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I am hereby appointing you as Pro Bono Assistant Counsel pursuant to my authority 
under State Government Article 6-105(f) and determination that this appointment is 
necessary to carry out the duties of my office. This appointment is effective 
January 16, 2018. 

You will be working under the supervision of Carolyn Quattrocki Deputy Attorney 
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Thank you for your assistance to the Office of the Attorney General. 

Sincerely, 

Attorney General 

;?Oo S11i11t Paul Place ❖ Ba11imore, l'vhiryl:1111.i 21202-2021 
Main Office (410) 57<1-6300 ❖ Mt1i11 Office Toll Frt·c (i.i88) 743-0023 

Comumcr Compl.1i11ts and Inquiries (4 l OJ 528-8662 ❖ f-kn!th i\dvococy Unit/!3illing Co1np!11int~ (4 l 0) 528-1840 
I k,1ltlt A<ivocacy Unit Toll Free (l!77) 261-8807 ❖ llomdmildcr~ Divi~mn 'loll Fm: (l-i 77) 259-4525 ❖ Telcrhone for I kaf (410) 576-6372 

www.111aryland.1tton1cygc11crnl.g<N 



January 3, 2018 

State Energy & 
---- Environmental Impact Center 

NYU School of Law 

Joshua Segal 

--Dear Josh: 

I am pleased to extend an offer of employment to you as a Research Scholar, in the State Energy & 
Environmental fmpact Center at New York University, 

. econclment Armngcment 
During your employment, you will be seconded to the Attorney General's Office of the State of Maryland 
("OAG") as a Special Assistant Attorney General. Pursuant to an agreement between the State Energy and 
Environmental Impact Center and the OAG, during your employment, you will be under the direction and 
control of, and owe a duty of loyalty to, the OAG, and will be subject to OAG's policies regarding employee 
conduct. The OAG will provide additional details lo you directly about the applicable policies. 

Salary 

Your annual base salary will be $125,000, paid over twelve months in equal installments on the first and the 
fifteenth of the month, and is subject to appropriate tax withholdings. This salary is inclusive of any future 
teaching assignments, Jf applicable. 

Start Date 

Your employment in this position shall commence on January 16, 2018 and is anticipated to end on January 
I 6, 2020. This appointment may be extended upon mutual agreement. 

Benefits 
You will receive an email from the Benefits Office with a link to NYU's Benefits Overview Ouide. The 
guide for Professional Research Staff contains instructions on how and when to enroll, comprehensive 
lnfonnation on all benefit plans, dependent eligibility, employee contributions and more. 

The Benefits Overview for full-time Professional Research Staff employees can be found by visiting the 
following web site: http://www.nvu.edu/ompl yocs/b 11olit/f'ull-1i1110/Profe sionni-Reseorch-Sta[-Code-
1 OJ.html. 

Jfyou plan to add dependent(s} to one of the NYU medical and/or dental plans, you are required to furnish 
proof of relationship, no later than the 31st day of employment, in order for coverage to remain in effect for 
your family member(s). Examples of acceptable documentation are: birth certificate, adoption papers, court 
order of guardianship/custody, man'iage certificate, or your approved NYU Domestic Partner Registration 
form. Proof of relationship documents may be scanned and sent via e-mail to nskpe<1ploli11kr«>ny11.cdu or 
may be mailed to NYU PeopleLink, l 05 E. 17th Street, Isl floor, New York, NY l0003 or faxed to (212) 
995-4333, 

Policy Training 
Attached to this letter are the University's Non-Discrimination and Anti-Harassment Policy and Complaint 



Procedures for Employees. All employees nre eKpected to participate in a harassment prevention program. 
"OEOI O I: Preventing Harassment on Campus" is an instructor led course that is offered each month for 
new employees, All employees at NYU are expected to complete the harassment pre-veotio11 program 
within 60 days orhlre. In addition to completing the OEOI 01 course, employees with supervisory 
responsibilities should also participate in "OEO I 02: Supervisor's Workshop," which immediately follows 
OEO 10 I. All employees are also expected to complete the University's Preventing Campus Violence 
training program (HAS 001). You can register for these courses through the NYU !Learn portal. 

