




THE P O R T O F NEW Y O I ^ S A U T H O R I T Y 

Office of E x e c u t i v e D i r e c t o r 

O F F I C E MEMORANDUM 5-68 

J u n e 20, 1968 

EQUAL OPPORTUNITY IN THE PORT AUTHORITY 

The P o r t Au tho r i t y ha s a v i t a l s t a k e in the c u r r e n t s t r u g g l e s of 
the m i n o r i t y g r o u p s in ou r co rnmuni ty to a c h i e v e e q u a l i t y in e m p l o y m e n t , 
hous ing and e d u c a t i o n , and to gain conrimunity a c c e p t a n c e . Our c o n t i n u i n g 
c o n c e r n for the s u c c e s s of t h e s e e f fo r t s is b a s e d not only on c o n s i d e r a t i o n s 
of h u m a n j u s t i c e and the b a s i c r i g h t s of a l l c i t i z e n s , but a l s o on t h e fact 
tha t our g o v e r n m e n t a l r e s p o n s i b i l i t i e s in the i m p r o v e m e n t of t r a n s p o r t a t i o n 
a n d the p r o m o t i o n of t r a d e in the P o r t D i s t r i c t a r e in a v e r y d i r e c t v/ay 
c o n d i t i o n e d by the s u c c e s s f u l r e s o l u t i o n of t h e s e p r o b l e m s . 

In a r e c e n t Weekly R e p o r t , I had t h e p l e a s u r e of r e p o r t i n g to 
the C o m m i s s i o n e r s on the p r o g r e s s of s o m e p r o g r a m s and p r o j e c t s w h i c h 
a r e now being c o n d u c t e d by the P o r t A u t h o r i t y in c o o p e r a t i o n wi th s u c h 
o u t s i d e a g e n c i e s a s the Nat ional A l l i a n c e of B u s i n e s s m e n , The New^ Y o r k 
Coa l i t i on and the N e i g h b o r h o o d Youth C o r p s . , and on ou r e f fo r t s to a s s u r e 
a d e q u a t e m i n o r i t y r e p r e s e n t a t i o n a m o n g the w o r k e r s h i r e d by o u r c o n t r a c t o r s . 
T h e s e u n d e r t a k i n g s follov/ s e v e r a l y e a r s of c o n d u c t i n g t r a i n i n g p r o g r a m s for 
d i s a d v a n t a g e d p e r s o n s on beha l f of the Ci ty of New York in i t s a n t i - p o v e r t y 
p r o g r a m . I b e l i e v e tha t a l l of t h e s e a r e c r i t i c a l l y i m p o r t a n t a c t i v i t i e s and 
tha t our p a r t i c i p a t i o n is in keep ing wi th the P o r t A u t h o r i t y ' s l e a d e r s h i p r o l e 
in the P o r t D i s t r i c t . E v e r y m e m b e r of staff shou ld be a w a r e of t h e m a n d , 
t h e r e f o r e , I a m a t t a c h i n g a r e p r i n t of the Weekly R e p o r t a r t i c l e w^hich I 
m e n t i o n e d at the beg inn ing of th i s p a r a g r a p h . 

In m y m e m o r a n d u m of M a r c h 4, 1968, on t h i s y e a r ' s M a n a g e m e n t 
O b j e c t i v e s , I ca l l ed , to the a t t e n t i o n of D e p a r t m e n t D i r e c t o r s the n e e d for ' 
t h e m to deve lop s p e c i f i c p r o p o s a l s wh ich would be r e s p o n s i v e to p r o v i d i n g 
equa l o p p o r t u n i t i e s for a l l of our fe l low c i t i z e n s , r e g a r d l e s s of the c i r c u m ­
s t a n c e s of t h e i r b i r t h , c o l o r and e c o n o m i c , c u l t u r a l o r e d u c a t i o n a l b a c k g r o u n d s 

