassment: The Politiclan:
tos: utube.com/watch?v=HnLfMYBset

Quid Pro Quo Sexual Harassment: :
https://www.youtube. com[ﬂatch?wngszlB;B&

Group Message Harassment: hteps://www.youtube.com/watch?v=-00LKYGHCNS

Public H_Omiliation:‘ hgtgs:[[www.yodtube.gom {watch?v=dTd208kNLmY
Men Sexually Harassed: hitos://www.youtube.c atchtv=LkqcOLP1h7Y

Retallation Example: httgs:{[www_,youtube.com[watch?v-—-NPgoGShigxx
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s ieler Batmty CormplEHE Bt

The pumpese ofiNs frdining update Ts 1o ensure fhat aft Uister Coundy govemment

employess coniinue fo have the Inform
opexaiions of the Counly's complicnce program,

Employees must be aware of iha following:

1. Al bmpléyees are required fo ba farnilarwith and conformiia the policles,
pracedures and guldance faund hthe County's

ojyjele]fal: OUL

Complience Protiram Brocedurey, Sfot g sler Cou
Emplovess, Elhies qnd blsclosive Law, and Serpliance Plan, and must seek
claification from supevisors, when nesded. Links 1o fhese documents may be
 found oh the Uister Caunly infranet Home Page under "fraquenily Used Docomanis”
and on the Ulster Counly websile: hﬂp;//u!slemouniyhy.aov/parsanne!/workforqen _

fiformention. -

9, The Couniy’s Compllance Officer.ls Thémds Glbney. He repoils to The Counly
. Execulive conceming complicnce mutters ond Is responsicle for the day-to-day
operajlons of the program. The Cormpllance Officer may be.reuched af 845-340- *

87711 ] . . »

' 3. Etnpl‘oyees.aca maziduiéd.to. pariicipate. In.compliance fralnings, Inciudng but not
. lnffed tor

New ernp!oyée {complichcs) orlentation
Standards of Conductfor Ulster Coundy Employees

Ulster Courily Compliance Flan.
Specidized frdning for depariments that bill Medloald

Cotnplianca updoales

4 % € § <«

4. In the Inferest of providing deparimentcl v
gorscllys ooflon, employees are requliadt to bring compliance dusstions ond

concems fo the altenilon-of thelr deparimental supenisos.  When i Is not possible
fo report complionce concems direclly 1o depuﬁmenia) supervisors, employees
may seek ossistance from the Campliance Officer. 'In '-addmnn, Ulster Cotinly
govemment maintains o Whisfleblower Holline for anohyrous and confidenilcl
¢goad falth reporiing of compliance lssves. All Holllne reports will be dieclad o the
Compliance Offlcer, reviewed by 1he Counly's Compliance Commitiee and
_corective acllon wil be taken, If appropricte. The Hofline talephone number s 1+

877-869-8777 cind 1§ cccassible 24/7.

. Amiel Employee Traiing Updeie, -

afton needed to cofiikiute to he effeciive

supervisars cn opportuntly fo foke
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8, Employess are mandated fo reporf known and percelved compliance viclallons
and to asslst In fheir resalution, and are subject io disclpline for faiiure fo do so.
Employees must not paricipale In, encourage, diract, fociifale or pemilt non-
compliant behovior, In order o encourage good fdiih porlicipation In the
compliance program, New York State Civit Sevice Law defines the disciplinary
procedures that must be followed, The Gounfy's disciplinary policles will ba foltly

"cind frmly enforced,

The Fedstal Folse Clalis Act and the Naw York Stafe Fojse Claims Ach, us well os varlous
other laws, prohikl ilmidaition and retailctlon ageinst cnyone whe makes good fallh

. reports of compliance violilens. In ciclciition, Uister County has severatlocal faws
(Gouniy Policy on Sexual Hercsarnent In $he Woikplace, County Policy on Wotkpldce
Herossment, and the Whisileblower Employes/Agient Profection Poliey For
Ulster County EmployeesfAgents) which prohibit herassment of ncividuels In fhe

workplace. .

4. There are numerous Paderal and New York Stafe laws {hat astablish the requirements
for cornpliance programs, There e ferms such .cs Fraud, Waste and Abuse that
you should be famlliar wilh. More defclled Information concaming these loaws may
ba cecested I fhe Standard Operaling Procedures on the Ulster County Infranet.

Erployses shotild clso be aware thaf: .

« The Faderal Palse Cleims Act and the New York False Clatms Act prohiblt
ahyone from ntentlonally or Junknowingly submitiing false or rislecding
clalms fo the govemment. While the specliic penaltles under ecch law vary,
fhey provide for -thouscmds of dollars of pencilias and possible orfeingl
charges for ecch claim submitted. In addiiion, each law condalns o "Gl
Tam" or whislleblower provision, - which encourages Tndividual clffzens to
report Folse Claims Act violallons. i the lawsulf s successiully prosacuted,
and provided certaln legal requirements ara miet, the whisllsblower may
racelve a monetary awerd rangihg from 16% fo 80% of the amount ‘
recoversd, The False Clalms Act prohibit harssment of Qui Tam reporiels.