Contingency 
This offer of employment is contingent upon your eligibility to work in the United States. You are required 
to present original documentation that verifies your eligibility to work in the United States when your 
employment commences. On or before your first day of work, you will complete the entire Federal Fonn 1-
9 electronically as part of your new hire paperwork. 

Probation 
As an NYU employee, you will undergo a six month probationary period. lnfonnation about NYU's 
probationary period and other policies may be found at: ltllp: //w, w.nv11.cd11/nbo111/policic. -guidc lincs
c@ 1pliu11cdpolici~s-1111u-guidclim:l>/h11nw11-n.: ·rn1rcc .hnnl. 

At Will Employment 
The tenns of this letter do not imply employment for a specific period. Your employment is at will, which 
rrieans tl1at you, the OAG, or NYU can terminate your employment at any time, with or without cause. 
NYU and OAG can also withdraw or rescind this offer at any time prior to the commencement of work 
without restriction. 

In oddition lo your at will status, continued employment in this position will be subject to the availability of 
grant funding . 

In accepting this offer, you agree to abide by all NYU policies in effect. including but not limited to the 
conflicts of interest policies and intellectual property policies, These policies can be found on the NYU 
website at http ;/Jwww .nw.edu. 

To indicate your acceptance of this offer, please sign this offer letter and fax or email it to Laura 
Stein, HR Administrator/Faculty at 212-992-8635 / Lnurn. tcinfn!n)'11.cdu, Laura will contact you to 
schedule an onboarding meeting around your start date, 

Josh, I am delighted that you will be joining the legal fellowship team. 

Sincerely, 

David J. Hayes 
Executive Director 

Signature of Acceptance 
Josh Segal 

Date 
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POLICY 

Non-Discrimination and Anti-Harassment 
Policy and Complaint Procedures for 
Employees 
STATEMENT OF POLICY 

N~w York University {" NYU" or the "University"} Is committed rn maintaining an envlronmcnl that encourages and fo5ter~ appropriate conduct arnong all pe•sons and 
respect for indlvid,101 values. A(-cordlngly, the Uni11crsity Is rnrnmitted to enforc'ng this c/on-Discnm:nat.on and Anti-Harassment Policy and Complaint Procedures at all 
levels in order to create an environment free from dismmlnatlon, hara~srnent, reL~liotion ond/or sexual assault. Discrlm,n,tion or harassment based on r/Jce, 9er1der 
andior gender Identity or expression, color. creed, religion, age, national origin, ethnicity, dls~bility, veteran or military status, sex, sexual orientation, pregnancy, 
genetic information, marital status, citizenship status, or on any other legdlly prohibited b~sis Is unlawful and undermines the character and purpose of the Ur1lversily. 
Sucl, discrimination or harassment violates University policy and will not be tcle rated. 

Any form of ret~fi<1tlor1 against anyone who has complained of or formally r"port,id discrimination, har;issment, or s(,xual assault, or has p~rtlclpated in an Investigation 
of such a cmnplai11t, regardless of whether the complaint relates to the complaining person or son1eone else, will not be toler~ted, and viol,ites both this policy and 
applicable law, 

The University prohibits discrimination, har~ssment, retaliation. and sewal ossdult. The Univ<crsity expects management level personnel to serve as models of 
appropriate conduct for other employee,, and will t10!0 them to a hlgl,er standard of accoun tiJb,hty, Mdnagernent personnel must not only refrain from dcllo11, tlidt 
vlolat€ this policy, but also refrain from any activity that would give th\\ appearance of impropriety. 

This policy <1pplles to all employees of the University, anrl applies regarcless or whether the alleged wron9aoer Is an employee, Employees represented by a labor 
organlzallon mtaln all rights under their collectlve bi,rgalnlng a9re11rne11ts arid labor law including the right to use the orlev<1nce process, This policy does not overri de 
any p1ovisions of those collective bijryaining agreements, Omer imlic,es apply to other members of the University community. 

