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January 16, 2018
Joshua Segal

Dear Mr. Segal:

| 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
General and you will not receive compensation for this appointment.

Thank you for your assistance to the Office of the Attorney General.

Sincerely,
;.—'(%)u;—'« = ?j&s[__.

Attorney General

200 Saint Paul Place ¢ Baltimore, Marylard 21202-2021
Main Office (410) 570-6300 < Main Office Toll Free (K&8) 743-0023
Censuier Complaints and Inquiries (410) 528-8662 < Health Advocacy Univ/Billing Complaints (410) 528-1840
Health Advocacy Unit Toll 1ree (877) 261-8807 ¢ Homebuifders Division Toll ree (877) 2894525 @ “felophone lor Dead (410) 576-6372
wwwmarylundattorneypeneral gov




January 3, 2018

A
@ State Energy &
iy Environmental Impact Center
';m;v NYU School of Law

Joshua Segal

Dear Josh:

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

Secondment Arrangement

During your employment, you will be seconded to the Attorney Gencral's Offico of the State of Maryland
(“OAG”) as a Special Assistant Attomey General. Pursuant to an agrecment 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 to 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, if applicable.

Start Date
Your employment in this position shall commence on January 16, 2018 and is anticipated to end on January

16, 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 Guide, The

guide for Professional Research Staff contains instructions on how and when to enroll, comprehensive
information 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; hitp:/www.nvu.edu/employees/benelivfull-time/Professional-Research-Staff-Code-
103.html.

If you 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 3 st 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, marriage certificate, or your approved NYU Domestic Partner Registration
form. Proof of relationship documents may be scanned and sent via e-mail to askpeoplelink@nyu.edu or
may be mailed to NYU PeopleLink, 105 E. 17th Street, 1st floor, New York, NY 10003 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 are expeoted to participate in a harassment prevention program.
“OEOI101: 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 prevention program
within 60 days of hire. In addition to completing the OEQ101 course, employees with supervisory
responsibilities should also participate in “OEOQ102: Supervisor's Workshop,” which immediately follows
OEQ101. 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 iLearn 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 Form I-
9 electronically as part of your new hire paperwork.

Probation

As an NYU employee, you will undergo a six month probationary period. Information about NYU’s
probationary period and other policies may be found at: hup:/www.nyu.cdw/about/policies-guidelines-
complisnee/policies-und-guidelinesmuman-resources. himl,

At Will Employment

The terms of this letter do not imply employment for a specific period. Your employment is at will, which
means that 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 addition to your at will status, continved 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 inteltectual property policies. These policies can be found on the NYU
website at http://www.nvu.edu,

To indicate your acceptance of this effer, please sign this offer letter and fax or email it to Laura
Stein, HR Administrator/Faculty at 212-992-8635 / Laura.Stein@nyu.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

-,z/ /é/ '/ 1/14

Signature of Acceptance Date
Josh Segal
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POLICY
Non-Discrimination and Anti-Harassment
Policy and Complaint Procedures for

Employees

STATEMENT OF POLICY

New York University {"RYU™ or the “University”} is committed o maintaining an envirpament that encourages and fosters appropriate conduct among all persans and
respect for individual values. Accordingly, the Universily is comsmitled to enforcing this Noa-Discrimination and Anti-Harassment Policy and Complaint Precedures at all
levels in order to create &n environment free from discnmination, harassmeat, relaliation and/or sexual assault, Discriminatien or harassment based on race, gender
and/or gender identity or expression, color, creed, religion, age, natianal origin, ethnicity, disability, veteran or military status, sex, sexual orlentation, pregnancy,
genetic informatlon, marital status, citlzenship status, or on any other legally pronibized basis is unlawful and undermines the character and purpose of the University.

Such discrimination or harassment vielates University policy and wlll aot be tolerated.

Any form of retaliation against anyone who has complained of or formally reported diserlmination, harassment, or sexual assault, or has participated in an investigation
of such & cornplaing, regardless of whether the complaint relazes to the complaining person ur someone else, will not be tolerated, and violates both this policy and

applicable |aw.