+ 18 NYCRR Section 521.1 requires that Medioald reimburzable service providers
(subject o cerfain {tvesholds) operale complidnce programs that are

 qualified os "sffeciive”, as definad by vardous criterla, :

. Dafict Reduclion Act of 2008 requires Medicald relmbursable service
providets {subjsct o certain thresholds) o ‘@siablish wittten pollcles and
procedures. Informing cndl educaling fhelr employees, contraciors. and
agenis aboul the federd) ond stale fake clc:lm cots ond whisileblowsr

profections,

g e b e e
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s S CUY GO pliangE ProgaR e
. Annual Employes Tralning Uptlata o

' - Aftestatlon

) ¢l Frocacures, G 4 o Aulr v 20N oF LG
County Emplavaes on the Ulster Couny Inftanet or may askforc hard capy of the
document. The puspose of these documents is fo Inform employses of the Uister .

. County Govemnment's expaciaflons regarding ethicel bshaviorand fo ensure ,
. compllanae with Federol, Stafe and local laivs, reguldions, policles, procedures and

toled, .
* | understand thatit s my responsiblify to:
1, Raad the documenis;
2, Understond s confents and Immeclately czk my superviser for claidfteatlon(s), IF
.o jhera Is anylhing | ara unclecr aboul; ’
: 8, Fully cpmplyW‘ hils difscfives.

4 A

. | acknowledge fhat | know how to obicein-o copy of #he Complionce Plan and '
Procedures and the Standards of Conduat for Ulster Caunly Employees, + Also, as
appilcable, | have raxsived o copy of the Ethics and,Disclosure Law. (UG Intranet or

csk your Supervisor/Depariment Head] .

{untetgtend thet | must comply with the Compliunce Plan cnd Procedures, Jhe
Standards of Conduct for Uister County Employees, all laws, regulaiions, policles and

procedures, cirid guldance provided.

| understand that T must reporf ony nslances of possble viclalions of the
_Compliance Plan and Procedures, the Standerds of Conduct for Ulster Couniy
Employaes, Ethics and Disclosure laws, regulations, and policles and procedures fo -
my supervisor, of, if that s not possible or dppropilate, to the Ulster Counly Pesonngl - .

_ Director or Cornpllance Officer.

1 understand thei Ulster County mainteins o Compliance Hofline (1-877-549-8777) for
confidential or anohymots reporfing of possible violadlons of the Compllance Plem,
the Coga of Conduch laws, reguledions, dnd Pancles and procedures, :

t understand that my foliure to comply) with the Compliance Plan, the élandurds of
" Genduct for Uster Counly Bmployees, laws, regulaflons, and pollcles and -
pracadures or to report postle violatons may result In disciplingry aelion, up {o and

Including feminafion,

By slgming the Aflehdance sheef you have Aftested fo receiving the.
Annual Compliance Training, " !

*
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. _.Annual Employse Training Update . .. . .

»

Ffravd, Waste and Abuse :
Many of the services provided by fhe Counly are funded by feclerdl, sfale ar

Counly funds, Fratd, waste and chuse can docur In any of the Counly’s
‘sspvices or programs, :

fraud can be committed by employess or reciplents and s defined ihe
inténilonal deception of & parson or entify by another made for monetary or
personal gioln, Fraud offenses always Include some sart of fdse stafement,
misreprasentatlon, or decsifiul condust, Some examples holude making o
felse statement, concaaling facls ar evenfs which affect eliglblify for services

orfunds, and misuse of benefils or funds.

Waste Involves the faxpayers not reoeMng recsenoble value for money In |

connection with dany government funded activiffes due fo an Inappropriale
act or omission by those with control over or dccess fo gavemment resources.
Abuse Involves behavior that s deflslent or Improper when cormpared with

behavior that o prudent person would consider recsanable and necsssary

business pracilce, Abuse clso cludes misuse of cuthory or posliion for
pearsondl financlal inferests or those of an lmmediate or closa famlly member

or business cssaclals,

:-._-:.-‘.-a;vmw,:;amﬁoun(y:ﬁﬁﬁféng@Prggrama—w—:m..'_.:f;, hakivaees 7




mpliance Program

AN e,

R L

4. The Corapllance Plan,

7. The Corpllonce Holline phone number and the W

e e Pl Refndor

| 1. Complfuncé Oflcer for Ulster Counly ls Thomoas Cg:Ibney,' Depuly Diractor,

ACE unit of Finance..

