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UNITED STATES DISTRICT COURT
SOUTHERN DISTRICT OF NEW YORK

EQUAL EMPLOYMENT OPPORTUNITY CIVIL ACTION NO.

COMMISSION, 13-CV-6088 (JPO)
Plaintiff: |

KEISHA WATKINS, MELANIE DEMICCO,
ANNA QUITORIANO, NILSA LOPEZ,

Plaintiff-Intervenors;
-against-
VAMCO SHEET METALS, INC.,

Defendan;c.

CONSENT DECREE
On August 29, 2013, the EEOC filed this action under Title VII of the Civil Rights Act of

1964 and Title I of the Civil Rights Act of 1991 alleging unlawful employment practices on the
basis of sex and to provide appropriate relief to Kesha Watkins, Melanie DeMicco, Anna
Quitoriano, Nilsa Lopez (collectively, “Intervenors™), and other female employees who allege
they were affected by such unlawful practices. The EEOC’s Coxﬁplaint states that Defendant
violated Title VII of the Civil Rights Act of 1964 when it discriminated against Intervenors and a
group of other female employees as to the terms, conditions, or privileges of their employment
and discharged them because of their sex.

On December 19, 2013, Intervenors filed a motion to intervene in this action with claims
under Title VII of the Civil Rights Act of 1964, the New York State Human Rights Law, the
New York City Human Rights Law, the Fair Labor Standards Act, and the New York State
Labor Law seeking injunctive relief and an award of damages to compensate Intervenors.

Intervenors state in their proposed complaint that Defendant discriminated against Intervenors by
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discharging them because of their sex, and refusing to provide Melanie DeMicco with reasonable
break time or adequate facilities to express breast milk.

This Decree and compliance with it shall not be construed as an admission by Defendant
of any liability whatsoever or as an admission by Defendant of the violation of the individuals’
rights, a violation of any statute or any discrimination against the class membefs. This Consent
Decree applies to Vamco Sheet Metal, Inc., currently located at 3090 Route 9, Cold Spring, New
York 10516.

In consideration of the mutual promises of each party to this Decree, the sufficiency of
which is hereby acknowledged, it is agreed and IT IS ORDERED, ADJUDGED, AND
DECREED AS FOLLOWS:

PART I GENERAL PROVISIONS
A. Purpose of this Decree

1. The EEOC, Intervenors, and Defendant desire to settle this action, and therefore
do hereby stipulate and consent to entry of this Decree as final and binding between the parties.
2. The Decree resolves all issues that were raised in the EEOC’s Complaint,
Intervenors’ proposed complaint, and EEOC Charges of Discrimination filed by Intervenors
(Nos. 520-2009-04502C, 520-2011-00749C, 520-2011-00878C, and 520-2011-00899C), which
served as the jurisdictional prerequisite in this case. This Decree in no way affects the EEOC’s
right to process any pending or future charges that may have been or will be filed against
Defendant, and to commence civil actions on any such charges.

3. The EEOC, Intervenors, and Defendant agree that this Court has jurisdiction over
the subject matter of this litigation and the parties, that venue is proper, and that all
administrative prerequisites have been met. No party will contest the validity of this Decree or

the jurisdiction of the federal district court to enforce this Decree and its terms.
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4, The terms of this Decree represent the full and complete agreement between
Plaintiff EEOC and Defendant Vamco in this matter. The parties agree that this Decree may be
entered into without Findings of Fact and Conclusions of Law being made and entered by the
Cout.

B. Computation of Time

When a period of time is stated in days, or a longer unit of time, exclude the day of the
event that triggers ’-che period, count every day including weekends and federal holidays, and
inchude the last day of the period, but if the last day is a weekend day or federal holiday, the
period continues to run until the end of the next day that is not a weekend day or federal holiday.

C. Applicability of Decree to Successors and Assigns or Upon Purchase, Mei‘ger or
Consolidation

Before Defendant finalizes any sale, transfer, or merger of its business or a substantial
portion of its assets, it shall provide a copy of this Decree to the prospective buyer, transferee, or

merger partner.