T o w a r d the s a m e end, the P e r s o n n e l D i r e c t o r h a s e s t a b l i s h e d an 
A d v i s o r y C o m m i t t e e on Equa l E m p l o y m e n t O p p o r t u n i t y c o n s i s t i n g of m e m b e r s 
of m a n a g e m e n t , c l e r i c a l , o p e r a t i o n s and m a i n t e n a n c e p e r s o n n e l . The p u r p o s e 
of t h i s g r o u p is to a d v i s e the P e r s o n n e l D i r e c t o r a n d the staff of h i s d e p a r t -
nnent on m a t t e r s a f fec t ing the h i r i n g and p r o m o t i o n of m i n o r i t y g r o u p m e m b e r s . 
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The work of this c o m m i t t e e shou ld h e l p p r o v i d e a b e t l o r u n d e r s t a n d i n g of 
h ^ ^ p r o b l e m s faced by m i n o r i t y g r o u p m e m b e r s in e m p l o y m e n t . 

The m a j o r p a r t of the job , h o w e v e r , f a l l s to ind iv idua l m a n a g e r s 
ind D e p a r t m e n t D i r e c t o r s t h r o u g h o u t the P o r t A u t h o r i t y , I u r g e e a c h of you , 
n add i t i on to c o o p e r a t i n g with the m e m b e r s of the A d v i s o r y Connnnit tee, to 
r a n s l a t e t h i s effor t t o y o u r own a r e a s of r e s p o n s i b i l i t y . Ennp loyees f r o m 
l i s a d v a n t a g e d b a c k g r o u n d s shou ld be e n c o u r a g e d to p a r t i c i p a t e in P o r t A u t h o r i t y 
r a i n i n g p r o g r a m s and in the E d u c a t i o n Refund P r o g r a m . T h e r e shou ld be an 
i w a r e n e s s tha t newly h i r e d e m p l o y e e s w h o s e p r e v i o u s w o r k e x p e r i e n c e h a s 
)een in a d i f ferent s e t t i n g m a y find o u r e n v i r o n m e n t s t r a n g e and un fann i l i a r . 
rhey should be s u p p o r t e d , e n c o u r a g e d , and g iven ind iv idua l h e l p . 

O v e r m a n y y e a r s , the P o r t A u t h o r i t y had d e v e l o p e d and e n f o r c e d 
po l icy p r o h i b i t i n g d i s c r i m i n a t i o n in the h i r i n g a n d p r o m o t i o n of i n d i v i d u a l s 

• n the b a s i s of r a c e , r e l i g i o n o r e thn ic b a c k g r o u n d . Our a d h e r e n c e to t h i s 
)olicy is r e f l e c t e d in the r e p r e s e n t a t i o n in the P o r t A u t h o r i t y of m e m b e r s of 
11 g r o u p s . 

N e v e r t h e l e s s , in t h i s p e r i o d of g r e a t c r i s i s in ou r c i t i e s and in 
he P o r t c o m m u n i t y , we m u s t in t ens i fy o u r e f fo r t s in i m p l e m e n t i n g th i s p o l i c y . 
;;qual o p p o r t u n i t y canno t be wi l l ed by the wave of a wand; it b e c o m e s a r e a l i t y 
nly as a r e s u l t of the jo in t e f fo r t s of a l l m e r r i b e r s of staff to a s s u r e tha t 
a i i ^ ^ i t y g r o u p s l e a r n of j ob o p p o r t u n i t i e s , a r e g iven he lp in c o m p e t i n g for 
n ^ B i c e leve l and p r o m o t i o n a l t e s t s , and a r e w e l c o m e d to t h e w o r k e n v i r o n -
aen t with open h e a r t s and open m i n d s . S o m e s t r e s s e s a n d s t r a i n s wil l u n -
oub ted ly deve lop in the p r o c e s s . The full and s y m p a t h e t i c c o o p e r a t i o n of 
11 s u p e r v i s o r s at all l eve l s is n e e d e d . I e s p e c i a l l y a s k D e p a r t m e n t D i r e c t o r s 
nd F a c i l i t y M a n a g e r s to a s s u m e p e r s o n a l r e s p o n s i b i l i t y for ex tend ing a l l 
o s s i b l e h e l p . ] have a l s o a s k e d t h e D i r e c t o r of P e r s o n n e l to k e e p m e i n -
: ) rmed of d e v e l o p m e n t s and to r e p o r t to m e on a r e g u l a r b a s i s on the p r o g -
e s s that is be ing m a d e . 

