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UNITED STATES DISTRICT COURT 
SOUTHERN DISTRICT OF NEW YORK 

----------------------------------------------------------x 

MAUD MARON,  

  Plaintiff, 

- against – 

THE LEGAL AID SOCIETY and 

ASSOCIATION OF LEGAL AID 

ATTORNEYS, 

 

 Defendants. 

: 

: 

: 

: 

: 

: 

: 

: 

: 

: 

: 

: 

: 

 

Civil Action No.: 

 

 
 

 

COMPLAINT AND DEMAND FOR 
JURY TRIAL 

----------------------------------------------------------x 

 

Plaintiff, Maud Maron (“Plaintiff” or “Ms. Maron”), was discriminated against on the basis 

of race, including hostile work environment and constructive termination, by Defendants The 

Legal Aid Society (“LAS”) and the Association of Legal Aid Attorneys (“ALAA” and, 

collectively, “Defendants”), her employer and union, who published knowingly false statements 

in furtherance of ideological and political motives divorced from the core functions of Ms. Maron’s 

employment.  

1.0 PARTIES 
 
1. Plaintiff, Maud Maron, who is Caucasian, was employed at all relevant times herein by 

Defendant LAS as a Staff Attorney and is a member in good standing of the ALAA 

union.  At all relevant times herein, Plaintiff was an employee of LAS within the 

meaning of 42 U.S.C. § 2000e(f).   

2. Defendant The Legal Aid Society is a not-for-profit corporation organized under the 

laws of the State of New York, and is headquartered at 199 Water Street, New York, 
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NY 10038.  At all relevant times herein, LAS employed more than 15 persons and is 

an “employer” within the meaning of 42 U.S.C. § 2000e(b). 

3. Defendant Association of Legal Aid Attorneys is a labor organization, being Local 

2325 of the United Auto Workers, headquartered at 50 Broadway, Suite 1600, New 

York, NY 10004, and is a “labor organization” within the meaning of 42 U.S.C. § 

2000e(d) & (e), and has fifteen or more members.  In accordance with the Certificate 

of Representation issued by the New York State Labor Relations Board on December 

30, 1969, LAS recognizes ALAA as the exclusive bargaining representative of all 

attorneys admitted to practice and within the scope of the bargaining unit definition in 

the said certification and of all law graduates employed as such by LAS, i.e. Staff 

Attorneys.   

2.0 JURISDICTION  
 

4. This Court has subject-matter jurisdiction over this action pursuant to 28 U.S.C. § 1331, 

as this matter is a civil action arising under the laws of the United States, 42 U.S.C. § 

2000e et seq., and pursuant to 42 U.S.C. § 2000e-5(f)(3).  This Court has supplemental 

jurisdiction over Plaintiff’s state law claims pursuant to 28 U.S.C. § 1367(a) as they 

arise out of the same facts and are so related to the Federal statutory claim that they 

form part of the same case and controversy. 

5. This Court has personal jurisdiction over the defendants as they are organized and 

headquartered in the State of New York. 

6. Venue is appropriate in this District pursuant to 42 U.S.C. § 2000e-5(f)(3) as the 

unlawful employment practices were committed in this District, the employment 

records are maintained and administered in this District, and Plaintiff would have 
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worked in this District but for the unlawful employment practices.  Venue is otherwise 

appropriate in this District pursuant to 28 U.S.C. § 1391(b)(1) & (2) as all defendants 

reside in this District and are residents of the State of New York and a substantial part 

of the events giving rise to the claims occurred in this District. 

3.0 FACTS GIVING RISE TO COMPLAINT 
 

7. Plaintiff is a 1993 graduate of Barnard College and a 1998 graduate of the Cardozo 

School of Law whose principal legal career has been as a public defender with The 

Legal Aid Society, first from 1998-2006 and again from 2017.  She has served as staff 

attorney and as the Director of Training.  Additionally, from 2011 to 2015, Ms. Maron, 

at the repeated invitation of The Legal Aid Society, served as a faculty lecturer at the 

Society’s Trial Advocacy Programs.   

8. Plaintiff is presently on sabbatical.   

9. Ms. Maron is a committed public defender and strongly believes in the need for police 

reform and criminal justice reform, and she had been an advocate for the disadvantaged 

and disenfranchised of all backgrounds.   