D. Amendments to this Decree

By mutual consent of the parties, this Decree may be amended in the interests of justice
and fairness and to facilitate execution of this Decree’s provisions. No waiver, modification, or
amendment of any provision of this Decree will be effective unless made in writing, approved by
all parties to this Decree, and approved or ordered by the Court.

E. Severability

If one or more provisions of this Decree are rendered unlawful or unenforceable as a
result of a legislative act or a decision by a court of competent jurisdiction, the following will
apply to insure that this Decree continues to effectuate the intent of the parties. The provisions

of this Decree which are not rendered unlawful, unenforceable, or incapable of performance as a
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result of such legislative act or court decision will remain in full force and effect and the parties
responsibilities will not abate as to any and all provisions that have not been rendered unlawful
or unenforceable, except to the extent that the intent of this Decree would be undermined.

F. Breach of Decree / Cure Provision

Nothing in this Decree will be construed to preclude the EEOC from bringing
proceedings to enforce this Decree, subject to the terms of this Section below, if Defendant fails
to perform any of the terms contained herein. This Decree will be construed by this Court under
federal law.

The Parties agree to engage in a good-faith effort to resolve any disputes that occur under
this Decree. In the event that the EEOC believes that Defendant has failed to comply with any
provision(s) of this Decree, it shall notify Defendant of the non-compliance. If requested, the
EEOC will provide Defendant with a written summary of the non-compliance. The EEOC will
afford Defendant a reasonable time of not less than ten days to remedy the non-compliance. If,
after the reasonable time has lapsed the EEOC still believes, in good faith, that Defendant has not
remedied the non-compliance, the EEOC may then seek the Court’s intervention.

The BEEOC is free to approach the Court at any time if it believes that immediate action is
necessary in ordet to protect the public interest.

G. Notices

Except as otherwise provided for in this Decree, all notifications, reports, and
communications to the parties required under this Decree will be made in writing and will be
sufficient if they are both Emailed and sent by regular mail to the following persons (or their

designated successors):
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For EEOC: Consent Decree Monitor
Equal Employment Opportunity Commission
33 Whitehall Street, 5th Floor
New York, NY 10004
decreemonitor.nydo@eeoc.gov

For Intervenors: Jelena Kolic
Legal Momentum
5 Hanover Square, Ste. 1501

New York, NY 10004
jkolic@legalmomentum.org

For Defendant: Barbara Gross
Littler Mendelson, P.C.
900 Third Avenue
New York, New York 10022
bgross@littler.com
Any party may change such addresses by written notice to the other parties setting forth a new
address for this purpose.

PART II INJUNCTIVE RELIEF |
A. Specific Injunections

5. Defendant, its managers, officers, agents, ot any other person or entity acting on_
behalf of Defendant, are hereby enjoined from discriminating against female employees as to the
terms, conditions, or privileges of their employment or discharging them because of their sex.

6. Defendant, its managers, officers, agents, or any other person or entity acting on
behalf of Defendant, are hereby enjoined from retaliating against any employee who opposes
unlawful discrimination or who participates in any way in the filing, investigation, litigation, or

resolution of any complaint of discrimination.
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B. Posting and Distribution of Notices

1. Posting of Notice of Resolution

Within 30 days of entry of this Decree, Defendant will conspicuously post and maintain
Exhibit A, the Notice of Resolution, where employee notices are posted by Defendant. On an
annual basis beginning six months after entry of this Decree, Defendant will certify in writing to
the EEOC that it has posted Exhibit A.

