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RESOLUTION  
OF THE 

THE BOARD OF TRUSTEES   
OF 

              HISTORIC DOWNTOWN SPECIAL IMPROVEMENT DISTRICT 

(To be read at Trustee Meeting)  

WHEREAS, the Historic Downtown Special Improvement District Management 
Corporation (the “Corporation”) elects members to the Board of Trustees of the Corporation (the 
“Trustees”) biannually to manage its affairs; and 

WHEREAS, the Corporation is organized to promote economic and social progress of the 
City of Jersey City in the County of Hudson, among other things; and  

WHEREAS, the Corporation is committed to maintaining an environment where all 
individuals are treated with respect and dignity; and  

WHEREAS, in order to effectively create this safe environment, the Trustees believe that 
an anti-discrimination policy should be adopted by the Trustees to govern the Corporation; and  

NOW, THEREFORE, IT IS: 

RESOLVED, that the Corporation shall adopt the anti-discrimination policy attached 

hereto as Exhibit A.  
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Exhibit A 

Anti-Discrimination Policy 

 



HDSID’s Policy Against Harassment, Sexual Harassment, Discrimination, And Retaliation 

Section 1.  Purpose of this Policy 

The Historic Downtown Jersey City Special Improvement Project (HDSID) is committed to 
maintaining an environment free from harassment, sexual harassment, discrimination, and 
retaliation.   

This policy expressly prohibits all harassment and discrimination related to or based on 
race, color, religion, sex (including but not limited to pregnancy, breastfeeding, or related 
medical condition), national origin, age, disability, genetic information, creed, ancestry, 
marital status, familial status, civil union status, domestic partner status, affectual or 
sexual orientation, gender identity or expression, atypical hereditary cellular or blood trait, 
disability, military service, hairstyle based on race or religion, or any other protected 
classification under federal, state, or local law (which are referred to as Protected Traits). 

The HDSID also prohibits behavior that is offensive, abusive, threatening, intimidating, or 
disruptive to others. These behaviors can be verbal or physical and can include, among 
other things, making derogatory remarks, gestures, or jokes based on an individual’s 
Protected Traits; displaying or distributing cartoons, posters, or other materials based on 
Protected Traits; unwelcome touching, pinching, or other physical contact; and any form of 
stalking or bullying. 

The HDSID also prohibits all forms of sexual harassment, which is a form of workplace 
discrimination that subjects staff or Board member to inferior conditions due to their 
gender, gender identity, gender expression (perceived or actual), and/or sexual orientation.  

The purpose of this policy is to teach Board members and staff to recognize discrimination 
and provide the tools to take action when it occurs. All Board members and staff are 
required to work in a manner designed to prevent harassment, discrimination, and 
retaliation in the workplace. This policy is one component of the HDSID’s commitment to a 
discrimination-free work environment.  

Section Two:  Goals of this Policy 

Harassment and discrimination are against the law. After reading this policy, Board members 
and staff will understand their right to a workplace free from harassment. They will also learn 
what harassment and discrimination look like, what actions they can take to prevent and 
report harassment, and how they are protected from retaliation after taking action. The 
policy will also explain the investigation process into any claims of harassment, 
discrimination, or retaliation. Board members and staff are required to report harassment, 
sexual harassment, discrimination or retaliation by filing a complaint internally with Steven 



Kalcanides, President,  via email at kalcanides@gmail.com or phone at 201-954-4146, or 

Sherry Singh Vice President, via email at prrcorporation@yahoo.com  or phone at 862-215-

2570.  

Section Three:  Prohibited Harassment, Sexual Harassment and Discrimination 

1. The HDSID’s  policy applies to all Board members, employees/staff, applicants for 
employment, and interns, whether paid or unpaid. The policy also applies to additional 
covered individuals. It applies to anyone who is (or is employed by) a contractor, 
subcontractor, vendor, consultant, or anyone providing services in our workplace. This 
policy also applies to all participants in all settings and locations where the 
HDSID’s work and associated activities are conducted, including committee 
meetings, workshops, conferences, and other work and social functions where 
Board members, staff, volunteers, sponsors, vendors, or guests are present.  This 
policy also applies when Board members and staff are working remotely.  

2. Harassment, sexual harassment, discrimination, and retaliation are all unacceptable. Any 
individual covered under this policy who engages in this prohibited conduct will be subject 
to action, including appropriate discipline.  Staff, Board members, and covered individuals 
should not feel discouraged from reporting harassment, sexual harassment, discrimination 
or retaliation because they do not believe it is bad enough, or conversely because they do 
not want to see a colleague fired over less severe behavior. Just as harassment and 
discrimination can occur in different degrees, potential discipline for engaging in 
harassment or discrimination will depend on the degree of the conduct and might include 
education and counseling. It may also lead to suspension or termination when appropriate.  