10. Ms. Maron is a candidate for the New York City Council.   

11. As espoused in Plaintiff’s platform, she seeks to protect communities from hate crimes 

and prejudice, and she desires police and prosecutorial reforms to address bias in both 

law enforcement and prosecution.  

12. At the close of 2019, politically motivated members of the Black Attorneys of Legal 

Aid (“BALA”) caucus of Association of Legal Aid Attorneys (“ALAA”) initiated a 

baseless investigation into Ms. Maron.  
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13. Ms. Maron was informed of the 2019 investigation by Tina Luongo, the Attorney-in-

Charge of the Criminal Defense Practice of LAS, via electronic mail.   

14. Ms. Maron’s entire caseload was reviewed, and her three supervisors were interviewed 

with respect to her work as a public defender.   

15. None of Plaintiff’s supervisors identified any concern with regard to the quality or 

nature of Ms. Maron’s client representation.  She was fully cleared. The investigation 

was deemed unfounded.  

16. At a January 13, 2020 meeting attended by Ms. Maron and her ALAA 

representative, Julie Sender, Ms. Luongo communicated the full clearance to Ms. 

Maron.  

17. In addition, Ms. Luongo acknowledged that the same attorneys who initiated the 

baseless investigation would “leak” information to the press in an effort to damage Ms. 

Maron’s City Council campaign.  

18. At that time, Ms. Maron requested that The Legal Aid Society release a 

statement confirming that Ms. Maron was an attorney in good standing with the 

organization and that any statements or assertions to the contrary were baseless “if” the 

fact of an investigation were leaked.   

19. Thereupon, Ms. Luongo interrupted Ms. Maron and said, “No, IT WILL be leaked”.    

20. Ms. Luongo then agreed to Ms. Maron’s request that The Legal Aid Society would 

release a statement acknowledging Ms. Maron’s exemplary record of service when the 

fully anticipated and acknowledged attempt to smear her arose in the press.   

21. LAS failed to release the promised statement. 
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22. On July 23, 2020, Ms. Maron’s opinion piece, “Racial obsessions make it impossible 

for NYC schools to treat parents, kids as people” was published by the New York Post.1 

23. A copy of that opinion piece is attached as Exhibit A.   

24. In the opinion piece, Ms. Maron identified herself as a public defender, but she made 

no mention of The Legal Aid Society and, importantly, her article discussed an 

experience at a training with the Department of Education, unrelated to her 

employment.   

25. In the opinion piece, Ms. Maron spoke against having to refer to herself by her racial 

identity as part of the so-called “anti-bias” training.   

26. Ms. Maron noted that, in the training, race-neutral attributes, like “objectivity” were, 

oddly, labeled as part of “white-supremacy culture”, tied to material that labels all white 

people as racist.   

27. The opinion piece was published after her testimony before the City Council and an 

interview with Nikole Hanna-Jones, all of which focused on inclusivity and diversity 

of thought in the public schools.    

28. Although the opinion piece was unrelated to Ms. Maron’s work at LAS, the ALAA, 

acting through its BALA caucus issued a statement regarding Ms. Maron, her interview 

with Ms. Hannah-Jones, and the article, which they published on July 26, 2020.  See 

Exhibit B.2   

 
1 Available at https://nypost.com/2020/07/23/racial-obsessions-make-it-impossible-for-nyc-

schools-to-treat-parents-kids-as-people/ 
2 Available at https://twitter.com/BALA_NYC/status/1287572951525666820?s=20 and 

https://www.facebook.com/BlackAttorneysofLegalAid/posts/122693346182422  
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29. Thereupon, LAS’s official, verified Twitter account, @LegalAidNYC, retweeted the 

BALA publication without any commentary.  See Exhibit C. 

30. The statement of BALA, which was endorsed without reservation by The Legal Aid 

Society, contains numerous race-based, falsehoods and defamatory 

statements.  Without limitation, those include:  

i. “she pretends to favor integration while fighting against it and denying the 

existence of racism in education”.  Ms. Maron does not oppose integration and she 

has never denied racism exists in any context.    

ii. Repeatedly refers to Ms. Maron as “racist”.  Ms. Maron denies this and opposing 

racist “anti-bias” training is not itself racist if words continue to have meaning.  

iii. “no public defender can legitimately claim to be a proponent of racial justice if they 

are lax in how they do the work; and we know for a fact that Maud's commitment 

to zealous representation of poor people of color is questionable at best.”  Ms. 