The Unlversity prohibits discrimination, harassment, retaliatior, and sexual assault, The University expects mansgement level personinel to serve as models of
appropriate canduct for other employees, and will holo them to & higher standard of accountability, Management persennel must not only refrain from actlons tlat
violate this policy, but also refralr from any activity that would glve the appearance of impropriety.

This policy applies to all employees of the Unlversity, ant applies regarcless of whether the alleged wrongdoer Is an employee, Employees rgpresented by a labor
arganization retailn all rights under their collective bargaining agreaments and labar law including the right to use the grlevance process. This pelicy does not override
any provisions of those collective bargaining agreements. Oter policies apply to other mermbers of the University community.

1. DEFINITIONS

A. Discrimination is adverse treatment of any empioyee based on the protected class or category of persons to whom he/she befongs, rather than on the basfs of
his/her individual merit, with respect to the tetms, conditions, or privileges of erployment including, bat not llmited to Kldng, firing, prormoting, disciplining, scheduling,

training, or deciding how to compensate that employee.

B, Harassment i5 unwelcome verbal or physleal conduct prohibited by law directed toward, or ¢ifferential treatment of, an employee because of his/her membership in
any protected group or on any other protubited basis (o.q., race, gender and/or gender identity or expression, color, creed, religion, age, national origin, ethnicity,
disabifity, vetersn or military status, sex, sexua!l orlentatlon, pregnancy, genetle inforenation, marital status or citizenship status, The hardsser can be the employee's
suparvisor, a supecvisor in another area, o co-worker, or sameone who s not an employee of the University, such as a client or customer.

Examples of such conduet include, but are nol limited Lo:

» Offensive or degrading remarks, verbal abuse, or cther hostile behavior such as insulting, teasing, maocking, degrading or ridiculing anothier person or group;
« Racial slurs, derogatory remarks about a person’s accent, or display of racially offensive symbols;

« Ynwelcome or inappropriate physical contact, comments, questions, advances, jokes, epithets or demards;

¢ Physical assault or stalking;

» Digplays or electronic transmission of derogatory, demeaning or hostlle materials; and

¢ Unwillingniess to train, evaluate, assist, or work with an employee.

A hostlie work environment results from harassing conduct that has the purpose or effect of trirgasonably interfering with an eniployee’s work perfonmance, or
creates an intimidating, hostile or offensive working environment.

Sexual harassment is a form of harassrnent that consists of making unwelcome sexual advances or requests for sexusl favors, or engaging In other verdal or
physical acts of a sexual ar sex-based nature where such conduct interferes with the employee’s work performarice or creates an Intimidating, hostile or offensive

working environment.

Sexyal harassment may alse occur where a supervisor/manager cemands that an employee/subcrdinate satisfy sexual demands in order to receive job benefits, to
continue employment, or as a basis for making any other employment decision. Such sexusl harassrent occurs between a manager/supervisor and an employee due
to the nature of the manager/subordinate relationship. A manager/supervisor for this purpose is someone who can affect or impact ar employee’s Lerms, conditions,
ar privileges of emplayment because hefshe can take or impact action such as hiricg, firing, promoting, disciplining, scheduling, training, or deciding how to
compensate that employee,

C. Retaliation Is any adverse action taken against ar individuat (applicant ar employee) because he or she filed a charge of discrimination, comiplained to the
University or a government agency about discrimination on the job, or participated In an employment discrimination proceeding (such as an internal investigatlon or
lawsuit), including as a witness, Retaliation also includes adverse action taken against someone who is associated with the Individual opposing the perceived
discrimination, such as a family mermber,

Examples of retaliation include termination, demoticn, refusal to promote, or any other adverse action that would discourage a reasonable person frem appesing
perceived discrimination,

D. Sexual assaultis 4 sexual acl against the will and without the consent of the employee-victim or where the employeg-victim s incapable of gwing consent. This
includes conduct that weould be considered crimiasl under the New York State Penal Code,

Discrimination, harassment, retaliation, and sexuzl assault are unacceptable in the workplace. This behavior violates University policy even when it does not constituse
a violation of law,

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

Any employee who believes that he or she has been a victim of disciimination, harassment, retalation or sexual assault prohibjted by this policy, or any employee who




has witnessed such discrimination, harassment, retaliation or sexual assault, should immediately report the circumstances in accordance with the procedure set forth
below. The University may investigate any conduct that vlolates this poficy, even In the absence of a complaint, and take remedial action where appropriate.