I. DEFINITIONS 

A. Discrimination IS adverse treatment or any employee tJ;,sed on t11e protected class or category ofpersoras to whom he/she belongs, rattier tl1a11 on the bdSI$ of 
his/her individual merit, with respect to lhc tetms, conditions, or privile9es of emrfoyrnent inclt1din9, but not limited to 1:lring, firinq, promoting, disciplining, schedulino, 
tr~lnlng, or deciding how to comp1H\5alc that employee. 

B. Harassment Is unwelcome vethal or physical conduct rrohlbite,i by law directed tow.ird, or ,iltferentlal treatment of, an employee becJuse of his/her membership 1n 
any protected group or on any other prohibited busls (<1,g,, race, gender nnd/or g<)nocr identity or c~pression, color, creed, religion, age, national origin, t\lhnidty, 
dlsabihty, veter.cm or military status, sex, sexual orientation, pregnancy, genetic inforrn;,tlon, marital stdtus w citizenship status, Th~ hardsser can be the employee's 
supervisor, a supervisor Ir, another area, a co-worker, or .someone who is not ,1n ernployee of the University, such ,,s a client or wstomer, 

Examples of such conduct Includ e, but are nol llmlled to: 

• Offensive or deg roding remarks, verbal abuse, or other hostile b€h~vlor such as insulting, teasing, mocking, doyrading or ridiculing another person or group; 
• Kacial slu rs, derogatory remarks about a person's accent, or display of racially otrenslve symb ols; 
• VnwPlcom e or fn;,ppropriate phy,lcal contact, comme nt s, q,H!'itl ns, arlvances, Jokes , epit het s or demands; 
• Physical assa.ilt or stalking; 
• Displays or electronic transmission of derogatory, demeaning or hostile materials; and 
• Unwillingness to train, eval11ate, assist, or work with an employee. 

A hostile work envlronment results from harassing conduct that has the purpo~c or ~rreu ol unre"so11<1bly lnte•forlng with an employee', work per101rndnce, or 
creates an intimidating, hostile or offensive working environment. 

Sexual harassment Is a rorm of harassrnont that consists or makiny unwelcome sexual advances or requests for sexual favors, or eng3ging in other verbal or 
physical acts of a sexual or sex·based nat11re where suc h conduct lnterferC's Wich ttie employee's work performanc~ or creates an Intimidating, hostile or offensive 
working environment 

Sexual harassment may also occur where a supervisw/manage, oemands that an employee/subordinate satisfy sexual demands in order to receive Jot> benefits, to 
continue employment, or ilS ~ basis for making any other crnployment decision. Such sexual haras~ment occurs between a m~nager/supervisor and an employee due 
to the nature of the manager/subon:Hnate relationship. A manager/supervisor For this purpose Is someone who can dffect or Impact <1n <-<tnployee's terms, condllivns, 
or privileges of employment beca11se he/shP. can take or lmpai;t action such as tlirlng, firing, promoting, disciplining, scheduling, training, or deciding how to 
compensate that employee, 

C. Retaliatlon Is any ii dv erse action t aken aaalrw an ind/vtduaf (applicant or em ployee) beCi'IUSP. he or she filed a chMge Of discrimination, comp lain ed to t he 
University or a goverr.m on agency about discrimination on the job, or µartic;p otcd In an em ployn cn t discrimination proceeding (such as an 1,1ternal inve stig ation or 
lawsuit), including as a witness, Retaliation also Includes adverse action taken against someone who Is ~ssoctated with the lndivl(Jual opposing the perceived 
disc(lmlnat ion. such «s a fa,nily member, 

Exampl.:, of retaliation Include termination, d~111otia111 'refusal to promote, or any other adverse action that would dlsrnurage a redso11atile p~rson from opposing 
perceived d/1'Crlmination, 

D. Sexual assault Is 3 sex ual a~t against the will and wit11out tile consent of the employee•Yictlm or where tile employee-victim is incap~ble of giving consent, This 
Includes conduct that would be considered crlmlnal unrler the New York State Penal Code, 

Dlscrlmin<1tion, harassment, retilliatiori, and sexuol ass~ult .ire unacceptable 111 the workpla,e. 'fhis bullavlor violate, Univur~lty policy even when it coes not con,litu,e 
a violation of law. 