2. Provision of Memo to Employees

Within 30 days of entry of this Decree, and annually thereafter, Defendant will distribute
to each employee, including managers, Exhibit B, the Non-Discrimination Mg:morandum. On an
annual basis beginning six months after entry of this Decree, Defendant will certify in writing to
the EEOC that it has distributed Exhibit B, as required.
C. Non-Discrimination Policy and Complaint Procedures

1. Content of Non-Discrimination Policies and Procedures

Within 30 days of entry of this Decree, Defendant will ensure its policies and procedures
contain the following, as set forth in Exhibit C:

a. an explanation of the prohibition of discrimination on the basis of
sex (including pregnancy and related conditions) in all discharge
decisions, job assignments, warnings, or discipline, and all terms,
'conditions, or privileges of employment, including examples of
“terms, conditions, or privileges;”

b. an assurance that Defendant will not retaliate against employees
who make complaints of discrimination, who oppose practices they

consider to be discriminatory, or who participate in protected
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activity or provide information related to complaints of
discrimination;

c. a clearly described complaint process that provides accessible
avenues of complaint with a number of choices of individuals to
whom complaints can be made, including persons outside the
employee’s chain of command and persons not employed on the
employee’s jobsite;

d. an assurance that Defendant will accept any and all complaints
from employees who wish to file complaints internally, including
the identity of specific individuals to whom employees can issue
complaints;

e. an assurance that Defendant will keep confidential to the extent
possible and not publicize unnecessarily the subject matter of the
complaints or the identity of the complainants;

f. an assurance that the filing of anonymous complaints is permitted;

o assurances that Defendant provides a prompt, thorough, and

effective investigation of all complaints;

h. a requirement that the investigation be documented in written
form;
i, assurances that the investigation will be completed and a

determination made and communicated to the complainant and

respondent as soon as practical;
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j- an assurance that Defendant will take prompt and appropriate
corrective action when it determines that discrimination has
occurred; and

k. an explanation of Defendant’s responsibility to use reasonable
efforts to allow an employee to express breast milk for her nursing
child, including a reasonable amount of break time and an
appropriate space in close proximity to the work area to express
milk in privacy.

Defendant annually will provide a copy of the relevant policies and procedures to the
EEOC, to the extent they are revised. Attachment of the policies and procedures to this Decree is
not a representation by the EEOC that Defendant has been or currently is in compliance with
federal anti-discrimination laws.

2. Issuance of Policies and Procedures

a. Within 30 days of entry of this Decree, Defendant will distribute to each
employee a copy of Exhibit C.

b. Defendant will provide copies of Exhibits B and C to all future employees within
14 days of the start of their employment.

c. Defendant will provide a copy of Exhibit C to any business agent at the start of
each new project to the extent the business agent has not already received it in the last year.

d. On an annual basis beginning six months after entry of this Decree, Defendant
will certify in writing to the EEOC that it has complied with Sections IL.C of this Consent

Decree.
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D. Training

1. Annual Training

Within 90 days of the entry of this Decree, and annually throughout the term of the
Decree, Defendant will provide an annual training program for all employees not covered by a
collective bargaining agreement. The training will be at least two hours in duration.

Each training program will be conducted by an attorney from Littler Mendelson who
specializes in Labor and Employment law. The training will review the rights and
responsibilities of employees under federal anti-discrimination laws and how such laws define
unlawful discrimination, with a focus on discrimination because of sex in discharge and the
terms, conditions, or privileges of employment. The training will include examples of unlawtul
conduct in the context of the construction industry. The training will also cover Defendant’s
Policies and Procedures, with particular emphasis on the internal complaint, investigation, and
remediation processes and an employee’s right to file with the EEOC and state or local agencies.
The training will also review the requirements of this Decree and the Policies and Procedures as
they relate to the participants’ work responsibilities, as well as the proper procedures for
responding to complaints of discrimination or retaliation. Each of the annual trainings must be
interactive, live, and in person.

At least seven days prior to any annual training, Defendant will provide the EEOC with a
copy of the training materials. Reference to the training in this Decree is not a representation by
the EEOC that Defendant has been or currently is in compliance with federal anti-discrimination
laws.

2. New Employee Training

Defendant will provide a video of the annual training referenced in Section ILD.1 above

to all new employees not covered by a collective bargaining agreement, within 30 days of the
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commencement of their employment. If any significant changes to the law, policies, or training
occur after the creation of the video, Defendant will provide any employee receiving the video
training with material explaining those changes.