A u s t i n J . Tobiji 
E x e c u t i v e D i r e c t o r 

t t a c h m e n t 
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In add i t i on to ou r c o o p e r a t i o n wi th NAB, wc have r e a c h e d an 
I n d e r s t a n d i n g wi th the N e i g h b o r h o o d Youth C o r p s to p l a c e 20 young m e n 

and w o m e n b e t w e e n the a g e s of 16 and 22 in s e m i - s k i l l e d p o s i t i o n s 
th roughou t the o r g a n i z a t i o n . Af ter final a r r a n g e n n e n t s have b e e n c o m p l e t e d 
the P o r t A u t h o r i t y will emp loy the 20 you ths for a m a x i m u m of s i x m o n t h s 
beg inn ing s o m e t i m e th i s s u n a m e r . T h r e e o t h e r g r o u p s \vill be a d d e d 
du r ing the t v / o - y e a r t e r m of the a g r e e m e n t . 

S a l a r i e s P r o v i d e d By Youth C o r p s 

T h o s e a t t end ing school wil l w o r k a m a x i m u n n of a l O - h o u r w e e k , 
t h o s e not in s choo l a m a x i m u m 3 0 - h o u r w e e k . T h e i r s a l a r i e s wi l l be 
p r o v i d e d by the Youth C o r p s . The P o r t A u t h o r i t y wi l l p r o v i d e the j obs 
and the t r a i n i n g . S o m e will l e a r n how to o p e r a t e dup l i c a t i ng a n d c o l l a t i n g 
m a c h i n e s , s o m e the o p e r a t i o n of t h e Ma i l R o o m , O t h e r s wil l w o r k in t h e 
Pho to L,ab, t h e c a f e t e r i a s at o u r f a c i l i t i e s , o r in c l e r i c a l j o b s . 

A n o t h e r p r o g r a m at t h e Bus T e r m i n a l i n v o l v e s the e m p l o y m e n t 
of 14 tax i a t t e n d a n t s , age 15 to 17 ( p l e a s e s e e Weekly R e p o r t of A p r i l 29 , 
1968). The t e e n a g e r s , who m u s t be a t t e n d i n g s c h o o l , open t a x i d o o r s , 
he lp with l u g g a g e , s u m m o n r e d c a p s and supp ly i n f o r m a t i o n . E a c h w o r k s 
about 15 h o u r s a w e e k at $ 1 . 6 0 an h o u r . T h e s e a t t e n d a n t s h a v e shown 
e n t h u s i a s m for t h e i r j obs and the p a t r o n s have shown e n t h u s i a s m for t h e i r 