Maron’s work has never been lax nor her commitment questionable.  As set forth 

above, Ms. Maron was cleared of this very same baseless accusation on January 14, 

2020.  

iv. Ms. Maron did not call the educational points raised “chilling”, but rather the 

inaptly named “anti-racism” training doctrine, which is, in fact, rooted in racism.  

v. “she religiously advances a false dichotomy between an adequate education and a 

culturally inclusive education.”  This statement is entirely disingenuous as her 

actual City Council testimony was to the opposite. 3 

vi. “Maud’s argument: the problem isn't racism, but a ‘culture of laziness and stupidity 

among African Americans and Hispanic Americans.’”  Ms. Maron has never made 

this argument and finds it repugnant.  Ms. Maron is married to a Hispanic 

immigrant and she takes deep offense at the wholly fictitious characterization of 

her views.   

vii. “She does not use racial slurs in discourse. At least not publicly.”  The implication 

that Ms. Maron does so privately is false.  

viii. “Maud is racist, and openly so. She attacks efforts to end racism by claiming there 

is no racism.”  Ms. Maron has never made any such claim.  

 
3 Ms. Maron’s testimony is available online at: 

https://www.youtube.com/watch?v=7xfu9mvwPvE  
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ix. It compares her involvement with PLACE NYC (Parent Leaders for Accelerated 

Curriculum Education in NYC) to the 1960s group PAT (“Parents and Taxpayers”), 

yet omits that PLACE is co-chaired by two individuals of color.  

x. It says she has “no regard for” her clients, which lacks any basis in reality.    

xi. “She is one of many charlatans who took this job not out of a desire to make a 

difference, but for purposes of self-imaging.”  This is false—The Legal Aid Society 

has been her primary employer since graduation from law school in 1998, after 

having interned there while a law student.  

xii. "You cannot oppose anti-racism and effectively represent Black and Brown people. 

It's impossible."  Ms. Maron opposes a racist ethos that falsely brands itself “anti-

racism”.  Her representation of all of her clients, including but not limited to people 

of color, has always been exemplary. 

31. The Statement BALA wrote, and The Legal Aid Society endorsed, which states “Maud 

Maron has no business having a career in public defense, and we're ashamed that she 

works for the Legal Aid Society” in connection with asserting she opposes actual anti-

racism, constitutes irreparable damage to her professional reputation and, for all intents 

and purposes, terminated her employment in violation of § 1.8.4 of the governing 

collective bargaining agreement.  See Exhibit D.  This race-based statement is false and 

defamatory as Ms. Maron is fully capable of working in public defense. 

32. Ms. Maron is currently promised a return from sabbatical pursuant to § 3.4.4.1.2 of the 

agreement, but The Legal Aid Society has made it impossible for her to do so. 

33. The Legal Aid Society also violated the guarantee of free speech per § 3.5, 

constructively terminating Ms. Maron for her express on personal political and social 

beliefs without evidence that her speech has or will directly interfere with and detract 

from the representation of her clients. 

34.  An employer who says, publicly, it is ashamed she works there and has no business 

working there, is not an employer any reasonable person could be expect to work for. 

35. Such a statement is a violation of § 4.11.2 of the collective bargaining agreement. 
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36. Not only was ALAA the author and publisher of the BALA statement, it failed to 

advocate for Ms. Maron in response to LAS’s aforesaid violations of the Collective 

Bargaining Agreement 

37. On July 27, 2020, The Legal Aid Society issued its own statement in response to Ms. 

Maron’s article, which utterly misrepresented the content of her article.  See Exhibit 

E.4   

38. This statement was co-signed by the leadership of The Legal Aid Society, including 

Janet Sabel, Attorney in Chief and CEO, Adriene Holder, Attorney in Charge, Civil 

Practice, Dawne Mitchell, Attorney in Charge, Juvenile Rights Practice, Tina Luongo, 

Attorney in Charge, Criminal Defense Practice, Archana Jayaram, Chief operaring 

Officer, Scott Rosenberg, General Counsel, Allan Fox, Chief Human Resources 

Officer, Ciara Walton, Director of Diversity, Equity and Inclusion, Janelle Roundtree, 

Director of Employee Relations and Lou Sartori, Pro Bono Counsel and Director.   

39. The Legal Aid Society’s own statement contains numerous race-based false and 

defamatory statements.    