3. Pre-Training Notification Requirement

At least seven days prior to the annual trainings referenced in Section ILD.1 above,
Defendant will provide the EEOC notice of the date, time, and location of the scheduled training.
The EEOQC, at its discretion and after providing reasonable notice to Defendant of not less than
three (3) days, may attend and observe any training session.

4. Reporting Requirements for Training

All employees attending any training session described in the above paragraphs will print
and sign their full names on an attendaﬁce sheet that lists the date and title of the training.
Defendant will keep a copy of the attendance sheets for the duration of the Consent Decree. On
a semiannual basis beginming six months after entry of this Decree, Defendant will confirm to the
EEOC that the training requirements of the Consent Decree have been met.
E. Monitoring and Reporting

1. Monitoring by the EEOC

Defendant agrees to cooperate in good faith with any EEOC investigation of Defendant’s
compliance with this Decree, including, to the degree requested by the EEOC and related to this
Decree, providing access to Defendant’s premises and records and making personnel available
for interview upon reasonable notice to Defendant by the EEOC of not less than five (5) days.

2, Record Keeping

Defendant will maintain all records created or obtained in the regular course of business
regarding the referral, hire, rejection, termination, or layoff of any employee.

3. Reporting of Accommodations Regarding Expressing Breast Milk

10
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On a semiannual basis, ‘Defendant will provide a written report to the EEOC with a
summary of any request to express breast milk by a Vamco employee, iﬁcluding the requesting
employee’s name, address, and phone number, to the extent available from Vamco’s records.

4. Reporting of Discrimination Complaints

Begirning four (4) months after entry of this Decree, Defendant will provide a written
report every four (4) months to the EEOC with a summary regarding any verbal or written
complaints of sex discrimination, including any complaints regarding pregnancy or breastfeeding
accommodations, made by employees or applicants that were received, pending, or closed during
the preceding four months and that came to the attention of Vamco’s corporate management,
inéluding the complainant’s name, address, and phone number, to the extent available from
Vamco’s records.

F. Compliance with Record-keeping Requirements

Defendant agrees to maintain such records as are necessary to demonstrate its
compliance with this Decree and 29 C.F.R. §1602 et seg. and to verify that the reports
submitted pursuant to this Decree are accurate.

PARTIII MONETARY RELIEF

Within 90 days of entry of this Dectee, Defendant will pay the total gross sum of
$215,000, inclusive of the attorneys’ fees of the Intervenor Plaintiffs.

Within 45 days of the entry of this Dectee, Defendant will send checks for the back pay
portion of each Intervenor Plaintiff’s award, via overnight mail to Legal Momentum, 5 Hanover
Square, Suite 1502, New York, NY 10004, Att: J elena Kolic, Esq., for the amounts previously
agreed to for each of the Intervenor Plaintiffs. Within 90 days of the entry of this Decree,
Defendant will send checks for the compensatory damages portion of each Intervenor Plaintiff’s

award, via overnight mail to Legal Momentum, 5 Hanover Square, Suite 1502, New York, NY

11
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10004, Att: Jelena Kolic, Esq., for the amounts previously agreed to for each of the Intervenor
Plaintiffs. Within 90 days of entry of this Decree, Defendant will send checks for the attorneys’
fees portion of each Intervenor Plaintiff’s award, via overnight mail to Legal Momentum, 5
Hanover Square, Suite 1502, New York, NY 10004, for the amounts previously agreed to for
each of the Intervenor Plaintiffs. Appropriate tax forms will be issued by Defendant to each of
the Intervenor Plaintiffs and Legal Momentum, including IRS Form W-2s for the back pay
portion of each Intervenor Plaintiff’s award and IRS Form 1099s for the compensatory damages
and attorneys’ fees portions of each Intervenor Plaintiff’s award. All of the tax forms will be
sent via overnight mail to Legal Momentum, 5 Hanover Square, Suite 1502, New York, NY
10004, Att: Jelena Kolic, Esq., for distribution to each of the Intervenor Plaintiffs.