2. ‘There Is a complionce commitiee fh
who gssisk the Compillance Officer In
‘Each year o Wark Plan Is developad
OMIG and OIG, (Office of Medlcaid Inspector
Inspector Genaral) I

8, A consultant, June Crawford,
. of the Complicnce Commitiae.

flald of Corporate Compliance. : :
4. The Compliance Helline phone nuitber fs 1-(677)-569-8777. This number.

can be found on the Inranet phonebook under Compliance Holllne.
5, The Compliance Offlcer phone hurnber Is (846)-840-8771. This humber can

be found on the Intranet phonekook under Complicdhce Offlcer.
Standards of Conduct dnd Whistieblower Palicy
The Infemet wel address s

af Involves varlous Couniy petsonnel
dutfes of the Compliance Frogram.
that Incorporates direcilon from the

from fhe Bonudio Group pariicipetes os part
Her firm Is considered praciiced in the

8-GO

phone numbets e the sume number.

8. Changes fothe Compliance Plan Program and remin
program will be sent via emal fhroughaut the yecr,

9. ItIs irportant to Report: I you have racson to belleve that there s a-
compliance sue/siuation, itis Iniporant to repert what you know of
wheatt you $hink you know to your supesvisor or the Complliance Officeror

Hofline. An Invesiigation Wil be canduched. There Is.o no refaliation

clause tnihis program and fhere will not be retolfation wheh you make o

report, .
101 Is imporiani to ¢
duty fo comply with the program
efiical mannsrwhile art Ulster Counly amployee.

. consequences for fallure to comply.

ders aboutthe

's policles and conduct oneself inan
There cre

e hNany

Generel and Office of

mon i
histleblower Hotline

omply with the Compliance Plan. Edgh employee hosa '

s s UELCOUIY Complenée Progtem -
MIRRART S . 2.-.-;_-,-_-:—:.-_.‘._."l'.‘\'x.‘.‘.z'::-!'."‘-'n:.".':‘.-,.‘.".'!‘."‘.'...':‘.'."2:'2:1:' -:m.AﬂHUﬁL‘é?ﬁb %B. fﬁlﬁmﬁfﬂﬁdﬁt@‘iif‘.ﬂ...““ Aot "::.*....,.-»,-'_,;-;eé-:-_'-sv-- EERE
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BNYS[RS

Mev York 81as and Lacal Relirament Sysiam

T gt ‘ T 3 | ¢
Re’uremem Online
Now, it's easter lhau everfo do buslness vmh NYsLRS, Hsﬂmmant Online glves you @ aonvantert nd senura way 1o roview yuur

beneflls and conduek ransastians in reef thne, .

[ many cagos, you'll be ablede use Relrsment Onlinatstead nfnmll[nnfmms oruallmnthe RetfrementSystem, And Ve gale {otco
NYSLRB tine ncorpdrated anvatal soouulty meagures similer (o thase used by financlal nstilutions.

Creating an accdunt 'is easy:

With Retirement Online You Can 8oto wwwiososiatemyis/stia 2nd
' look for the Rallremant Onfiria Jogo,
ek "Renfalar Nows"

Q— —=¢ -
. . A Tools and Tips:

For fislp on how 1o oreale your zcnount,
st up sendrty nueationa and resat your

Viewyour ' " Updale
benefit: : your aontect pasaward, visit www.ossstatenyus/
Informedlon _ Infarmation : relire/ralirement online/cuslontos.phip

and sea ourstep-hy-slep dsar gufdos,

.

@

e

o, o,
berofiolerles - : ; Gurrent Ontine Avallabiiity:
Monday—Riday:  6:80am-8:00 pm
W Selurday & Sunday: 8:30 am~E00 pin
\::wmé(;a;gnm? . . Having frouble?
purchese balences © 0, Uyewhave lrouble with Aaltemsnl Ontiaor

ara unabla ta regleter foran atcound, pleasa
“ealbbur Contact Conderal 1-086-R03 083D o

avarllmo,waw!l!lafmduceaddﬂlmlrbawfasihatallowyanmm‘ma{a' _ 5847427881 Lo Albany, HY area.You may
your pegfaoled penafon benelt, pirehasa servivs cradll and more, _ also emall ve atvavivemallNYSLAS.com,
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et o tibeddunlt st sluhees b Bnilel e S S R -2 ad W e B B et i e WAy 0 S

v oo e THOMaS R DiNopl, Sipte Gomplialfer,

SANYSLRES

Nee York stalg ard Local Reltement Gystem

Retrernent Onlne i

Frequenﬂy Askad Questions -

Your employess/mambera may pome o you for hélp with Rellrement Online.
Here ave somo commonly.asked nuestions about the eff-service systam;

(s Where ont | vagister for Retiroment Unlinel
A

NYSLAS membore can go towww.esostata.nyusirativa and laokfer the Helirsmant Onine slgn-ln are‘é.'ms Reglater Now
(i 13 ucior the Sign In hutton. Pleast nola that onlfme avaitabiity is not yot 24/7: the ik diaplays the cumant ours that
Rotiveman(-Oplina Is avaliable. IS S

When using Botlroment Online, whit Internat wéb fivowser should 1 be Lislng?