An employee may make a complaint to any of the indlviduals listed below:

a) The Office of Equal Opportunity ("CED"); or

b) The Human Resources Officer of the relevant Scheol or Administrative Department; or

¢) the Solutions Center; or

d) Any supervisar; or

e) If the alleged respondent is a faculty member, the Dean of the appropriate School or Faculty ot the Dean’s designee,

Complalnts may be submitted to OEQ by any of the fallowing methods:

» By phone at 212-998-2352

» By e-mail at equal.opportunity@nyu.adu;

* By completing an on-line camplaint form available at www.nyu.edu/eo; or

» By filing a complaint with an OEQ professional staff mernber at the OEQ, 726 Broadway, Rooms 71$-721, New York, New York 10003.

A contact List for Human Resources Officers of each Schoal and Department is available at RILp//www OYULSAU/C0
netps X

All complaints under this policy will be referred to the Human Resources Officer of the appropriate Sthool or Department for investigation and resolution, 1f the Human
Resources Officer has a personal relationship with the accused mdividual or otherwise has a conflicting interest, fre or she mnust forward it w the CEO.

Note Lo Libraries Division Employees: Al Libraries Division emplayees' complaints will be referred to the OEQ for Investigation,

The University encourages prompt reporting of complaints so that it may respond appropriately and concuct an investigation while the matter is freshest in witnesses’
memory and other evidence is most likely to be avallable, There js no fixed deadline for reporting discrimination, harassmertt, retaliation or sexual assault complants,
Because It s not always easy to interpret words or actions, employees are (urther encouraged (o bring forward any concerns under this policy befere they rise to the

level of violating the law,

Beapongipiitios of Managers and Sugarvigors

ILis imperative that managers and supervisors set the tone for the enforcernent of this policy. Managers and supervisors have a special oldigation not Yo engage In
discrimination, harassment, retalialion or saxual assault. All management and supervisory personnel have an affirmative cuty and are required to promptly report any
discrimination, harassment, retallation or sexual assaull that they observe, learn about from others, or reasonably suspect has occurred with respect to an employse.

III, INVESTIGATION AND DISPOSITION OF COMPLAINTS

(a) The investigation

The University will conduct a prompt, thorough and Impartial Investigation of & complaint as necessary and appropriate. The University will make every effort to
complete its investigation within thirty (30) days of a repert of discrimination or harassment. The investigator may find It necessary to extend the time period for
completing an investigation in some clrcumstances, e investigator will provide the complalnant, the alleged wrongdoer, and the business unit head with notice of
any extensior and give them a new timetable for complelion of the investigation.

The investigation will Include an interview with the alleged employee-victin, 1L also may Include interviews with the person who made the initial report, the
complainant (if not the allegad victim), the ailleged wrongdoer and/or any other person who may have information regarding the incident, each of whom is encouraged
to cooperate with any investigation. The Investigator may also review relevant documents,

The investigation process Is strictly Internal to NYU. Any ustion represented employee retains his or ker right to have union representation during the investigation
process,

(b} Findings and Recommaendations

the Investigator will report his or her findings to the person who mage the Iniklal report, the alleged victim of discrimination, harassment, retaliation or sexual assauit,
the alleged wrongdoer, and relevant managers and supervisors.
Where the Investigator concludes that a violation of this policy has occurred, the retevant School or Department will take promgt and appropriate remedial action,

including disciplinary action, Depending on the circumstances, disciplinary action may include (but is not imited to): reprimand/verbal counseling, training, censure,
removal of privileges, letters of warning or suspension, and dismissal. Discpline for a violation of this pallcy need not be progressive, so a first viclation of this policy

may warrant suspension or discharge,
(¢) The Investigatory File

Every complaint will trigger the creation of an investigatory file. The investigatory file will consist of the initial complaint, the final investigative report, including a
record of the remedial action to be taken, if any, and any documents created or used during the Investigation.