II, REPORTING DISCRIMINATION, HARASSMENT, RETALIATION, OR SEXUAL ASSAULT 

Ariy employee who believes thdt lie or she has t,-een a victim or dlscrlin!nation, harassment, retah~rlon or sexual as,,rnlt prohibited by this policy, or any employee who 



has witnessed such discr imination, harassment, retaliation or sexu~I ilssault, should immediately report the circumstances In accordance with the procedure set forth 
below . Tlle University may investigate any conduct that violates this policy, even In the absence or a complaint, and tdke remedial action where uppropriatc. 

An employee may make .i complnint to any of the indlvidu~ls listed below: 

a) The Office or Equ,,I Opportunity ("Cl::O''); or 
b) The l·lun1~n Resources Ofricer of the relevant School or Administrative DepJttment; or 
cJ t11e Solutions CP.nter; or 
dl Any superv:sor; ot 
e) If the ~lleged respondent Is a faculty member, the Dean of the appropriate School or Filculty or the Dean's dosl9nee. 

Complaints may be s,Jbmltted to OEO by any of the followino methons : 

• av phone at 212·998-2352 
• By e-mail ~t eq1,~f.oi,portun1ty@nyu.edu; 
• lly completing an on-line complaint form available at www .nyu.edu/eo; or 
• By flllng a corn plaint with on OEO prof~sslonal staff member <lt the 01::0, 726 Broadway, Rooms 719•72 l, New York, New York 10003. 

A contact Ll5t for Human Resources Officers of each School and Department Is avnilablc at htto;//w1•w.nyu.egu/co 
CIJ I I o; //www. ,w v ,i:d ,tc2m201 tov11roo6J!>ov itn•Jlc(cs•ou ldtlloo1:<oro oJia owtoou al•onoortu of lY b lroD . 

All complal11ls under tt1is policy wlll be refcrl'l!d to the Human f\esources Officer ot the appropriate chool or Department for lnvestlgollon and re~Olutlon, lf the Human 
Resourcas Otflcer h3s a personol relationship with the accused 111divldual or otricrwls~ has a conn1tttno inter~~t. he u, she 1nust forward It to the OEO. 

Not~ lo Libraries Dlvi$iOn Employees: All Libraries Division employees' compl~lnts wtll be referred to the Ot:O for lnvcstigatloll, 

The Univers ity encourages prompt reporting of complaW'lts so thnt it may resl)Ond approl)"latcly and conwct ~n lnvest1gat1on wlllla the matter Is freshest in witnesses' 
memory and other evidence is mos likely to 1)(1 ovall~lltc, There is no r,xe(I deadline for reporting dlscrlmn~Uon, harassment, retall«rlon or sexual assault com pf<> nts. 
Occauso It Is not alw~ys oasy to int0rprot word< or actions, employee< aro further ancouragad to !>ring f()"W~rd any rnnu,rn;, under thi< poncv before they rise to tl,e 
k!vel of violating the law, 

Bs.,,uon!llb111tl9:i fi MQn,19crs iU)d Su09CY'COb 

ll is in,perntlvc t nat managers and supervisors set the tone for the enforcement of this policy. Managers and supervisors hove a special ol)llytttlon nut tu ~nydyll In 
discrimination, har~••ment, retal laUon or ,o,u•I assault. All rnan~omont and •up r,1'0,y personnel hMe M IOrm;,tlve duty nncJ /Ire rcaulrcd to 0r<n1Pilv re00rt any 
discrimination, hara~me-nt, retaliation or sexual as1~ull that they ollscn.e, learn about rrom others, or re.isonably suspect has occurred with respect to an employee. 

