Whistleblower Policy

The Organization, herein referred to as (MNFO), consists of Mill Neck Manor School for the Deaf,
Mill Neck Services for the Deaf, Mill Neck Foundation for the Deaf, and Lutheran Friends of the
Deaf. MNFO is committed to honest, ethical, and lawful conduct, full, fair, accurate, timely and
transparent disclosure in all public communications, and compliance with applicable laws, rules,
and regulations. In furtherance of these commitments, all directors, officers, volunteers, and
current or former employees, independent contractors or consultants of the Organization (each,
a “covered person” or “you”) must act in accordance with all applicable laws and regulations, and
with the policies of the Organization at all times and assist in ensuring that the Organization
conducts its business and affairs accordingly.

The Whistleblower Policy:

Establishes procedures for the reporting and handling of concerns regarding Improper Conduct
including action or suspected action taken by or within the Organization that is or may be illegal,
fraudulent or in violation of any policy of the Organization, or that the employee reasonably
believes poses a substantial and specific danger to public health or safety, as well as any other
matter that could cause serious damage to the Organization’s reputation.

Prohibits retaliation against any covered person who reports a concern in accordance with the
requirements of this policy and the law.

By appropriately responding to concerns, we can better support an environment where
compliance is valued and ensure that the Organization is meeting its ethical and legal obligations.

When to Raise a Concern

You are encouraged to disclose and seek guidance from an appropriate supervisor or manager
for any Improper Conduct (defined below) that causes you concern.

If after speaking with the supervisor or manager, you continue to have a reasonable belief that
your concern about Improper Conduct is valid, you should report it pursuant to the below section,
How to Raise a Concern. If you are uncomfortable speaking with your supervisor or manager, or
if your supervisor or manager is a subject of your concern, you may instead report your concern
pursuant to the below section, How to Report a Concern.

Improper Conduct
“Improper conduct” includes, but is not limited to:

Action or suspected action that any covered person or other person associated or doing business
with the MNFO has engaged in, is engaging in, or may engage in;

Any illegal or unethical behavior or any violation, or suspected violation of any law, rule,
regulation, or policy of the MNFO; or

Any MNFO activity, policy or practice that the employee reasonably believesis in violation of a law,
rule, regulation, judicial or administrative decision, ruling or order or that poses a substantial and
specific danger to public health or safety.



The definition of Improper Conduct is not intended to be an exclusive listing of the illegal or
improper activity encompassed by this Whistleblower Policy. Rather, this Whistleblower Policy is
intended to serve as a means of reporting, among other things, all serious improprieties that
potentially:

Impact the integrity of the Mill Neck Family of Organizations, and/or

Impact the effective operation of the Mill Neck Family of Organizations

This Policy is not a vehicle for reporting conflicts with coworkers or supervisors. Issues covered by
other Organization policies including, but not limited to, the MNFO zero tolerance for harassment
and discrimination policy should be reported pursuant to those policies.

No Retaliation

No covered person who, in good faith, reports Improper Conduct will suffer intimidation,
harassment, discrimination, retaliation, or adverse employment consequences. Any covered
person who intimidates, harasses, discriminates, or retaliates against anyone who, in good faith,
has reported Improper Conduct is subject to disciplinary action up to and including termination
of employment.

In addition, “retaliatory action” will not be taken against an employee who, whether within the
scope of the employee's job duties:

discloses, or threatens to disclose, to a supervisor or to a public body an MNFO activity, policy or
practice that the employee reasonably believes is in violation of law, rule or regulation or that
the employee reasonably believes poses a substantial and specific danger to public health or
safety;

provides information to, or testifies before, any public body conducting an investigation, hearing
or inquiry into any such MNFO activity, policy or practice; or

objects to, or refuses to participate in any such activity, policy or practice; provided that the
employee first has made a good faith effort to notify MNFO by bringing the activity, policy or
practice to the attention of a MNFO supervisor and has afforded MNFO a reasonable opportunity
to correct the activity, policy or practice.

This advance notification is not required where:

there is an imminent and serious danger to the public health or safety;

the employee reasonably believes that reporting to the supervisor would result in a
destruction of evidence or other concealment of the activity, policy or practice;

the activity, policy or practice could reasonably be expected to lead to endangering the welfare
of a minor;

the employee reasonably believes that reporting to the supervisor would result in physical harm
to the employee or any other person; or

the employee reasonably believes that the supervisor is already aware of the activity, policy or
practice and will not correct it.
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"Retaliatory action" means an adverse action taken by MNFO or any MNFO agent to discharge,
threaten, penalize, or in any other manner discriminate against any employee or former
employee exercising their rights pursuant to New York Labor Law Section 740, including:

adverse employment actions or threats to take such adverse employment actions against an
employee in the terms or conditions of employment including, but not limited to, discharge,
suspension, or demotion;

actions or threats to take such actions that would adversely impact a former employee's current
or future employment; or

threatening to contact or contacting United States immigration authorities or otherwise reporting
or threatening to report an employee's suspected citizenship or immigration status or the
suspected citizenship or immigration status of the employee's family or household member to a
federal, state, or local agency.