Tho recommentad vt browasr for. Aetiement Online1s Inlamat Exploser, butYou may also usa Gaogle Chrame, Olharweh
traweers sran'tsupported atihis thee, ntomet Bepldser or Bongla Dmma cén ba downloaded by following the links below

ariyplog them fnto a browasn ,
Iternat Bxplorer: hitps:/supportmicrosoft.somv/en-usihelp/ 17621 Mtemot-explorer-iownlaads

finogle Chrame: hittpeyAvwingoogle.com/chromedbrawsaridesklopiindashiml

A

L already reglsterad far & Reflrament Online account a faw years ago. Do | hive to raglstef again?

IPyal vegtsletad for a Reliament Onling account befare January 2017, you'l iave do re-raglatey, The old Asfeman Onlite
systom has besn replaced wlh a new system wilh enhanced sacurtty slandards, o your previoys user ID-and password ara
1o longer aotive.

. -

A

(o

Can:t uge the same ussr 1D and password Thet [ used for tHe old" Ratiament Onifa system?
You may sefuok the same itser 1D and password as fong an fhey maat ths sscwlyy crilerfa,

1

Wmlé mmig 1o regleter; 1 gotan Emor message stating 'm uuaulhorl_zed after | put n my name,

- date of tirth, 2IP Couls and emall addrass. What doea it mean?

=

This error mesaage may mesn Hiatena of the Montiflers you provided wihlle {rylng lo realster doee rot matchwhatis
curranily an e with NYSKLRS, You can refer- 0 the Infosmation found Inyour most recent Mermber Annual 8lalement, or

_ yourRellrao Ancual Siatement i you ere o retiree, If you all oan'L pracaed with the reglatraiton process, pleasa cell the

NYSLRS Coptuot Center at 1-868-805-0980 or 518-474-7736 Inthe Albany, Nove York arga and selgob apllon 1 to get help
for Relivamunt dnline. The Gontaot Centor fs avalfatie Monday thtough Friday from 7:80 am ~4:16 pm and can assist you
In sompleling the regisiration procass, '

RenthOR?

RU 21022
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Orientation

Naw County Emplopees

‘

Compliance

Whatls t?
What Does It Mean To Me? o

+To provide an understanding of the regulator

+ Employment and discrimination
* Governance, licansing, and certifieation

environment in which Tha Ulster County aud preventian and detection
Government operates, rotection from abuse
* To pravide an overview of Compliance and * Haatth and safety
undetstanding of The Ulster County + Confidentiality
Gaverament’s Compilance Program. « 1T Securlty
* To provids an understanding of your .
responsibilities * Physical Environment ,
* Service Provision
/ * Bilkng and reimbursement V4
- -
'
P iy
-mm:‘i.lzymeumrtomy \ -mmf-vu-mm
. ce P
* Organization-wide system . tmmuv\ﬂn. mm‘v;:n:u "
* To ensura that we comgly with the Compllance . Z’“\ﬂ'«hm Msptcatle s
laws and regutations - Plan + Dafines ihe semn lements of the
* To ensura that we conduct Cempllanca Progam
business ethically and wRh
integrity




i’urpose

+The Plan applies wall

directors, elected

officlals, County Legistators, contractors and vendars who conduct
business with The Ulster County Government.

* It Is deslgned to Pravent, Datact and Respond to:

+ Unathicalor Rlegal behavior;
. N Py

deral and

Fraud, waiteand

\  Madicaidand Medicare.
A Y

-

sichas

10

Compliance Program

iclas and Procedures and Standards of

melance Program Overdght
Iring and tueation

03 of Comunuréaion
ekphnary Standicds

tieg ard Monhorirg

7/5/2023

i

Standards of Conduct

‘.

* Rl Important
* Maynat address all situatkons; H vou arm ursure, sheays seek guidanca from
Your swpervisor of the Compliance Offices,
. hat addeess
Conduct,
. Conduct xtion,
suspectad violions of Stand: o wil

resut In disciplrary action.

Compliance
Officer

+ rriene s
ey

+ oL m i 2 Comy e
¢ BT e v o iy
"

¢ By i o s g e e s

By

vy
T Aoy

48 71a. oo o md
s g i g

A o e s, e e
* e e e e S o e

ey

13

Compliance Cammittee

« Wembersof

it and working etfectiel.

*» Crmures that The Ut County Govmment conpoes w v,

* Eneures that fcke e kdentred, previrted, o comectad.

s heponed adivmstigaied.