III, INVESTlGATlON AND DISPOSITION OF COMPLAINTS 

Ja) The lr1vesllgaUon 

The University will conduct a prornpt, thorough and ImpartI.I11111estigation ()fa romplalnt os necessary and appropnat<:, n,o Un vc~I\Y will make every effort to 
complete its inve,tlgallon within thirty (30) doys of a report of tllscrlnt1natlon or harassment. The investigator may finll It nec.ci;sory to extend the time period for 
completing an rnvest1gatlo11 In some ciru,mstances, n,e investigator will prov lcle :1,e complillnont, the aOugcd wrongdoer, and the business unit head with notice of 
any e,ten~ion anrl give them a new timetable for cornple.lion of th(! Investigation. 

rile investigation will Include an Interview with the alleged employee-victim. ll al$o may 1nducJe in le rview~ with the person who made the Initial report, the 
complainant (If not the alleged vict im), the alleged wrongdoer and/or any other person who may have information regarding the Incident, each of whom Is encouraged 
to cooperate with any Investigation. fhe lnvest lg~tor may also review relevant docume,us , 

The lnve·stigatlon proms~ Is strictly Internal to NYU. Any union represented emplO\'ee retains his or her right to have union representation dun11g tt1e investigation 
process. 

(h} Findings and Recommendations 

lt1e Investigator will report his or her findings to the person who mdce t,1e Initial 1 ~µmt, tt1e alleged victim of discrimination, harassment, retaliation or sexual assault, 
the alleged wrongdoer, ;ind relevant managers and supervisors. 

Where the Investigator concludes that a violiltlon of tt1is policy hdS occurred, the relevant School or Department will take prompt and appropriate remedial action, 
inr.ltJ(lino di~clplinary action. Depending on the circumstances, disciplinary actlo~ may include (but Is not limited to): reprimand/Verbal counseling, training, censure, 
removal of µrlvileges, letters of ,vamlng or suspension, and dl~mlsSlll. OlSGpli11e for• violation of this policy need not be prooressive, so a nrst violation of th is policy 
may warrant suspen51on or discharge , 

(c) The Investigatory File 

Every complaint will trigger the creat ion of ~n investigatory flle. Tile inveslloatory file w ill consist of the Initial complaint, the final Investigative report, Including a 
record of lhc remedial action to be token, ,f any, and any documcncs et~ated or used dur ing the lnv\1stigation. 

For the duration or the Investigation, the Human Resource Officer will maintain the investigatory file. Upon completion or the inve5tigation, the Homan Resource 
Officer will transfer the filo to the OEO. /\dditlonally, the OEO will record and maintain complaints In a dat~base management file consistent with the NYU fiscal year 
(September 1st - August 31st), The OEO will maintain records of all complaints for a period of ~even (7) years after the concluskln of an Investigation. 

(d) Responslbllltles of Managei-s nnd Supervisors 

In c~ses where an Investigation conlinns ij violation of this policy, management i11 the appropriat School or Department must ensure thal the prescr ibed remedial 
action , Including disciplinary 4ction, is Implemented, Managers must provide confirmation to their Human Resourais Officer within 14 days that the recommended 
act on has occurr,;>d, Only upon such confirmation wllf the Human Resource Officer close the Investigatory file and forwdrcJ ll to the OC:O. Mandgtment Is also 
re,por,sible for regular monitor ing to ensure that oil remedldl and/er d scipnna,y steps are completed and no further dlsa iml natlOn or harassment occurs in lhe work 
environment, 

IV, CONFIOENTlALITY 

Ttte Univ~r, ity will maintain the confidentiality of the con1plalnt, and the privacy ot the persons irvolved, to the gr~Jlest extent possible, co11slstenl with its yoal or 
conducting a thorough and complete Investigation and to the eKtent permittt:'d hy low. 

V. NON-Rl;TALIATION 

The UnlvcrSity will not in any way ret~lldte against nn Individual who reports h perceived vlolation of this policy, partlcipi,tos in any investigation, or (itherwlse opposes 



pcrc,:lvcd dl$crlmlnatlon, horassmont, or rctol1~tlon, lndudlng as wlln ss. It w II also not retallale agalosl anyone s-;oclated with the lndlvldual who engages 111 such 
prolected conaua, such os a ramllv mcmlK:r. IIYV further will rtOl lOlerate rcta lidllun by ;my e•11ployco. Rctaltation is 4 serious vlol~t on of lh ls policy, as well o~ 
lcdrr;il, ~tilte , and focill law. Anyone who bellcvl!s he/she Is a vlct m of rerallatlon siould rep0rt tne matter lmrncdlately accordlftg to the same procedure provided lr1 
this poll~-y (or moklng complaints or dlscrirninallon, harussmont, or seJCual assault . Ar1v purson found to have:> rcrnliated aoalnst another Individual wlll bl! subject lo the 
same disciplinary action provided unu~r this policy for other violation s. 