3. Retaliation is prohibited. Any Board members, staff, or covered individual that reports an 
incident of harassment, sexual harassment or discrimination, provides information, or 
otherwise assists in any investigation of a harassment, sexual harassment, or 
discrimination complaint is protected from retaliation. No one should fear reporting  
harassment or discrimination if they believe it has occurred. So long as a person reasonably 
believes that they have witnessed or experienced such behavior, they are protected from 
retaliation. Any Board member or staff who retaliates against anyone involved in an 
investigation or who has made a report of harassment or discrimination will face 
disciplinary action, up to and including termination. Any Board member, staff, or covered 
individuals who believe they have been subject to such retaliation should inform a 
supervisor, manager, or Human Resources.   
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Section Four:  Sexual Harassment 

Sexual harassment is a form of gender-based discrimination that is unlawful.  Sexual 
harassment includes harassment on the basis of sex, sexual orientation, self-identified or 
perceived sex, gender expression, gender identity, and the status of being transgender. 
Sexual harassment is not limited to sexual contact, touching, or expressions of a sexually 
suggestive nature. Sexual harassment includes all forms of gender discrimination including 
gender role stereotyping and treating Board members or staff differently because of their 
gender. 
 

Understanding gender diversity is essential to recognizing sexual harassment because 
discrimination based on sex stereotypes, gender expression and perceived identity are all 
forms of sexual harassment. The three most common ways people identify are cisgender, 
transgender, and non-binary. A cisgender person is someone whose gender aligns with the 
sex they were assigned at birth. Generally, this gender will align with the binary of male or 
female. A transgender person is someone whose gender is different than the sex they were 
assigned at birth. A non-binary person does not identify exclusively as a man or a woman. 
They might identify as both, somewhere in between, or completely outside the gender 
binary. Some may identify as transgender, but not all do. Respecting an individual’s gender 
identity is a necessary first step in establishing a safe workplace.  
 

Sexual harassment is unlawful when it subjects an individual to inferior terms, conditions, 
or privileges of employment. Generally, any behavior in which a Board member, staff, or 
covered individual is treated worse because of their gender (perceived or actual), sexual 
orientation, or gender expression is considered a violation of the HDSID’s policy. The intent 
of the behavior, for example, making a joke or not intending to harass anyone does not 
neutralize any harassment. The impact of the behavior on a person is what counts.  
 

Sexual harassment includes any unwelcome conduct which is either directed at an 
individual because of that individual’s gender identity or expression (perceived or actual), or 
is of a sexual nature when: 

1. The purpose or effect of this behavior unreasonably interferes with an 
individual’s work performance or creates an intimidating, hostile or offensive 
work environment. The impacted person does not need to be the intended 
target of the sexual harassment; 

2. Employment depends implicitly or explicitly on accepting the unwelcome 
behavior; or 



3. Decisions regarding an individual’s employment are based on an individual’s 
acceptance to or rejection of the unwelcome behavior. These decisions can 
include what shifts and how many hours an employee might work, project 
assignments, as well as salary and promotion decisions.  

There are two main types of sexual harassment:  

1. Behaviors that contribute to a hostile work environment include, but are not 
limited to, words, signs, jokes, pranks, intimidation, or physical violence which 
are of a sexual nature, or which are directed at an individual because of that 
individual’s sex, gender identity, or gender expression. Sexual harassment also 
consists of any unwanted verbal or physical advances, sexually explicit 
derogatory, or discriminatory statements. 

2. Sexual harassment also occurs when a person in authority tries to trade job 
benefits for sexual favors. This can include hiring, promotion, continued 
employment or any other terms, conditions, or privileges of employment. This 
is also called quid pro quo harassment. 

Examples of Sexual Harassment 

The following describes some of the types of acts that may be unlawful sexual harassment 
and that are strictly prohibited. This list is just a sample of behaviors and should not be 
considered exhaustive. Any Board member or staff who believe they have experienced or 
witnessed sexual harassment, even if it does not appear on this list, is required to report it: 

1. Physical acts of a sexual nature, such as: touching, pinching, patting, 
kissing, hugging, grabbing, brushing against or poking another’s body, 
rape, sexual battery, or attempts to commit these acts.   

2. Unwanted sexual comments, advances, or propositions, such as: 
requests for sexual favors accompanied by implied or overt threats 
concerning an individual’s job performance evaluation, a promotion, or 
other job benefits, sexual advances/pressure placed on an individual, 
subtle or obvious pressure for unwelcome sexual activities, or repeated 
requests for dates or romantic gestures, including gift-giving. 

3. Sexually oriented gestures, noises, remarks or jokes, or questions and 
comments about a person’s sexuality, sexual experience, or romantic 
history which create a hostile work environment. This is not limited to 
interactions in person. Remarks made over virtual platforms and in 



messaging apps when Board members or staff are working remotely can 
create a similarly hostile work environment. 

4. Sex stereotyping, which occurs when someone’s conduct or personality 
traits are judged based on other people's ideas or perceptions about 
how individuals of a particular sex should act or look.  Sex stereotyping 
can include remarks regarding a Board member or staff’s gender 
expression, such as wearing a garment typically associated with a 
different gender identity or asking a Board member or staff to take on 
traditionally gendered roles, such as asking a woman to serve meeting 
refreshments when it is not part of, or appropriate to, her job duties. 

5. Sexual or discriminatory displays or publications, such as: displaying 
pictures, posters, calendars, graffiti, objects, promotional material, 
reading materials, or other materials that are of a sexual nature, sexually 
demeaning, or pornographic.  