16

17.

ol gt

« Contentof the Compllance Man and
Standards of Conduct. .

« An overviaw and Importance of
<compilince.

* Dapartment specific rish areas.

» sommaryal fraud, waste and abuse liws.

* Haw ta report noa-compllance.

+ Conlidentiailty and non-retallation for
raporting.

15

= Fedenl False Clatms Act
« Hew York Fatse Clalms Act
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The False
Claims Act
.Penalties

21

. -
« Enacted in 2007 . g lor 14 that e pwson koo ot shaukd ”~ ~
** Intentionally modeled after the Federal Falsa * Submitting a claim for sarvices nct provided as daimed; + Undar bolh the Faderal and NY Faisa ‘
Claims Act, .

Act,
. + Upcocing er g the wrong code to recekve 2 Mgher
pmeny 4 of the governmant. The qul tom relator

{whististiawer)ls entitled ta 15%-25% of
the amountif the govermmant proceads
inthe case, or 35%-30% of proceads It
mmantdoes not proceed,
* Whistfablowers are protectedirom

* Makes & ilegal to subaiit a claim for
paymant to the stata government a parson
knows, or shauld know, [s false.

* Fines of up.to 512,000 per claim.

Oouble bling: .
Bllng for 31wvica thatsear nox authosized of medally
necessiry;

* Killing los sendes by an vqualied provider;

¢ Double to tripie damages. * Gonkracting or amployng withsomeons excided from o advense setiang ot satakation for
« Provider eatitles or Individuals eanface * federal heaithears rograns and ] repartiog.
criminal or civil prosecution. , . lﬁm‘wummu forreferrals oete reciplants of
-’ -

3 24

* Patiant Protectian and Affordable Care Act:
signed in March 2010- an averpaymant must
ba reparted and returned by the fater of:

. 4. Lines of Communication

v+ 60days afiarthadate anwhichthe « Nethors o "
averpaymant was Kentifled; of «+ Increased enfarcement of State Medicald . um:’r;.:m,::x:;,mmm . - “
* Tha datean which any cocresponding cost Bws and regulations. * Mamber af the Compllance Corartes o
reportis due, if apphicable, + Requlres educhtion and trining in False ) * Campilance Oficer : Jom GRiney (I4SH340-4271 . il
+ fraud Enforcement and Recovary Act: Clalms Act and fraud, waste, and abuse. - + Tha Cocnty Complante Hottne (K1 7}-$45-4777

signed in May 2009- expands False Clalms * Canreport aronpmautly

ActBabllty for the retention of : . o, bt o
averpayments, even where therg Is no falss: ' N ’ . . Mmﬂm.lﬁd Conduct; md bwud, wiitg and stuse.
daim, p) P w s ot

‘l ’ - P4
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* Ay known or suspected aon-
complance or wrangdaling, such \
8 )

* Unathical behavior or sctivitins.

« Regal behadior or activitics.

* Violatiens of tha Standards of
Conduct or tha Compllance Program,

* Violatians of iws and regutations.

« Violatiang of Ulster County's Policy
and Frocedures.

P \'v‘

-~ -
* Falsification of records or documents,
« Imiropar ats in delivery or biling of \
services,

. suxpmedlmd.wn.wahm.

* Any misys ‘misappropriation af Ulster
County's hmdx‘ln!ormum aquipment,
facilltes, ur othier assets/fresources,

= Asry actof retallation orintienidation for
faporting concems o pankipitiogin an
Investigation,

Whistleblower Protections

Es

+ Whistheblower Protaction and Non-Retallation Policy
« Zuro toleranca of “pood liHh* reporting of actual or suapected nons
wmplance,
- W ﬂu'mmlhm hss good reason Lo beieve the nan-compllance

. anlknlrdldawnm. sment, hﬂnﬁal\aﬂ,dm Hoasignaent,
olating/mocking, flsa scaisathn of poor performunce,

28

29

30

F Yo
mmamampmumm and service
#rovision and bllog requlrements.

Disclplinary action wil be taian for lllM tamport
actuat or nan-complance.

Otsipline mey inckuce ara1 aring, writien warning,
lon, o terminztion,
e non<omplance,

Mare stgndicant Inﬂalakulu will iz tkan for
Inteniondl or reckless

6. Auditing
and.
Monitoring

Routine audlting and monitoring
activities are conducted as pm of the
Compliance Program.

Tests compllance with laws,
regulations, and its policles and
procedures,

Based on identified risk areas
established by the Compliance Officer
and the Compliance Committee

R
Auditing and Monitorihg

< A% audits and reviews by external entities are revluwed fordskand
incorparated inta the Compliarca Program.

© Results of all Intarnal and external audits are reported.
* Corrective Action Plans arg required for deficiencles.