PART IV SIGNATURES

Each signatory to this Decree represents that (s)he is fully authorized to execute this

Decree and to bind the parties on whose behalf (s)he signs.
PART YV DURATION OF DECREE

A. This Decree will remain in effect for three (3) years from the effective date of this
Decree. The effective date of this Decree will be the date it is docketed by the clerk of the court
after it is signed by and/or receives approval from the Court. If no enforcement action is pending
and Defendant is in compliance at the expiration of the three-year term of this Decree, the
Decree will expire by its own terms without further action required by the Parties or the Court.
The Decree will not expire against any signatory until the resolution of any pending enforcement
action against that signatory or until the resolution of any good-faith efforts to resolve any
compliance dispute that the parties are engaged in, as required in Part I Se;:tion F of this Decree.

B. The Court will retain jurisdiction over this action for all purposes including, but

not limited to, the entering of all orders, judgments, and decrees as necessary to implement the

12
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relief provided herein. Upon signature and approval by the Court, the matter may be

administratively closed but will not be dismissed.

APPROVED IN FORM AND CONTENT:

For Plaintiff EEOC:

For Intervenors:

For Defendant Vamco:

Dored” 10]i0] 1t

SO ORDERED this day of

=N

Robert D. Ros6

Regional Attorney

EQUAL EMPLOYMENT
OPPORTUNITY COMMISSION
New York District Office

33 Whitehall Street, Sth Floor
New York, New York, 10004

5 Hanover Square, Ste, 1502
New York, NY 10004
jkolic@legalmomentum.org

Byl St

Barbara Gross

Littler Mendelson, P.C.

900 Third Avenue

New York, New York 10022
bgross@littler.com

, 2014

The Honorable J. Paul Oetken

13
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United States District Judge

14
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Exhibit A

Notice of Resolution
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NOTICE OF LAWSUIT AND SETTLEMENT

This potice is posted under a Consent Decree entered by the Federal Court in a lawsuit
filed by the Equal Employment Opportunity Commission against Vamco, EEOC v.
Vamco Sheet Metals, Inc., Civil Action No. 13-CV-6088 (S.D.N.Y.).

In the lawsuit, the EEOC alleged that Vamco violated Title VII of the Civil Rights Act of
1964 by discriminating against a group of female employees as to the terms, conditions,
or privileges of their employment and discharged them because of their sex.

The Decree requires Vamco to ensure women are not fired because of their sex, and that
women are given the same terms, conditions, and privileges of employment as men. The
Decree provides for revision of Vamco’s policies and procedures, distribution of those
policies and procedures, annual training of supervisors and managers, and reporting of
employment practices to the EEOC for monitoring and review.

The EEOC enforces federal laws against discrimination in employment, including
discrimination on the basis of disability, race, color, national origin, sex, religion, age, or
genetic information. If you believe you have been discriminated against, you can contact
Vamco under its non-discrimination policies by calling Michael Vettorino or Joyce
Vettorino at (845) 265-4563, or by email at michael@vamcosm.com or
jav@vamcosm.com. You can also contact the EEOC at 33 Whitehall Street, 11th Floor,
New York, NY, 10004, or call them toll-free at (800) 669-4000. The EEOC charges no
fees and has employees who speak languages other than English. More information
about the EEOC can be found at www.ee0c¢.gov.

THIS IS AN OFFICIAL NOTICE. DO NOT REMOVE OR CHANGE IT.

This Notice must remain posted for three years from the date below and must not be
altered, defaced or covered by any other material. Any questions about this Notice or
compliance with its terms may be directed to: EEOC Consent Decree Monitor, 33
Whitehall Street, 5th Floor, New York, NY, 10004.

Date:

Michael Vettorino
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EXHIBIT B

Non-Discrimination Memorandum
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SREET METAL, INC.