40. These statements lambaste Ms. Maron on account of her race and/or color, creating a 

hostile work environment.  Without limitation, these include:  

i. Ms. Maron “takes the position that an anti-racist agenda is a chilling 

doctrine”.  This is false; she takes the position that using the name ‘anti-racism’ as 

cover for overtly racist practices, such as those at the Dept. of Education’s “anti-

bias” training, is chilling.  

ii. “She denies the existence of structural and institutional racism.”  Ms. Maron denies 

no such thing and opposes structural and institutional racism.  

iii. It says that she views working as a public defender as a “pass” for “white 

supremacy” and has such a “disgusting” “racist perspective” that harms her clients 

 
4 Available at https://twitter.com/LegalAidNYC/status/1287873491232989185?s=20 and 

https://t.co/YEVPGbHnMS?amp=1 . 
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of color.  Ms. Maron has no such view and has never harmed her clients, no matter 

the color.  The Legal Aid Society, as noted above, specifically cleared her of this 

baseless accusation previously.    

iv. “By ignoring these facts as someone who claims to work in this field, the author 

shows how they are not only complicit in this system of oppression, but seeks to 

gaslight communities of color who are vocally demanding change in this 

country.”  Ms. Maron has ignored none of the racism her clients experience 

and herself vocally demands change.  

v. “we have not taken on the internal work needed to build a truly anti-racist 

workplace.”  This statement falsely asserts Ms. Maron is racist and is racist in the 

workplace.   

vi. “While you have dedicated your life to public interest, you cannot do this work 

effectively and fully unless and until you face that reality and own that you are part 

of the problem.”  Ms. Maron has always worked effectively, irrespective of her 

race.  

41. By making these statements and republishing ALAA/BALA’s statements, The Legal 

Aid Society has damaged Ms. Maron, including harassment on the basis of race and/or 

color in the workplace and constructively terminating her employment. 

42. LAS is not immune for retweeting BALA’s statement pursuant to Section 230 of the 

Communications Decency Act, 47 U.S.C. § 230.  The ALAA/BALA members are 

LAS’s own agents and employees, and the retweet demonstrates that the statement was 

in the course and scope of their employment.  Thus, the statement was not provided by 

“another information content provider” under 47 U.S.C. § 230(c)(1).  See Enigma 

Software Grp. USA, LLC v. Bleeping Comput. LLC, 194 F. Supp. 3d 263, 276 

(S.D.N.Y. 2016) (denying motion to dismiss under Section 230 where alleged agent 

was the source of the allegedly offending content). 

43. The misconduct of The Legal Aid Society has also violated § 3.1.1 of the governing 

collective bargaining agreement.  Since BALA is a unit of the ALAA, the ordinary 

grievance procedure has been rendered unavailable to Ms. Maron.  The Legal Aid 
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Society denied Ms. Maron the due process to which she is entitled under § 3.1.1.3 and 

failed to maintain confidentiality under § 3.1.1.2.   

44. Plaintiff has suffered damage to her reputation on account of the statements of ALAA, 

acting through its BALA caucus, which constitutes harassment on the basis of race 

and/or color in the workplace. 

45. Plaintiff filed her charge against Defendants with the U.S. Equal Employment 

Opportunity Commission (“EEOC”) pursuant to 42 U.S.C. § 2000e-5 on January 19, 

2021.  See Exhibit F. 

46. On April 26, 2021, Plaintiff received a Notice of Right to Sue, issued on request, as 

against both Defendants, from the EEOC.  See Exhibits G and H. 

4.0 Causes of Action 
 

COUNT I 

HOSTILE WORK ENVIRONMENT AGAINST LAS 

 

47. Plaintiff restates and realleges the allegations of Paragraphs 1-48 above as if fully set 

forth herein. 

48. At all relevant times herein, Plaintiff was employed by LAS. 

49. The statement of ALAA/BALA was permeated with discriminatory intimidation so 

severe as to alter the conditions of Plaintiff’s workplace. 

50. By republishing the statement of ALAA/BALA, LAS created a hostile work 

environment for Plaintiff, discriminating against her on the basis of her race and/or 

color in violation of 42 U.S.C. § 2000e-2(a)(1). 

51. The July 27, 2020 statement of LAS was permeated with discriminatory intimidation 

so severe as to alter the conditions of Plaintiff’s workplace. 
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52. The Legal Aid Society’s own statement highlights that it was directed to 

employees, specifically Ms. Maron, “who are white…because we are white”, indicates 

Ms. Maron’s article “is the exact definition of white fragility” and “is a tool used to 

promulgate white supremacy”, imposing a special “duty” on “[w]hite people”.    