6. Hostile actions taken against an individual because of that individual’s 
sex, sexual orientation, gender identity, or gender expression, such as 
interfering with, destroying, or damaging a person’s workstation or 
otherwise interfering with the individual’s ability to perform the job, 
bullying, yelling, or name-calling, intentional misuse of an individual’s 
preferred pronouns, or creating different expectations for individuals 
based on their perceived identities.   

Section Five:  Harassment  

The  HDSID’s anti-harassment policy applies equally to harassment and discrimination 
based on an individual’s race, color, religion, sex (including but not limited to pregnancy, 
breastfeeding, or related medical condition), national origin, age, disability, genetic 
information, creed, ancestry, marital status, familial status, civil union status, domestic 
partner status, affectual or sexual orientation, gender identity or expression, atypical 
hereditary cellular or blood trait, disability, military service, hairstyle based on race or 
religion, or any other protected classification under federal, state, or local law.  

This harassment often takes a similar form to sexual harassment and includes harassment 
that is: 

• Verbal (for example, epithets, derogatory statements, slurs, derogatory 
comments or jokes). 

• Physical (for example, assault or inappropriate physical contact). 



• Visual (for example, displaying derogatory posters, cartoons, drawings, or making 
derogatory gestures). 

• Online (for example, derogatory statements or sexually suggestive postings in any 
social media platform including Facebook, Twitter, Instagram, Snapchat, etc.). 

This list is illustrative only, and not exhaustive. No form of harassment or discrimination will 
be tolerated. 

Section Six:  Investigations 

1. The HDSID or its agents will conduct a prompt, thorough, fair and impartial investigation of 
complaints of prohibited harassment, sexual harassment, discrimination, or retaliation, or 
when it otherwise knows of possible discrimination, harassment, or sexual harassment 
occurring.  The HDSID will keep the investigation confidential to the extent possible. If an 
investigation ends with the finding that discrimination or sexual harassment occurred, the 
HDSID will act as required. In addition to any required discipline, the HDSID will also take 
steps to ensure a safe work environment for Board members or staff who experienced the 
offending conduct. All staff and Board members are required to cooperate with any internal 
investigation of discrimination, harassment, or retaliation.   

All Board members and staff are required to report any harassment, discrimination, 
retaliation,  or behaviors that they believe violate this policy, whether they are the target of 
the conduct, or whether they have reason to believe that a violation has occurred against 
any other individual. Any concerns should be raised with Steven Kalcanides, President,  via 

email at kalcanides@gmail.com or phone at 201-954-4146, or Sherry Singh Vice President, 

via email at prrcorporation@yahoo.com  or phone at 862-215-2570.  

Managers and supervisors are required to report any complaint that they receive, or any 
harassment or discrimination that they observe or become aware of to  Steven Kalcanides, 

President,  via email at kalcanides@gmail.com or phone at 201-954-4146, or Sherry Singh 

Vice President, via email at prrcorporation@yahoo.com  or phone at 862-215-2570. 
Supervisors and managers can be disciplined if they engage in harassing or discriminatory 
behavior themselves. Supervisors and managers can also be disciplined for failing to report 
or staff suspected harassment or allowing harassment to continue after they know about it.  
Supervisors and managers will also be subject to discipline for engaging in any retaliation. 

2. Any staff or Board member may be required to cooperate as needed in an investigation of 
suspected harassment or discrimination.  The HDSID will take disciplinary action against 
anyone engaging in retaliation against staff or Board members who file complaints, support 
another’s complaint, or participate in harassment investigations. 
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Section Seven:  Retaliation 

Retaliation is unlawful and is any action by an employer, supervisor, Board member, or staff 
that punishes an individual upon learning of a harassment or discrimination claim, that 
seeks to discourage a Board member, staff, worker or covered individual from making a 
formal complaint or supporting a harassment or discrimination claim, or that punishes 
those who have come forward. These actions need not be job-related or occur in the 
workplace to constitute unlawful retaliation. For example, threats of physical violence 
outside of work hours or disparaging someone on social media would be covered as 
retaliation under this policy.  

Examples of retaliation may include, but are not limited to: demotion, termination, denying 
accommodations, reduced hours, the assignment of less desirable shifts, denying training, 
reducing work responsibilities, passing over for a promotion, not increasing a person’s 
compensation, or moving an individual’s desk to a less desirable office location, based on 
that person’s protected activity.   

Protected activity occurs when a person has: made a complaint of harassment or 
discrimination; testified or assisted in a proceeding involving  harassment or discrimination, 
opposed harassment or discrimination, participated as a witness in an investigation, or 
encouraged a fellow staff or Board member to report harassment or discrimination.  Even if 
the alleged harassment does not turn out to rise to the level of a violation of law or policy, the 
individual is protected from retaliation if the person had a good faith belief that the practices 
were unlawful. However, this policy does not protect individuals making intentionally false 
claims. 

**** 

If an individual has any further questions or concerns, please contact:  Rachel Sieg, 

Executive Director via email at rachel.hdsid@gmail.com or by phone at 201.547.3554. 
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