MECHANICAL CONTRACTORS

© 3090 Route 9
COLD SPRING, NEW YORK 10518
PHONE: (845) 266-4583
FAX: (845) 265-4013

Vamco Sheet Metal, Inc. (“Vamco™) is committed to an environment free of discrimination and
harassment and is an equal opportunity employer. In accordance with applicable law, Vamco
prohibits discrimination or harassment based on gender, race, color, religion, creed, pregnancy or
related medical conditions, age, national origin or ancestry, physical or mental disability, genetic
information or any other consideration protected by federal, state or local laws. Vamco’s
commitment to equal opportunity employment applies to all persons involved in its operations
and it prohibits unlawful discrimination or harassment by any employee, including Supervisors
and coworkers.

If you believe you have been subjected to any form of discrimination, or if you are aware of an
incident of discrimination involving another individual, please provide a written or verbal report
to Michael Vettorino by phone at (845) 265-4563 or by email at michael@vamcosm.com.
Alternatively, you may also provide a written or verbal report to Joyce Vettorino by phone at
(845) 265-8463 or by email at jav@vamcosm.com. The report should be specific and should
include the names of the individuals involved, the names of any witnesses and any documentary
evidence (e-mails, notes, etc.).

If Vamco determines that this policy has been violated, disciplinary action, up to and including
immediate discharge, will be taken. Disciplinary action may be taken when an investigation
reveals conduct on the part of an employee that does not rise to the level of unlawful
discrimination, but is nevertheless inappropriate. Appropriate action may also be taken to deter
future discrimination or misconduct.

The EEOC enforces federal laws against discrimination in employment, including discrimination
on the basis of disability, race, color, national origin, sex, religion, age, or genetic information, If
you believe you have been discriminated against, you may also contact the EEOC at 33
Whitehall Street, 11th Floor, New York, NY, 10004, or call them toll-free at (800) 669-4000.
More information about the EEOC can be found at www.eeoc.gov.

Michael Vettorino
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Exhibit C

Policies and Procedures




Case 1:13-cv-06088-JPO-JCF Document 36 Filed 10/15/14 Page 20 of 25

VAMCO SHEET METAL, INC.’S EQUAL EMPLOYMENT
OPPORTUNITY, ANTI-HARASSMENT AND NON-
DISCRIMINATION POLICIES

EQUAL EMPLOYMENT OPPORTUNITY

Vamco Sheet Metal, Inc. (“Vamco”) is an equal opportunity employer. In accordance
with applicable law, we prohibit discrimination based on race, color, religion, creed, sex,
pregnancy or related medical conditions, age, national origin or ancestry, physical or
mental disability, genetic information or any other consideration protected by federal,
state or local laws in all hiring and discharge decisions, job assignments, provisions of
tools or materials, trainings, facilities, warnings or discipline, or any other terms,
conditions, benefits or privileges of employment. Our commitment to equal opportunity
employment applies to all persons involved in our operations and prohibits unlawful
discrimination by any employee, including supervisors and coworkers.

If you believe you have been subjected to any form of discrimination, or if you are aware
of an incident of discrimination involving another individual, please provide a written or
verbal report to Michael Vettorino either in person, by phone at (845) 265-4563 or by
email at michael@vamcosm.com. Alternatively, you may also provide a written or
verbal report to Joyce Vettorino either in person, by phone at (845) 265-8463 or by
email at jav@vamcosm.com. The report should be specific and should include the
names of the individuals involved, the names of any witnesses and any documentary
evidence (e-mails, notes, etc.). Vamco will conduct a prompt, thorough, impartial, and
objective investigation and attempt to resolve the situation through appropriate
corrective action. Michael Vettorino or Joyce Vettorino will conduct the investigation, or
will assign a disinterested manager or outside investigator to conduct the investigation.
The investigation will be completed and a determination made and communicated to
you as soon as practical. Vamco will endeavor to protect the privacy and confidentiality
of all parties involved to the extent possible, consistent with a thorough investigation.
Vamco encourages all employees to fully cooperate with any investigation conducted by
the Company.

If the Company determines that this policy has been violated, disciplinary action, up to
and including immediate discharge, will be taken. Disciplinary action may be taken
when an investigation reveals conduct on the part of an employee that does not rise to
the level of unlawful discrimination, but is nevertheless inappropriate. Appropriate action
may also be taken to deter future discrimination or misconduct.