r v i c e . It i s w o r k i n g out wel l f r o m e v e r y point of v i ew. 
# 

A s s u r i n g a d e q u a t e nninor i ty g r o u p r e p r e s e n t a t i o n in t h e c o n ­
s t r u c t i o n of l a r g e publ ic p r o j e c t s h a s b e e n a m a t t e r of c o n c e r n to a l l 
publ ic a g e n c i e s in t h i s a r e a - - f e d e r a l , s t a t e and l o c a l a s we l l a s t h e 
P o r t A u t h o r i t y . In connec t i on wi th the Wor ld T r a d e C e n t e r p r o j e c t , 
add i t iona l e f fo r t s a r e being m a d e to i n c r e a s e t h e l ik l ihood of an a p p r o ­
p r i a t e r e p r e s e n t a t i o n of m i n o r i t y g r o u p w o r k e r s h i r e d by ou r c o n t r a c t o r s . 
E a c h c o n t r a c t o r ha s been r e q u i r e d t-o s u b m i t a s t a t e m e n t d e s c r i b i n g wha t 
wil l be done to a s s u r e that qua l i f i ed m i n o r i t y g r o u p m e m b e r s a r e h i r e d . 
The Wor ld T r a d e D e p a r t m e n t ha s been u t i l i z ing the s e r v i c e s of R E S T O R E , 
a c o m m u n i t y a g e n c y in B e d f o r d - S t u y v e s a n t , to r e f e r w o r k e r s to o u r c o n ­
t r a c t o r s . We have b e e n i n t e r v i e w i n g c a n d i d a t e s for the job of " C o n t r a c t 
C o m p l i a n c e O f f i c e r . " It will be th i s O f f i c e r ' s j ob to aud i t t h e r e p r e s e n t a ­
t ion of m i n o r i t y g r o u p m e m b e r s on the s taf fs of T r a d e C e n t e r c o n t r a c t o r s . 

I h a v e a l s o had the p r i v i l e g e of c o n d u c t i n g a l u n c h e o n on beha l f 
of the Urban C o a l i t i o n and the U r b a n L e a g u e . The U r b a n L e a g u e r e p o r t s 
tha t it was the m o s t s u c c e s s f u l such even t tha t they have p a r t i c i p a t e d in . 
This m e e t i n g , a t t e n d e d by s o m e of the l e a d e r s in the f ie lds of t r a n s p o r t a ­
tion and c o n s t r u c t i o n , w a s de s igned to i n t e r e s t b u s i n e s s m e n in s u p p o r t i n g 
the " S t r e e t A c a d e m i e s , " a p r o g r a m s p o n s o r e d by the U r b a n L e a g u e , 

^ f c h r o u g h t h e s e A c a d e m i e s , m o r e than 700 t e e n a g e " u n e m p l o y a b l e s " h a v e o r 
^ ^ e r e c e i v i n g s p e c i a l e d u c a t i o n , "More t h a n 100 g r a d u a t e s of t h e p r o g r a m 

a r e now e n r o l l e d in c o l l e g e . 
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THE PORT AUTHORITY OF NEW YORK AND NEW JERSEY 

Office of Executive Director 

OFFICE MEMORANDUM - 10-83 

August 31, 1983 

EQUAL OPPORTUNITY AND AFFIRMATIVE ACTION 

It is the policy of The Port Authority of New York and New Jersey 
that equal opportunity be assured in its personnel system in accordance 
with Title VII of the Civil Rights Act of 1964, as amended by the Equal 
Employment Opportunity Act of 1972, and affirmative action be provided 
in its administration. 

The Port Authority is committed to ensure equal opportunity 
for all persons on the basis of merit and fitness and without discrimination 
because of race, color, creed, national origin or ancestry, marital or 
military status, age, sex, political or religious affiliation, or a dis­
ability that does not interfere with the ability to do the work required. 
Equal Opportunity is an integral part of every aspect of personnel 
policy and practices in the recruitment, employment, advancement and 
treatment of employees and applicants for employment to the maximum 
extent possible. 

The Port Authority recognizes that Equal Employment Opportunity 
requires more than passive non-discrimination. Consistent with our goal 
of excellence in all of our endeavors, we seek a diverse, talented and 
dedicated staff that is broadly reflective of the population of the 
region we serve. Toward this end, we have established an affirmative 
action program which is designed to be active, on-going, and results-
oriented in achieving full and equal opportunity goals through the 
recruitment and appropriate representation of minorities, women and the 
handicapped in all occupational categories and at all organizational 
levels. Affirmative action is a tool to eliminate any artificial barriers 
that may adversely impact upon minorities, women, and the handicapped; 
to provide a climate that ensures the development of their potential to 
the fullest extent possible; and to provide more opportunities for their 
employment and advancement to increased levels of responsibility and 
pay. 