53. By publishing its July 27, 2020 statement, LAS created a hostile work environment for 

Plaintiff on the basis of her race and/or color, discriminating against her on the basis of 

her race and/or color in violation of 42 U.S.C. § 2000e-2(a)(1). 

54. As a proximate result of these violations, Plaintiff suffered harm to her reputation, 

emotional distress, and will have a loss of future income. 

COUNT II 

HOSTILE WORK ENVIRONMENT AND DISCRIMINATION AGAINST ALAA 

 

55. Plaintiff restates and realleges the allegations of Paragraphs 1-48 above as if fully set 

forth herein. 

56. At all relevant times herein, Plaintiff was a member of ALAA, which represented her 

relative to her employment with LAS. 

57. As a caucus of ALAA, BALA acts on behalf of ALAA and did so when issuing the 

aforementioned statement. 

58. The statement of ALAA/BALA was permeated with discriminatory intimidation so 

severe as to alter the conditions of Plaintiff’s workplace. 

59. In making its statement, ALAA created a hostile work environment for Plaintiff, 

discriminating against her on the basis of her race and/or color in violation of 42 U.S.C. 

§ 2000e-2(c)(1). 

60. By permitting LAS to retweet its statement, ALAA caused LAS to discriminate against 

Plaintiff in violation of 42 U.S.C. § 2000e-2(c)(3). 
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61. The July 27, 2020 statement of LAS was permeated with discriminatory intimidation 

so severe as to alter the conditions of Plaintiff’s workplace. 

62. The Legal Aid Society’s own statement highlights that it was directed to 

employees, specifically Ms. Maron, “who are white…because we are white”, indicates 

Ms. Maron’s article “is the exact definition of white fragility” and “is a tool used to 

promulgate white supremacy”, imposing a special “duty” on “[w]hite people”.    

63. By causing LAS to make its July 27, 2020 statement, ALAA caused LAS to 

discriminate against Plaintiff in violation of 42 U.S.C. § 2000e-2(c)(3). 

64. As a proximate result of these violations, Plaintiff suffered harm to her reputation, 

emotional distress, and will have a loss of future income. 

COUNT III 

CONSTRUCTIVE TERMINATION AGAINST LAS 

 

65. Plaintiff restates and realleges the allegations of Paragraphs 1-48 above as if fully set 

forth herein. 

66. At all relevant times herein, Plaintiff was employed by LAS. 

67. By republishing the statement of ALAA/BALA and publishing the July 27, 2020 

statement, LAS has made Plaintiff’s working conditions so intolerable that she will not 

be able to return from her sabbatical. 

68. The two statements were made on account of Plaintiff’s race and/or color. 

69. Combined, the two statements publicly state that Ms. Maron is unable to effectively 

represent her clients of color, interfering with many, if not most, of her attorney-client 

relationships. 

70. Thus, LAS has constructively terminated Plaintiff’s employment in violation of 42 

U.S.C. § 2000e-2(a)(1). 
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71. As a proximate result of this violation, Plaintiff suffered harm to her reputation, 

emotional distress, and will have a loss of future income. 

5.0 Prayer for Relief 
 
WHEREFORE Plaintiff respectfully requests that the Court 

a) Declare that ALAA has violated Title VII of the Civil Rights Act; 

b) Declare that LAS has violated Title VII of the Civil Rights Act; 

c) Enjoin ALAA, including its BALA caucus, and LAS from engaging in further race- 

and color-based discrimination against Plaintiff and requiring the removal of the prior 

discriminatory publications; 

d) Award Plaintiff compensatory, punitive, and nominal damages; 

e) Award Plaintiff her reasonable attorneys’ fees and costs. 

6.0 Demand for Jury Trial 
 

Plaintiff demands trial by jury on all claims, defenses, and all other issues triable by jury 

in this matter. 