Far the duration of the investigation, the Human Resource Officer will maintain the investigatory file. Upon completion of the investigation, the Human Resource
Officer will transfer the file to the OEQ, Additionally, the OEO will record and maintain complaints in a database management (lle consistent with the NYU fiscal year
(September 1st « August 31st). The OEO wlll malntain records of all complalnts for a period of seven (7) years alter the conclusion of an Investigation,

(d) Responsibllities of Managers and Supervisors

In cases where an Investigation confirms a violation of this pclicy, management in the appropriate School or Department must ensure that the prescribed remedial
action, Including disciplinary action, is Implemented, Managers must provide confirmation to their Human Resources Officer within 14 days that the recommended
action has occurred, Only upon such confirmation wii the Human Resource Officer close the Investigatory file and forward it to the OEQ. Management is also
responsible for reqular monitoring to ensure that all remedial and/or disciplinary steps are completed and no further discrimination or harassment occurs in the work

etvironment,

IV, CONFIDENTIALETY

The University will maintain the confidentiality of the contplaint, and the privacy of the persons irvolved, to the grealest extent possible, consistent with its goal of
conducting a thorough and complete investigation and to the extant permitted by law.

V. NON-RETALIATION

Tie University will not in any way retallate against an individual who reports a perceived violation of this policy, participstes in any investigatlon, or vtherwlse opposes




perceived discrimination, harassmeont, or retaliation, Induding as a witness. It will also not retaliate against anyone associated with the Individual who engages in such
protected conduct, such as a family member.  NYU further will not tolerate retaliation by any employee. Retaliation s a serlous violation of this policy, as well as
federal, s1ate, and local law, Anyone who believes he/she Is a victim of retaliation should report the matter immediately according to the same pracedure provided In
this policy for making complaints of discrimination, harassment, or sexual assault. Any person found to have retaliated against another Individual will be subject ta the
same disciplinary action provided uner this policy for other violations,

VI. SEXUAL ASSAULT

The medical, emotional, and legal needs of a sexual assault victim may differ from those of ather harassment complainants. Sexual assault victims who are employees
should, therefore, In addition to filing a complaint under this policy, report the assault to the police and pursue counseling and other services avallable at the University,
Student employees may consult the Wellness Fxchange at 212-443-9999 for guldance on medical and counseling services. Employees should consult the Carebridge

Corparation at £-800-437-0911 for guidance on medical and counseling service referrals.

VII, CONSENSUAL RELATIONSHIPS

Consensual relatlonships involving sexual behavlor that Is welcorne and voluntary do not constitute sexual harassment under the law, Romantic relationships in
sitvations where one individual has greater power or authority over another, however, frequently resull in claims of harassment when the relationship ends, and
perceptions of favaritism while they continue, Such relationships are Inappropriate. A “consensual” relationship between a supervisor and a subordinate Is an example
of on mappropriate relationship, If a consensual refationship occurs, any stuation of authority must be discontinued and appropriate action may be taxen,

This poticy does not form a contract of any kind. Any comments or suggestions concerning this policy should be ferwarded to the Executive Director of the Office of
Equal Opportunity at equal.opportunity@nyu.edu.

About This Policy

Effective Date: August 12, 2012

Issuing Authority: Diane Yu, Deputy President

Responsible Officer: Mary Signor, Executive Director, Office of Equal Opportunity
Office Name: Office of Equal Opportunity

New York University is committed to maintaining a learning and working environment that is free of bias, prejudice, and harassment - an environment that supports,
nurtures, and rewards career and educational sdvencement on the basis of ability and performance, Harassment based upon race, gender and/or gonder idantity or
expression, color, creed, religion, age, national orign, ethnicity, disabilty, veteran or military status, sex, sexual orientation, marital status, citizenship status, or any
other legally protected basls s prohibited by law and undermines the character and purpese of the University. Such harassment is lllegal and aganst University policy,
and will not be tolerated,

employees in codes 100/11¢, 102/112, 103/113, 104/114, 106/116, 1077117, 115, 111, 101, 130, 131,

Any cormments ar suggestions concel

rning this policy should be forwarded to the Executive Director of the Office of Eguat Opportunity at 2qual oprortunity@ovy.edy
{malie:eaual.op) 2