32

. Mlnanfunlmualunw«‘td ron-complince arn
Ievestgated,

Ko .Compllance'

g (5 e etact, and mm lnmn ’
5te, and abuse,

Important Compliance Policles

. wmmphnu«mllda\ﬂmdnmdlnml + Sundand ot Conducts betall v
auditing and monitoring is| Govarnmant,
* Thorough Imulullamaum.d nd ‘«Vllﬂ“ + Whistieblowsr Protactions and Wen-Retalation Policy: Protects perions wha fepant
+ Fevings araregorted a1 requin Al o e e o, st b grpe
e e * P ad vl Gaphins Coces e ardbe what s o
mhl’u. policy/proc durg r«lh\dwplu" el n:on:;‘.:am s
reporting sed tefund of any ovespaests, I appleatte, + Fake Calns Acta "
» foliow- o addresing false clalms and raporting non-complance; describes employea protections;
oo pcedru ol allxcvenes of comeive U Ulsr Cauny's (raud, waste, iod abusa prevention pacties ave delined,
-— ,

35

36
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***Important***

+ Gorplarca Ofcer Yo Giery M1 MTTL
« Ganglurcakeair s bou uneoarcryrou ik L7756 77
* Corpharce Conmms bembers:

il

Questions?

\1you have questons o he futwracegarding Carporate
camgliance, pWase cantactiha Persannel Capartment, a
merberofthe Complnce Cammitedor thy Comphance

er.

38

.7/5/2023

* Compllance is EVERYONE'S responsibiityll{
* H something doesnt feed right; it probably
k't

« If something daese't ook right, it probably
fsert.

* When in doubt, REPORT 211

Sexual and Discriminatory
Harassment

"¢ Hamsmentporcy
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important
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Protected Charactaristics

. dan
sons charadarlsikcls prohibiied.

+ Gruivomanos

+ Munaittns

+ FamdaSut

 Wrnnsuta

 Demati Voares
vesmdn

42

" Harassment becomes unlawful when...
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Aferm el Gender Discrimiation and Burdawd,

nckides o dcrimination on the Baz s of
nmr.naulwgnmmww“nn
secca ender wresion gwides{demiy and
nuwmm,mq ender.

hm(lnwwmmmumnm
olaesisly Ryrive nave.

Euntawdid when £ 1ublects 31 individual La Infericr
farms, codMons, of prleges of employrent.

‘Understanding gender div'eréity
is essential to recognizing
sexual harassment and gender

discrimination.
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* Any unwelcarme canduct, either of # sexual
nature or which is divected an Individual
. becauza of that individual's gepder Identity
when?
« The purposa o effectof the Behavior interferes
with 3n ndMdua's work perfoamance o ereates.
a hostia work enviranment;
* Emplayment depends on acceplingthe
unwekorna behavior; ar
~ Emplaymeat dedskns are bated op an ’
IndMdual's acceptince of rajectianof the
behavior. ’

L4

« Under New York State [aw, harassment does
not need to be "severe or pervasive” to be
untswhul,

Two Main Types of Sexual Harassment

Sex Stereotyping is...
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ook,
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perkormed of was pertormed n
PN mositybya diberwt suz,
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'+ Ay hamssiog conductcanbe unwhutif It fses Hastife Environment Quid Pro Quo
abova “patty siights ar trivial inconvantences.” N .
. Gcnen:z.‘;%nll\mw II:V;N{hlnblmpb'“'u * The unwekome conduct rendérs .
cavtre Ll i treated warre because of “ the workplace atmosphera * A person in authorlty, llke 2
x&“m’;":ﬂ:‘: "‘X“I:R'"‘:;"’m ered” Intimidating, hostils, or supervisar, tradas, o trlss to
Hirstsiog o drormiateey bebaor offensive irade, job benefits for sexva)
‘ * Ditected at an Individual tavars,
* IAtant dows not affect whethar behavior s because ofthat that individual’s
© hansyment. l ELN
-
S
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© Metwssompinié) < Wheserstsad aherrer
- rqudrad s R a0 dorg their
“endee, ok e b2t
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Social Medla

+ Trnk belory you port
celine.

et i es,
tutona very public
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onca you put et Ehe
atemet,

53

evuryors 4o N [b4d rguigs, ey
»umunuuhnmm
dacda a1 werd s firaed 2ach

”Eve Of Muhn-tn.::rﬂ
e
the e
Beholder” e ...........

n -
frirmrrtboibrfit Sl O
wneavt,

54

T




* § Methods of Bystander Intervention
* 1tIntarmupt the harsisment by engaging with ‘
theindmdual being hurasied and distracting
them from the harassing behavier.
» 2: Aska thicd pary tohelp Intarvent in the
- hamssment.

* 3: Racord or take nates on tha harasimant
Incident to baneM a futury ivestigation.