An Equal Opportunity Council advises the Executive Director 
and the Personnel Director In the formulation, coordination and effective 
implementation of plans, policies and programs relating to affirmative 
action in all departments. The Council is presently chaired by Louis J. 
Gambaccinl, Assistant Executive Director/Director of Administration, and 
is currently comprised of eleven other members including: Paul Blanco, 
Assistant Manager, Accounting Division; Michael Bucclero, Assistant 
Director, Public Affairs Department; Ernesto Butcher, Manager, George 
Washington Bridge; Katy MacKay, Executive Assistant to the Executive 



Director; Albert Moncure, Director, General Services Department; Rlno 
Monti, Chief Engineer; Thomas 0*Kane, Assistant Personnel Director 
(Affirmative Action Administrator); Edward O'Malley, Personnel Director; 
Joseph Vanacore, Director, Tunnels, Bridges & Terminals Department; 
Sandra VandeWalle, Chief, Contracts Division, Law Department; and Marvin 
Weiss, Director, Office of Minority Business Development. The Equal 
Opportunity Council meets monthly to monitor the current status of 
affirmative action programs and to suggest changes and/or new approaches, 
as needed, to assure that equal employment opportunity objectives are 
met. 

The Personnel Department conducts periodic studies of the 
composition of the work force by sex and minority Identity for all 
occupational groups and organizational levels; and develops, implements 
and administers recruitment, training and promotion programs designed to 
eliminate underrepresent altion and underutilizatlon of minorities, women 
and handicapped Individuals. The Personnel Director issues annual 
reports to each Department Director Identifying areas in which minorities 
and women are uhderrepresented and/or underutilized, and establishes 
guidelines for the preparation of annual affirmative action plans by 
each department to remedy such deficiencies that may exist. The Personnel 
Director also designates an Affirmative Action Administrator to oversee 
the development of plans; to monitor results achieved; and to report 
periodically to the Equal Opportunity Council on problems identified and 
progress achieved in addressing them. 

It is the responsibility of each Department Director, in close 
cooperation with staff of the Personnel Department, to develop an annual 
written affirmative action plan for addressing occupational areas and 
organizational levels where underrepresentatIon of women and minorities 
have been identified. 

Department Directors also are responsible for Informing their 
staff of their commitment to affirmative action plans and for effecting 
them. Further, Department Directors are strongly urged to communicate 
available job vacancies and training opportunities to their employees 
through the issuance of Promotion Opportunity Bulletins and the dissemina­
tion of information on training programs, and to ensure that maximum 
efforts are made to identify qualified minority, women and handicapped 
candidates for consideration. 

A copy of this policy statement is to be posted on all department 
and facility bulletin boards and is to be made available, upon request, 
to all employees, union representatives. Port Authority employees, 
applicants for employment and all recruiting sources. 

/ i ^ y^^Xaj 
Peter C. Goldmark, Jr. 
Executive Director 



THE PORT AUTHORITY OF NEW YORK AND NEW JERSEY 
Office of the Executive Director 

OFFICE MEMORANDUM - 8-87 

March 27, 1987 

EQUAL OPPORTUNITY AND AFFIRMATIVE ACTION 

Equal Employment Opportunity and Affirmative Action are integrally 
linked to fulfilling the mission and goals of the Port Authority. We need 
to sustain and Increase our efforts In this area since it is vital to our 
agency that opportunities be provided for women, minorities and the disabled 
to share more fully in the projected job and business growth for this region. 

The Executive Director's August 1983 Office Memorandum (10-83) 
affirms the Port Authority's dedication and commitment to equal employment 
opportunity for all persons. This continues to be our guiding policy as 
required by the Constitution and Title VII of the Civil Rights Act of 1964 
as amended by the Equal Employment Opportunity Act of 1972. The Port Authority 
has an ongoing commitment to equal employment opportunity in all personnel 
matters including recruitment, hiring, compensation, promotion, and all 
other conditions of.employment. To achieve our goal of excellence in all 
of our endeavors, we seek a talented, dedicated and diverse staff that 
is broadly reflective of the labor pool of the region which we serve. 
It is also the Port Authority's policy as a major public employer to tap 
into and develop those human resources that are underutilized in our region. 
Consistent with this policy is our Affirmative Action Program designed 
to achieve full and equal employment opportunity through the appropriate 
representation of women, minorities and disabled persons throughout the 
organization. 