DISABILITY ACCOMMODATION

Reasonable accommodation will be provided to individuals with a known physical or
mental disability if such accommodation would not impose an undue hardship on the
Company, and would enable the individual to apply for, or perform, the essential
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functions of the position in question, and to otherwise enjoy equal terms, conditions, or
privileges of employment.

Any applicant or employee who desires an accommodation for a disability should notify
Michael Vettorino either in person, by phone at (845) 265-4563 or by email at
michael@vamcosm.com and request such an accommodation. Alternatively, you may
also notify Joyce Vettorino either in person, by phone at (845) 265-8463 or by email at
iav@vamcosm.com. The Company will then work with the individual to identify possible
accommodations, if any, that will help provide equal employment opportunities. If the
accommodation is reasonable, will not impose an undue hardship, and will not pose a
direct threat to the health and/or safety of the individual or others, the Company will
make the accommodation. The individual is required to fully cooperate with the
Company and the Company will also fully cooperate with the employee in seeking and
evaluating alternatives and accommodations. The Company may require medical
verification of both the disability and the need for accommodation. Vamco will protect
the confidentiality of all medical information received in compliance with applicable laws.

RELIGIOUS ACCOMMODATION

We will attempt to make reasonable accommodations for an applicant or employee’s
sincerely held religious beliefs, including time off for religious holidays and modification
of dress and grooming practices, unless doing so would cause an undue hardship on
Company operations. If you desire a religious accommodation, you are required to
make the request as far in advance as possible to Michael Vettorino either in person, by
phone at (845) 265-4563 or by email at michael@vamcosm.com. Alternatively, you
may also notify Joyce Vettorino either in person, by phone at (845) 265-8463 or by

email at jav@vamcosm.com.

NURSING MOTHERS

Nursing employees will be permitted during regular paid break or meal time or
reasonable unpaid break time to express breast milk for their nursing child for up to
three years after the birth of the child. Vamco will use reasonable efforts to provide
nursing employees with a room or other location, other than a bathroom, in close
proximity to the nursing employee’s work area where they may express breast milk in
private and free from intrusion.

Vamco will not tolerate discrimination against nursing employees electing to take break
time to express breast milk in the workplace.

HARASSMENT
We are committed to providing a work environment free of harassment. As a result, we

maintain a strict policy prohibiting sexual harassment and harassment because of race,
color, sex, national origin, religion, disability, age or any other basis protected by

2
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federal, state or local law. All such harassment is prohibited. Our anti-harassment policy
applies to all persons involved in our operations and prohibits harassment by any
employee of the Company, including managers and coworkers.

Sexual Harassment Defined

Sexual harassment includes unwanted sexual advances, requests for sexual favors or
visual, verbal or physical conduct of a sexual nature when:

Submission to such conduct is made a term or condition of employment; or

Submission to or rejection of such conduct is used as a basis for employment
decisions affecting the individual; or

Such conduct has the purpose or effect of unreasonably interfering with an
employee's work performance or creating an intimidating, hostile or offensive
working environment.

Sexual harassment includes various forms of offensive behavior. The following is a
partial list:

Unwanted sexual advances.
Offering employment benefits in exchange for sexual favors.
Making or threatening reprisals after a negative response to sexual advances.

Visual conduct leering, making sexual gestures, displaying of sexually
suggestive objects or pictures, cartoons or posters. :

Verbal conduct: making or using derogatory comments, epithets, slurs, sexually
explicit jokes, comments about an employee's body or dress.

Verbal sexual advances or propositions.

Verbal abuse of a sexual nature, graphic verbal commentary about an
individual's body, sexually degrading words to describe an individual,
suggestive or obscene letters, notes or invitations, unwelcome flirtations, or
unwelcome romantic or sexual propositions.

Physical conduct: touching, patting, pinching, brushing up against, assaulting,
impeding or blocking movements.