 
 

Dated:  July 12, 2021 Respectfully submitted, 

 MAUD MARON, 

 By her Attorneys, 

        

        

Jay M. Wolman 

Randazza Legal Group, PLLC 

100 Pearl Street, 14th Floor 

Hartford, CT 06103 

(978) 801-1776 

Fax: (305) 437-7662 
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Exhibit A 
 

Racial obsessions make it impossible for NYC  
schools to treat parents, kids as people 

 
Maud Maron  

The New York Post, July 23, 2020 
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Exhibit C 
 

Black Attorneys of Legal Aid Tweet  
Re-Tweeted by The Legal Aid Society  
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Preamble 
This Collective Bargaining Agreement is an expression of the parties' shared commitment to: 1) 
Delivery of the highest possible quality of indigent legal representation; 2) Mutual respect among, 
and fair treatment of all Legal Aid Society staff; and 3) Full participation by the Union and its 
members in pursuing the Society's mission. Each term of this contract will be interpreted in the 
context of these fundamental principles. 
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Article 1/Labor Relations 
§ 1.1. UNION RECOGNITION AND AGENCY SHOP. 

§ 1.1.1. Recognition. In accordance with the Certification of Representation issued 
by the New York State Labor Relations Board on December 30, 1969, the Legal Aid Society 
("Society" or "LAS") recognizes the Association of Legal Aid Attorneys, UAW Local 23 25 (AFL-
CIO) ("Union" or "ALAA") as the exclusive bargaining representative of all attorneys admitted to 
practice and within the scope of the bargaining unit definition contained in the above-mentioned 
Certification and of all law graduates employed as such by the Society ("Staff Attorneys"). 

§ 1.1.2. Union Membership. The Union agrees to continue its policy, as defined by 
law, of admitting persons to membership without discrimination on the basis of actual or perceived 
race, color, national origin, alienage or citizenship status, religion, creed, sex, gender (including 
"gender identity" -- which refers to a person's actual or perceived sex, and includes self-image, 
appearance, behavior or expression, whether or not different from that traditionally associated with 
the legal sex assigned to the person at birth), disability, age (18 and over), military status, prior 
record of arrest or conviction, marital status, genetic predisposition or carrier status, sexual 
orientation, or status as a victim of domestic violence, a sex offense or stalking, or membership in, or 
association with the activities of, any employee organization. No attorney will be required to join 
the Union. 

§ 1.1.3. Dues and Fees. All bargainingunitmembers, whethernewly-hired,rehired, 
or returned to the bargaining unit, must, within thirty [30] days of hire, pay the current dues and 
initiation fees or, where applicable, current service fees to the Union, and any interest charges that 
may be set by the Union for late payment of dues or service fees. Upon the Union's written request, 
the Society will discharge any Staff Attorney who fails to pay such dues, fees or interest, after the 
Union has given at least two [2] weeks' written notice, by certified mail, to the delinquent attorney 
and to the Society. Any member of the bargaining unit may authorize the Society to deduct from her 
paycheck(s) and forward to the Union all dues, initiation fees, credit union, political action, other 
assessments and/or agency fees. Such authorization will be effective until revoked, in writing, by 
the signer thereof. 

§ 1.2. COLLECTIVE BARGAINING AGREEMENT. 
§ 1.2.1. Term. This Agreement will be effective as of October 4, 2017, will continue 

in full force and effect through June 30, 2019, and will continue past its expiration date, subject to 
ten [IO] days' written notice of termination by either party. As always, all terms and conditions, 
including salary, pension and all benefit obligations, will be subject to collective bargaining upon the 
expiration date. 

§ 1.2.2. Negotiation. When feasible, the parties will: 1) provide one hundred and 
twenty [ 120] days' notice prior to expiration of its intent to modify or terminate this Agreement; 2) 
present written proposals at least one hundred [ l 00] days prior to expiration; 3) begin contract 
negotiations at least ninety [90] days prior to expiration; and 4) meet as frequently as necessary for a 
full and fair discussion of the issues. If there is no successor agreement at least forty-five [45] days 
prior to expiration, the parties will jointly request the intervention of the Federal Mediation and 
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Conciliation Service. If, in the mediator's judgment, maintenance of the status quo for a period of 
up to thirty [30] days past expiration appears likely to improve the chances for a negotiated 
agreement without declaration of an impasse, the mediator will ask the parties' agreement to such 
extension, and/or to such other steps within that time period as she deems useful to resolve 
outstanding issues. 

§ 1.2.3. Headings and Terms. Headings and/or subject groupings are for general 
identification only and will not be construed in a substantive manner. The pronoun "her" will be 
deemed applicable to both genders. 

§ 1.2.4. Reproduction and Distribution. The Society will reproduce this Agreement 
using union labor, distribute at least one [I] copy to each attorney, and make available necessary 
additional copies. 

