NASSAU COUNTY INTERIM FINANCE AUTHORITY (“NIFA”)
ANTI-RETALIATION POLICY
Adopted May 2, 2007

PRELIMINARY STATEMENT

The Authority is committed to a professional working environment and the prevention of
discrimination, harassment, violence, malfeasance, misconduct, wrongdoing and/or any
other unethical conduct in the workplace. The Authority prohibits acts of Retaliation
against any Employee or Former Employee who files a complaint, provides information
or otherwise assists in an investigation regarding acts of discrimination, harassment,
violence, malfeasance, misconduct, wrongdoing and/or unethical behavior in the
workplace.

SCOPE

This policy is applicable to all Authority Employees and Former Employees, as defined
below, and prohibits Retaliation against any Employee or Former Employee who
exercises his/her rights under law and/or as outlined herein. This Anti-Retaliation Policy
is not intended to supplant, but rather complement and supplement, existing NIFA
policies.

DEFINITIONS

As used in this Anti-Retaliation Policy, the following terms have the following meanings:
1. “Authority” or “NIFA” means the Nassau County Interim Finance Authority.

2. “Code of Ethics and Conduct” means the “Code of Ethics of the Nassau County

Interim Finance Authority” dated May 4, 2006, as the same may be amended or
supplemented from time to time.

3. "Employee™ means any person employed by the Authority and any Director of the
Authority.
4. “Employee Handbook™ means the policies, principles and procedures established

for Employees of the Authority, as periodically updated.

5. “Former Employee” means any person who is no longer an Employee of the
Authority.
6. “Retaliation” means acts or omissions taken in response to reports made pursuant

to this policy, including but not limited to discrimination, harassment, discharge,
demotion, suspension, threats and negative job references.



REPORTING

Employees and Former Employees are encouraged to report, provide information or
otherwise assist in the investigation of actual, potential or suspected violations of the
Code of Ethics and Conduct, the Employee Handbook and/or any other applicable laws,
policies or regulations governing Employee or Former Employee behavior, including this
Anti-Retaliation Policy. Early reporting and intervention is encouraged in order to
minimize the possibility of continued violations.

Depending on the circumstances, Employees and Former Employees may, in good faith,
report alleged violations to the General Counsel, the Executive Director, the NIFA
Chairman or the Finance and Internal Controls Committee (each defined as a “Reporting
Entity”) either in person, via email or other form of writing. Reports of alleged violations
will be kept confidential, except to the extent reasonably necessary to conduct an
investigation, as set forth below. Reports may also be made anonymously; however, a
lack of sufficient, specific information may adversely affect the ability to conduct a
meaningful investigation of the alleged violation.

INVESTIGATIONS

Upon notification of an alleged violation of the law and/or the Authority’s policies and/or
regulations governing Employee and Former Employee behavior, including acts of
Retaliation, the Reporting Entity will promptly investigate or cause the investigation of
such violation, as appropriate under the circumstances. In no event shall any person who
is alleged to be involved in the alleged violation or Retaliation supervise or conduct the
investigation. The investigation, which will be conducted through interviews with the
reporting Employee or Former Employee and/or other Employees or Former Employees,
as well as through the required production and review of relevant documentation and
such other steps as are determined appropriate by the official conducting or supervising
the investigation, will seek to ascertain whether such violation occurred.

Employees alleged to have violated this Anti-Retaliation Policy will be given an
opportunity to be heard during the investigation process.

Upon the conclusion of an Investigation, the Reporting Entity shall review the findings of
the investigation with the Executive Director (unless he is the subject of the Investigation,
in which case the finding shall be discussed directly with the Chairman), and shall
promptly make a recommendation to the Chairman as to what disciplinary action, if any,
should be taken. Such recommendation will be communicated to the appropriate
supervisor and any other affected Employees, as necessary.



The Authority will maintain a written record of each report and how it was investigated
and resolved. The Authority will endeavor to maintain the confidentiality of such written
record, to the extent possible and appropriate.

REMEDIES

Investigations of violations that are determined to be substantiated, or knowingly false
reports of violations under this Anti-Retaliation Policy, will result in disciplinary action,
including but not limited to issuance of written warnings, corrective action, restitution,
change of employment status, training, counseling, suspension without pay, or
termination.