Retaliation for making harassment reports or threatening to report harassment.

This policy also protects employees from harassment by vendors or clients. If
harassment occurs on the job by someone not employed by the Company, the
procedures in this policy should be followed.
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This policy applies to males who sexually harass females or other males, and to
females who sexually harass males or other females.

Other Types of Harassment

Prohibited harassment includes unwanted visual, verbal or physical conduct on the
basis of race, color, national origin, ancestry, religion, sex, gender, pregnancy or related
medical conditions, physical or mental disability, age, or other protected basis, including
behavior such as:

Verbal conduct including threats, intimidation, epithets, derogatory comments,
negative stereotyping, hostile acts or gestures, or slurs.

Visual conduct including derogatory or demeaning posters, photography,
cartoons, drawings, materials, or gestures.

Physical conduct including assault, unwanted touching or blocking normal
movement.

Otherwise creating a hostile work environment by subjecting the employee to
different treatment, discipline, work standards, or other terms, conditions, or
privileges of employment.

Retaliation for making harassment reports or threatening to report harassment.
Harassment and Discrimination Complaint Procedure

Any employee who believes that he or she has been harassed or discriminated against
by a coworker, supervisor, agent, client, vendor or customer of the Company, or who is
aware of the harassment or discrimination of others, should immediately provide a
written or verbal report to Michael Vettorino either in person, by phone at (845) 265-
4563 or by email at michael@vamcosm.com to report such incidents. Alternatively, a
written or verbal report may be made to Joyce Vettorino either in person, by phone at
(845) 265-8463 or by email at jav@vamcosm.com. The Company will endeavor to
protect the privacy and confidentiality of all parties involved to the extent possible,
consistent with a thorough investigation. As explained below, Vamco prohibits retaliation
against anyone for participating in any complaint, investigation, or related proceeding
concerning harassment or discrimination.

After a report is received, a prompt, thorough and objective investigation by
management will be undertaken. Either Michael Vettorino or Joyce Vettorino will
conduct the investigation, or will assign a disinterested manager or outside investigator
to conduct the investigation. The investigation will be completed and a determination
made and communicated to you as soon as practical. Vamco expects that all
employees fully cooperate with any investigation conducted by the Company.

If Vamco determines that this policy has been violated, remedial action will be taken,
commensurate with the severity of the offense. Disciplinary action may be taken when

4
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an investigation reveals conduct that does not rise to the level of unlawful discrimination
or harassment, but is nevertheless inappropriate. Appropriate action will also be taken
to deter any future harassment or discrimination. If a complaint of harassment or
discrimination is substantiated, appropriate disciplinary action, up to and including
immediate discharge, will be taken.

Protection Against Retaliation

Retaliation is prohibited against any person by another employee or by the Company for
using this complaint procedure, reporting harassment or discrimination, participating in a
Company investigation, or for filing, testifying, assisting or participating in any manner in
any investigation, proceeding or hearing conducted by a governmental enforcement
agency. Prohibited retaliation includes, but is not limited to, termination, demotion,
suspension, failure to hire or consider for hire, failure to give equal consideration in
making employment decisions, failure to make employment recommendations
impartially, adversely affecting working conditions or otherwise denying any
employment benefit.

Please report any retaliation to Michael Vettorino either in person, by phone at (845)
265-4563 or by email at michael@vamcosm.com. Alternatively, you may also report
any retaliation to Joyce Vettorino either in person, by phone at (845) 265-8463 or by
email at jav@vamcosm.com. Any report of retaliatory conduct will be investigated in a
thorough and objective manner. If a report of retaliation is substantiated, appropriate
disciplinary action, up to and including discharge, will be taken.
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ACKNOWLEDGMENT

This is to acknowledge that | have received and read a copy of the Vamco Sheet Metal,
Inc.'s Equal Employment Opportunity and Anti-Harassment and Non-Discrimination
Policies and agree to abide by the terms of these policies.

Employee Signature

Print Name

Date
[TO BE PLACED IN EMPLOYEE’S FILE]