» &: Checkin with Lhe persoa who hes buen
harassed after tha Inckdent, sex how thay are
le:l'nl and et them know the behavior was not
ol

« 5:Confroatchw harsssury sndmamethe .
hn’hMuuMquwwmnvw!ed /
tile.

et icyy

+ Provdngindorma an e gan v sgaon
T rying nconnection with a comptint.

retakand agiost,
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conditions of employmant becaise
Individual engeged In protected activitles k&
retallaion. . N N

» Examples Include (but are ot limited to):
+ Sudden changus ln work 1chedula or work
focation

» Reduced hours or the sssignmenttaless
desirable shifts

c Ay action to aker an employee’s terms and

!

* Publicly releasing an employse's pessonne) riu./

- -
« Reports of Harassment P " BILITY
. be made verbal I
Reporting Harassment P g el -
: ’ : PSS « Supervisors must report any
P ieontiiebiai il el hamssment' that dlifey nbsev\'/e or
. know of, avanf no one is
mﬂﬁ‘.‘%‘f&&".’.ﬁ.‘%’ ab]eulng'm the harassmant,
Okectar.

* Supervisors and managers wiil be

subject to discipline for falling to

report harassment or for engaging
In any retallatory behaviors,

Raporting fomm x attachad
tothe offcla potcy.
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P -
* Reparting of a false complaintis s
seslous act. Inthe event It is fdund
that an Indvidual bringing the
complaint has knowingly made
fakse alfegations, Ulster County
may take appropilate remedlal
action and/for disciplinary action In
accordance with the provisions of
applicable coifective bargalning
agreements and/of state law.

\
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Workplace Violence
Prevention

64

. RS
* Employers need to make sure they

are doing afl they canto prevent
violent ncidents from happening tn
the warkplace through:

* Education

*+ Pasithve Work Fnvironment

+ Communication :

* Confict Resolution

* Stress Management

\

67

Prohibited Conduct

* Uit e v oo oo e iRy

TP N R
Do .. ranmentrariarmt

+ s ramannreema
© e mprrn
T b d mewer 0w

Ty

Workplace
Violence causes
employees

profound physical -
and psychological
“ damage.
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+ Any potentially dangerous sitwation must he
reparted immedlately to 3 supervisor,
department head, sscurity officer o the
Personnel Department.

+ Reporting can be dona sonymoeusly, and al
Incidants will be ivestigated.
* Confidentiality wil ba handted appropriataly,
and information will e disclosed Lo Gthars onty
ananeed-to-knawbass. 1
/

’

Active Shooter .

71

72

yerane




If you SEE
something,
SAY
something

73"

HIDE

* Lock tha doors

+ Hde behnd farga items
3 Sencaa clectronks

* Baasquietas passible

* Aind somawhara thatls safe,

76
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. mmammxummwum

ey
* Yarneed IIMIH"'W“)M@M_

R)UN 3 HIDE ) Fi‘em

“lelﬁ u ALIE !MMIK Lillid
ok

Run

* Have an eseape routeand a
plnin mind

* Leave your belongings bahind

* Help othar escape i passibie.

* Evacuateregardess of others

+ Den'tmove wounded,

« Wan/Pievent indMdusls tram
antering.

* Cat 911 whenyou are safe,

-—
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. Au 133t resortif your kfe 1 In Immadiate

. umm aggression, yel s foud a5 you can.
* Impravise weapons and throw ltems.
+ Commit tayour sctians.

Reacting to Law.
Enforcement

wytm
* NTGown ems you sre canyng

-~
Mission of CISM Team \

* Tha Lister County Sherff's Criticol l

Spds / (E o3 tea dusted v o
2 team dudicated to ensura
pt !‘35 ”Eﬂl tha wafnus of all county employess,
and emargancy services workers,

* Tha prevention and mitlgation of this
dlsabllng stress is accomplished
through interventions knawn as Crisly
Manegement Briefings (CMB), Peer
Suppart and Critical incldant Strass
Oebriafs{CIS0}.

T
ame.ew»uu MENY A0
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Employee Asslistance
Program

o Mat o tawinder i ekt foble b0 you-
dyowr by,

s mafdendelmd tharater e sl
oo b1

HIPAA

82

HIPAA
Health Insurance.
Portability
and Accountability Act
jiii

Federal law that restricts access
ta Individuals' private heaith '

What is Protected Health Information?

Genealruby
oormation oy dhat coudd e csed ta densily # persos.