§ 1.3. NO STRIKE OR LOCKOUT. The parties subscribe to the principle that differences will 
be resolved by peaceful and appropriate means without interruption of the work of the Society or the 
courts. The Union agrees that there will be no strikes, work stoppages, slowdowns or concerted 
refusal to perform work during the tenn of this Agreement, during which neither the Union, nor any 
officer or agent thereof will, directly or indirectly, authorize, assist, condone, encourage, or in any 
way participate in any such activities. The Society will not lockout its employees during the term of 
this Agreement. 

§ 1.4. UNION ACCESS TO FINANCIAL RECORDS. The Society will grant any reasonable 
request by the Union for open access to its financial books and records, subject to appropriate 
safeguards against release or other inappropriate use of individually-identifiable information about 
non-bargaining unit employees, including access to outside auditors in regard to the Society's 
financial condition and to perform due diligence in regard thereto. 

§ 1.5. UNION ACTIVITIES. The Union will have reasonable use of the Society's internal 
communication mechanisms and meeting space, one full time equivalent (FTE) of paid release time 
for general representational and related duties, and reasonable release time for other Union 
representatives, and other resources necessary to administer this Agreement. In addition, two [2) 
Staff Attorneys may take unpaid leaves for an unlimited duration to serve on Union staff, during 
which they will be entitled to all benefits (health, disability, etc.) available to other bargaining unit 
members, at no additional cost to the Society. Attorneys on Union leave will accrue full seniority for 
all purposes, including salary, vacation, pension, and leave, and have the right to return to their 
Society positions at the conclusion of such leave(s). Current Union staff whose leave had previously 
expired shall be immediately restored to their status as Society employees on the above terms. 
Reasonable use of the Society's internal communication mechanisms shall be interpreted to mean the 
following: The Legal Aid Society will maintain an e-mail group that permits the President of ALAA 
and her designee to send communications to all ALAA members and permits individual members to 
respond to the President of ALAA and her designee as the sender(s) and not to the whole e-mail 
group. The Legal. Aid Society has provided ALAA with a one-time payment of $12,000 so that 
ALAA can develop and implement a free-standing e-mail group of ALAA members that is not on 
The Legal Aid Society's computer network. 
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§ 1.6. PRESENCE OF UNION REPRESENTATIVES. Staff Attorneys may exercise their 
right to the presence of a Union representative, whenever practicable a person of their choice, during 
any discussion with managers concerning potential or actual disciplinary action. 

§ 1.7. JOINT UNION-MANAGEMENT COMMITTEES. The Union will appoint its 
representatives to all "Union-Management" committees. 

§ 1.8. GRIEVANCES. Except as otherwise provided herein, the following grievance procedure 
will apply to all disputes concerning interpretation or application of a specific provision of this 
Agreement. 

§ 1.8.1. Initiation. Grievances must be filed in writing within ten [ 1 OJ calendar days 
of the event giving rise to the grievance, or within ten [ 1 OJ calendar days from when the event, with 
reasonable diligence, should have become known. The written statement must be sufficient to give 
notice that the matter is being grieved and should clearly articulate the issue(s) grieved, the relevant 
contract provision(s), and the relief sought. 

§ 1.8.2. Time Limits. Once filed, each subsequent step in the grievance process 
must be completed or initiated, as appropriate, within ten [ 1 OJ calendar days of the preceding event, 
except as extended by the parties' mutual agreement, which shall not be unreasonably withheld. If 
the Union fails to file within the allotted time, the grievance will be deemed resolved by the 
Society's most recent position. If the Society fails to respond within the allotted time, the Union 
may move the grievance to the next level. 

§ 1.8.3. Presentation. Grievances will be presented and processed at a time and in a 
manner that does not materially interfere with work. Unless otherwise agreed, grievances will be 
heard outside of normal work hours. 

§ 1.8.4. Due Process. Except in cases involving dishonesty or gross neglect of a 
client, no Staff Attorney will be discharged until completion of the First Step grievance process, until 
the grievance has been resolved by operation of time limits, or until the Staff Attorney has given 
written notice that she does not intend to file a grievance with respect to a proposed termination. 
The foregoing does not prevent the Society from placing a Staff Attorney on paid suspension 
pending resolution of the First Step grievance. A proposal to suspend or discharge a Staff Attorney 
must be made in a written notice of charges provided simultaneously to the Staff Attorney and Union 
President. Notice of charges may be amended or supplemented at any subsequent time, with the 
understanding that such changes may require an extension of time limits for further investigation. 