The Port Authority is faced with the challenge of meeting increased 
demands for its services at a time when our agency may experience increased 
loss of highly experienced staff due to retirement. I have asked Katy 
MacKay and Ed O'Malley to meet with each Department Director regarding 
the development of specific succession plans and the identification 'of 
women and minority group members who possess the ability and qualifications 
to serve in middle and executive level positions as part of those plans. 
Effective utilization of personnel resources such as Succession Planning, 
Executive Development, Supervisory Academy and Influx, will continue to 
provide opportunities to recruit and develop well-qualified individuals 
whose new ideas and creative approaches will help solve the complex issues 
facing our agency. 

During the past ten years, there has been a marked improvement 
in the representation and advancement of women and minorities in managerial 
positions. We have, however, a continuing goal to encourage their increased 
representation in the middle and executive level ranks. Good human resource 
management strategies should enable us to meet this objective while also 
providing promotional opportunities, based on merit, for all deserving 
and talented staff. 
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In addition, we must accelerate our staff replacement efforts 

in facility operations, police, and maintenance areas. High turnover resulting 
from retirements, together with escalating demands for facility services, 
requires us to strengthen our current recruitment and development efforts. 
With additional focus from line department management and the support of 
the Personnel Department, every effort will be made to Improve opportunities 
for the employment and advancement of women, minorities and disabled individuals 
in our facility work force. 

As these programs continue in the future, I would expect to 
see women, minorities and disabled persons appropriately represented in 
all occupational categories and all prganizational levels. Our commitment 
to equal employment opportunity and/affirmative action principles is strong, 
serious and ongoing. 

,\ Stephen Merger 
' Executive^irector / 

<f 
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Subject: Office of the Executive Director Announcement: Equal Employment Opportunity Policy (PA 
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THE PORT AUTHORITY OF NEW YORK AND NEW JERSEY 

Office of the Executive Director 

Office Memorandum #05-02 

January 11, 2005 

Equal Employment Opportunity Policy 

The Port Authority has maintained a long-standing commitment to equal employment opportunity for all 
employees and applicants for employment. This commitment is reflected in the Executive Director's Office 

^Memoranda dated June 20, 1968 (#5-68), August 31, 1983 (#10-83), and March 27, 1987 (#8-87). Though 
^Pibsequent statements of policy have evolved from these prior Memoranda in accordance with applicable law, 

their consistent theme-a firm dedication to equal employment opportunity-shall remain. 

The Port Authority of New York and New Jersey once again reaffirms its long-standing commitment to 
providing equal opportunity in all employment matters, including, but not limited to, recruitment, selection, 
promotions, compensation and training. It also has been, and shall remain, the policy of the Port Authority to 
promote fair and equitable treatment of all employees and applicants for employment and to comply with the 
applicable laws and regulations governing equal employment opportunity. In keeping with this policy, the Port 
Authority will recruit, hire, train, and promote qualified persons in all job classifications without regard to race, 
color, religion, sex, national origin, age, disability, or any other federally protected category. 