Any covered person who engages in retaliatory action against an employee who has reported
Improper Conduct in accordance with the above is subject to disciplinary action up to and
including termination of employment.

Acting in Good Faith

Anyone reporting Improper Conduct pursuant to this policy must be acting in good faith and have
reasonable grounds for believing that the information disclosed indicates Improper Conduct. Any
allegations that prove not to be substantiated and which prove to have been made maliciously
or knowingly to be false and/or without a reasonable belief will be viewed as a serious disciplinary
offense which can lead to the termination of the employment or other relationship with MNFO.

Confidentiality

Reports pursuant to this policy may be submitted on a confidential basis. Reports may also be
submitted anonymously. Reports will be kept confidential to the extent possible, consistent with
the need to conduct a full and fair investigation. Any individual who is the subject of a concern
or report is prohibited from participating in any Board or Committee deliberations or voting
relating to the evaluation of that concern or report.

How to Report a Concern of Improper Conduct

Concerns about Improper Conduct may be reported either in writing or orally. No specific form is
required to be filled out in order to submit a report of a concern, but you are encouraged to
provide as much information and detail as possible so that the concern can be properly
investigated. The report may be submitted to:

The Chief Human Resources Officer is responsible for administrating this policy. The Chief
Human Resources Officer can be reached at: 516 - 628 - 4224, or hrcomplaints@millneck.org

By discussing it with a supervisor or manager, who will in turn forward the concern, in writing, to
the appropriate channel for review; or


mailto:hrcomplaints@millneck.org

In writing (including by email) to any Executive level employee (COO, CFO, CHRO or Executive
Director) to their respective emails; or

The Corporate Compliance Officer at complianceQA@millneck.org; or

To the Chair of the Board of Trustees of the Organization (the “Board”) at
boardcomplaint@millneck.org, who will in turn forward the concern to the appropriate party.
To report an anonymous concern, please send letter by mail to any Executive level employee, at
40 Frost Mill Rd, Mill Neck New York, 11765.

*If you require interpretive services so that you can effectively communicate your concern, an
interpreter will be provided to you.

The individual making the report is not responsible for investigating the activity or for
determining fault or corrective measures.

Procedures for Receiving and Reviewing Mill Neck Services Concerns

Any person receiving a concern or a report of a concern should contact the Compliance Officer.
The MNS Compliance Officer at complianceQA@millneck.org will coordinate further action. If the
concern or report involves the Compliance Officer or if you are not comfortable speaking with
the appropriate Executive level employee, then you may report your concern to the Chief
Operating Officer, or Chairman of the Board using the contact information set forth in this policy.

Records of Concern and Investigation Reports
The Compliance Officer will maintain a written record of all concerns and reports of concerns,
summarizing in reasonable detail for each:

The nature of the concern (including any specific allegations made and the persons involved)
The date of receipt of the concern

The status of any investigation into the concern and information about the investigation (including
the steps taken in the investigation, any factual findings, and the recommendations for corrective
action)

Any final resolution of the concern and, if no action is taken, why corrections are not necessary

The Compliance Officer will distribute an update of this record to the Chair of the Board or the
Committee in advance of each regularly scheduled meeting thereof. If there is not a regularly
scheduled meeting of the Board or the Committee, the Compliance Officer will report in writing to
the Chair of the Board or Committee the need for a meeting so that the Compliance Officer can
report about the concern.
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Other Legal Rights Not Impaired

This policy is not intended to limit, diminish or impair any other rights or remedies that an
individual may have pursuant to the law with respect to disclosing potential wrongdoing free
from retaliation or adverse action. Specifically, this Policy is not intended to limit any rights or
remedies that an individual may have pursuant to law including, but not limited to, New York
Not-For-Profit Corporation Law Section 715-b and New York Labor Law Section 740.

Policy Distribution

A copy of this policy will be distributed to each covered person promptly following the adoption of
or any amendments to the policy, and at such time as a person becomes a covered person. This
distribution requirement may be satisfied by posting a copy of this policy on the MNFQO'’s website
or at the MNFQ's offices in a conspicuous location accessible to employees and volunteers. A link
to this Policy will be sent with each executed contract to applicable vendors.

A notice of employee rights pursuant to Labor Law Section 740 will be posted conspicuously in an
easily accessible and well-lit place customarily frequented by employees and applicants for
employment.

Policy Adoption and Oversight
The Board is ultimately responsible for providing oversight of the adoption and implementation of,
and compliance with, this policy.