VI. S!:XUAL ASSAULT 

n medical, emollonal, and legal needs or a sexual assault victim may 01ffur from those of other t,.irassment complalnanrs. Sex ol ;i~:.oull vlCllms who dre rnplovee 
sl ould, lheraforo, In addition to m1n9 a com11ldint under th is policy, report the assault to the police 6nrl pursue coun~cllng and other servltc, a11ana1>1e at the Un,~o,slty. 
Student employees mily consult the W llnr ss Fxd1ange al 212-4 ◄ 3-99!>9 for 9uldonce on m dlcaJ end counseling scn1,ce5. EmployeDS should consult the Carobrfdge 
Corpo•ation ilt l-B00-437•0911 for ouidance on medical and couns<illng service referrals, 

VII, CONSENSUAL RELATIONSHIPS 

Consensual relationships hivolvlng sexual behavior that Is welcome and ~oluntary do not constitute sexual harassment under the law. Romantic relationships In 
sltuattons wher one Individual has oreater power 01' -'Ulhorlty over another, t owever, frequently n:$ull 1t1 cl !ms of harassment when the rctatlonshlp ends, and 
flt'<Ceptlons of favoritism while they cont nue, Such relatJonships arc Inappropriate, A •consensual" rel.ltionshlp between a supervisor and a subordinate Is an example 
of ,,n inappropriate relationship, If o consensual rel«tionship o"urs, Dny s,tuation of authority must be discontinued and appropriate action may be taken. 

Thi.~ policy does not form a contract of any kind. Any comments or suggestions concerning this policy should be forwarded ro the Executive Director or tne Office of 
Equal Opportunity "t cqua/.opportunity@nyu.edu . 

About This Policy 

Effective Date: August 12, 2012 

Issuing Authority: Diane Yu, Deputy President 

Res;ponslble Officer : Mary Signor, Executive Director, Office or Equal Opportunity 
Office Name: Office of Equal Opportunity 

+ 
Purpose of the Polfcv (iovoscrlot:dlsotovorHtdcfocmsectI0n('a 1a'l: changcBtnaC'qc1a·, 'gl-btna' .'ala') : l 

New York University Is comm111t'll to rnalntaln1n11 d lt1dmlng and worklr,g environment thdt •~ rri:t: orb d~, preJud1ee, ond harassment • on cnvlronmcnl thal suppoltS, 
11u1lu re:., ,ind rv,1,111J> ta r cer ,mu Cllu llor,ol 01Jvi11t ncnt on lhc bllsls of bllil, nd f)<lrfonnonc • I foras,n1ont b;icod upon race, oondor nd/or go11dc,r ldontlty or 
c:xpres51on, color, creed, religion, aoo, nat ooc1I orlo n, ethn icity, dlsablltv , veteran or mlllta,y tat us, sox, se_~ual orientation, m rltal status, cit.lz nsh p status, or any 
other legally protected basis ls prohibited by law and undcrmlnc:>S th!! charac:t r on11 fNrpo e :,f thi: Un verslty. SutJ1 h.ir-0ssn1cnt Is 11109, I and 090111st untvcrslty policy, 
and will not be toler,1ted. 

Who noed& to know this poficv Ciava crjpt·dfspfavOrHldeFormsectiooC'a2a'l; cbaogeBtnaC!Qc~.2.:.btna.'.. • .'..alaJ,;_1 

Ernployees in codes 100/11 O, l O?.fl 1 2, 103/113, 104/114, 106/116, 10 7 /117, 115 , 111 , JO 1, lJO, 131, 

+ 
Pollcv Definitions Oavnscriot:dfso!ayOrHldeFormsectionC' a3a'l: changeBtna{'oc3a'. 'g3-btna'. 'a3a'}: l 

Any comment s or suogestions concerning this policy should bt forwarded to the Executive Director of the Office of Equal Opportunity at 90ual op,11,aunhy@nyu gtlu 
£rn,111tQ:ea.11c 'l>DQct11altv@ov11,Cd11l . 