As we continue to achieve excellence in all of our public service endeavors, we seek a talented, dedicated and 
diverse workforce that is broadly reflective of the working population of the region which we serve. It is also the 
Port Authority's policy as a major public employer to develop and draw from those human resources that reside 
in the communities of our region. Consistent with this policy, the agency's employment efforts will continue to 
advance full and equal employment opportunity through the appropriate representation of women, minorities and 
individuals with disabilities throughout the organization. As recently acknowledged by the United States 
Supreme Court, "... major American businesses have made clear that the skills needed in today's increasingly 
global marketplace can only be developed through exposure to widely diverse people, cultures, ideas and 
viewpoints." 

m 
Today, the Port Authority is faced with the challenge of meeting increased demands for its services at a time 

hen our agency has experienced loss of long-tenured, highly skilled staff To address this concern, human 
sources professionals will meet with their client department directors regarding the development of succession 

plans that support a diverse workforce in all occupational categories and organizational levels. Effective 



utilization of human resources programs including the Port Authority's Center for Learning and Achievement; 
the Field Supervisory Development Program; Maintenance/Technical Skills Programs; Executive, Management 
and Supervisory Development Programs and our various trainee programs will continue to provide opportunities 

recruit and develop well-qualified individuals whose ideas and creative approaches will help solve the complex 
jsues facing our agency. 

The Port Authority will also continue to provide each employee with an equal opportunity to work in an 
environment ft"ee from harassment where they can contribute and remain productive. Harassment by supervisors 
or co-workers on the basis of race, color, religion, sex, nafional origin, age, disability, or any other federally 
protected category is an unlawful employment practice prohibited by the Port Authority. Harassment is defined 
as verbal or physical conduct interfering with an individual's work performance or creating an intimidating, 
hostile, or offensive working environment. Harassment based on race, color, or national origin includes ethnic or 
racial slurs and other verbal or physical conduct related to a person's race, color, or national origin. Sexual 
Harassment, which is specifically covered in the Executive Director's Office Memorandum dated January 16, 
2003 (#03-01), includes unwelcome sexual advances, requests for sexual favors, and other verbal and physical 
conduct of a sexual nature. Harassment on basis of sexual orientation is similarly prohibited by the Port 
Authority. Employees should also refer to the General Rules and Regulations for All Port Authoritv Emplovees 
regarding relations with fellow employees and the long-standing policy that employees can be disciplined with 
penalties up to and including termination fi-om employment for engaging in conduct found to violate the General 
Rules. 

All employees are reminded that, if you believe you have been denied an equal employment opportunity or have 
been discriminated against or harassed based on your race, color, religion, sex, national origin, age, disability, or 
any other federally protected category, you should contact the Port Authority's Office of Equal Opportunity in 
the Human Resources Department (225 Park Avenue South, 10* Floor, New York, NY 10003, (212) 435-

845). Further each Department has designated a Department and/or Facility Employee Complaint 
epresentative to provide an additional resource for employees to pursue concerning these highly sensitive 

issues. A list of the Employee Complaint Representatives is maintained on the Port Authority's e-Net on the web 
page of the Human Resources Department's Office of Equal Opportunity. Alternatively, you may choose to 
discuss your concerns with your supervisor or manager or you may bypass your supervisor or manager and go 
directly to the n«ct-higher level(s) of authority within your department. Each complaint will be reviewed and, if 
necessary, a prompt, thorough, and objective investigation will take place. Your complaint will be kept 
confidential to the extent possible. If, after investigation, the Port Authority beheves that there has been a 
violation of its policy against discrimination and harassment, disciplinary action may be taken against the 
offender, up to and including termination of employment. Employees have the right to refer compl^nts, and to 
participate in the complaint process concerning violations of this policy, without being subjected to either 
intimidation or retaliation of any form. 

Managers and supervisors at all levels are also responsible for ensuring the effectiveness of this policy throughout 
the Port Authority. Thus, managers and supervisors need to understand both the purpose and applicafion of this 
policy in order to enforce the policy objectives and to work with the Human Resources Department's Office of 
Equal Opportunity to maintain an environment free from discrimination and harassment. 

A copy of this poHcy statement is to be posted on the Port Authority's e-Net and facility bulletin boards and be 
made available upon request to all employees, employee representatives, applicants for employment, and 
recruiting sources. 
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« riginal signed by/ 



Kenneth J. Ringler, Jr. 
Executive Director 
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