Informaton, In any form ar medium, hat alatra Fa & prrson e

« Halihears o condliton
Bealheare

Protected Health Infarmation needs to be
confidential and secure at the same time

« HIPAA & Protected Haalth Informatian have two Rules
for Sakiguaraing this (nformation ’

Enformation:
HITECH Ulater County Departments that are Ulster County Departments that are Constdered N
> Considered as Covered Entitles aze: . usiness Assoclates are :
HITECH ACT WAS INTEGRATED WITH HIPAA - Whet County Attomey
e oty R
el doruaion Servicrs

‘services ol vl the s o
+ dinckauryof PH on che befulf of 2
covered oy

1
Orpaaatioon wha peslam

el Ctfot - 4l Hedth Olfce
‘Soelal Serviees

Adud Services
Comrdlnuted Chidserfs ServicrsMental Healty
lcaid )

ESPL N S,
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Confidentiality
1Y uiey? Dy ol ¢ Information is considerat
e S
" RIS ¢ Oirtcoman tHaaton s
ArAwto 1L . * Bantagdrale
. N Madleaf reords or Watary
e L R
b .
e idpe ot N -uu:zmmyn of ConNdentlalty is
m;'mmmu-ﬂnﬂ v Signed dunl .ﬂdr.hnhlhn
‘ e o mmmh-wmm
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. Ngﬂﬂwg our Standard
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¢ IrEnmaemiented
b

" Oww w e rirra et 3%
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* Seatarray rracum s

o et ro e
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OUR RESPONSIBILITY

QTha Cwnlylunmnluuumm a bubllshnmhrmnalng patlent
privacy and 1ecurity of PH| priva
Ulstarc a 1o medica)
'mnuohi County Attoney aa nordL

l°ﬂ. v a4 O Ruspond ta complaints.

Almmulum,lﬂrumnl a Pqulthllluéananxuas
infor Sacurity g J

Officer

peotect pastentprly:
o :mmmpmmm forhandling 0 v sl

a mwu-phynlnl sacurlry.
0 Providetechnical securlty,
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Use and Disclosure

1
ices prrmen w epetons)

il

e l‘ﬂ‘l'- s gt rmted ¥ tha Covernd £a4)
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InUsing ind Oisdeutug P11 you are oaly sllowed b sczs
. mhot you weed 1o kw0 crmphila your sk

‘asededtaske Ring Oitcns

A “Breach”is

any unauthorized acquisition,
accesy, use, ot disclosure of
unsecured or unenarypled PHI

s
"‘4,...."1

Ofifket, $teusity Offer or Commpltunee Offkcer.

Your Responsi_bilitieé _

w Slodan Necrssary Rada« o the laxsaion o tasy (o8 yous obd,
g mnunfncmswmr YOUNELD TO kW
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County Inteanet

sto

Where do you find more info?

1.Call or e-mail the Privacy Officer

2.Visit the Health and Human Services (HHS) Wehslle
and PAQ - http://www.hhs.gov/ocr/privacy/

'3, Watch the full HIPAA presentation on the Ulster

8,20V / OCK,

hitp:/ /ulster anet/HIPAA-

97
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Cyber Security
“Training 2023

Informatian Sarvices provided matedals for
Ulster County Empioyees.

1/10/2023

Why Cybersecurity?

- TanraAStL A R
e smanmAH e
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ey

Cyber Incidents

+ il e i 1 i
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Cyber
Incldents...continued
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Common Cyber Threats
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Soclal Engineering

+ Souta Engneering e daception tomanipulite
inchaduai o dNUgIg confderasal o persondl
irfommation thit may be aed or fauculent
e )

+ Techriques vred ry hackars 1o

k- infloence - Deceive

* Dplat wekhesses

10 o - | 12

Phishing test email: .

P

Tt B30a 2. Vst SRTATEL

Results of a frhpsieraropek Fmnme
recent . PR
phishing test o

esaign
[RTRp——

oy
B aiire
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e . Malware, Viruses, Spyware

IR
DAL L s b A S
* Malware, or maficlous software, Is a program that [s
intended to disrupt the operatlon or carrupt the data on

fRacesss
N X a computer or laptap. Malware Includes computer
Pasgvnta Expirgtion N;:l}a/ viruses, worms, trojan harses and spyware. . . 3

Legitimate tink, Corvect Domain Name, Hitps & Tha Padkosk
« These mallcious programs can perform a varlety of

i

functlons, Including stealing, encrypting or deleting

e
ey
oS pir s sensitive data.
A * DO NOT CUICK ON WEB UNKS OR QOCUMENTS IN EMAILS
FROM UNTRUSTED SOURCES. .

s

16 18




1/10/2023

Clicking on ads...A source’of Malware

B

B Fpme Ak Tt s B 86,
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Ransomware

ot o dndhla il S minds deaies
Porsagaurala e of money b pad.

+ Aetacks typlealy Linget et Beough emads nd
achments,

 Rangaenwareencrypts your es aod makes thers
st

* Saolnpeyrarta 4 bskaly requestod 19 decypt e
.

* Fllgg may ot ba recovered aven when Bitcoln
payments g made.
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P ertetfore bty

§ Passwords: Continued
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Avallable Resources and
Assistance
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Summary
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