§ 1.8.5. Steps. 
(1) First Step: Immediate Supervisor. The First Step grievance will 

generally be to the immediate supervisor. If the action being grieved is discipline or termination 
taken in the name of a higher level supervisor, the First Step grievance will be to that person. The 
parties will seek resolution through discussion among the aggrieved Staff Attorney, her Union 
representative, or, in the appropriate case, the Union as the aggrieved party, and the aggrieved's 
immediate supervisor, who will issue a written decision. 

(2) Second Step: Practice Attorney-in-Charge. If the grievance is not 
settled in the First Step, the Union may file a written appeal to the Attorney-in-Charge of the practice 
to which the grieving Staff Attorney is assigned, or was assigned at the relevant time. Following a 
meeting among the interested parties, the Attorney-in-Charge will issue a written decision. If the 
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practice Attorney-in-Charge decided the First Step grievance, her initial decision will be appealed 
directly to the Third Step. 

(3) Third Step: Attorney-in-Chief If the grievance is not settled in the 
Second Step, the Union may file a written appeal to the Attorney-in-Chief, who, following a meeting 
among the interested parties will issue a written decision. 

(4) Fourth Step: Arbitration. If the gi.ievance is not settled in the Third 
Step the Union may give written notice of arbitration to the Attorney-in-Chief. If the parties are 
unable to agree on an arbitrator within an additional ten [IO] calendar days of such notice, the matter 
will be submitted to arbitration under American Arbitration Association rules in the event of 
discharge on an expedited basis. The arbitrator's award will be final and binding on all parties. The 
Union and the Society will share equally in any costs of grievance arbitration. 

§ 1.8.6. Exclusive Remedy. No Staff Attorney will have the right to independently 
institute or pursue any grievance or arbitration based upon this Agreement, the right of action being 
limited to the Union and the Society and any agreement or adjustment between the Union and the 
Society with respect to such disputes will be final and binding upon the Staff Attorney. 

§ 1.9. MANAGEMENT RIGHTS. The Society will at all times, subject to express provisions 
of this Agreement, have full control of management, personnel and conduct of its operations, 
including any of the rights, powers and authority that the Society had prior to the signing of this 
Agreement. 

§ 1.10. FUTURE JOINT LOBBYING. If there is any future joint lobbying, a plan for such 
future joint lobbying will be addressed in a side letter between the parties. 
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Article 2/Compensation 
§ 2.1. SALARY. 

§ 2.1.1. Salary Schedule. The Basic Salary Schedule set forth in Appendix 1 will 
apply to all Staff Attorneys and be effective March 1, 2017 and July 1, 2018. Within thirty (30) days 
of ratification, The Legal Aid Society will increase the salary of each Staff Attorney in active status 
at that time in accordance with the levels specified in Appendix 1 and provide a retroactive payment 
to each such Staff Attorney reflecting the Staff Attorney's salary increase effective on March 1, 2017 
and/or July 1, 2018 in accordance with the salary levels set forth in Appendix 1. For each Staff 
Attorney who is on an authorized leave when the Society implements the prospective and retroactive 
salary increase at the levels set forth in Appendix 1, the Society will make retroactive salary 
adjustments, if any are required, within thirty (30) days of the Staff Attorney's return from the 
authorized leave. In accordance with the Society's salary payroll procedures, retroactive salary 
increases are subject to applicable payroll deductions and are pensionable. During the life of this 
contract extension, if the City of New York provides additional funds that are not restricted from use 
for salary increases, within (30) days of the notification that such funds are available the parties shall 
reopen this agreement and shall then negotiate the distribution of any such funds to the ALAA/UA W 
2325 bargaining unit in a fair and equitable manner for salary increases. The distribution of any 
such funds that can be used for salary increases would be effective as of the beginning of the period 
oftime for which such funds have been allocated by the City. The Basic Salary Schedule may be 
increased during the term of this Agreement in accord with the above provision. 

§ 2.1.1.1. ADA Comparability. Both ALAA and the LAS recognize and support a 
goal that staff attorneys receive total compensation which is comparable to that received by AD As in 
Bronx, Brooklyn, New York and Queens Counties and that, due to the lack of sufficient funding, the 
economic tenns contained herein narrows, but does not close, the comparability gap between the two 
groups. It is also recognized that LAS may receive funding increase(s) during the term of this 
contract which would allow it to narrow or close this gap. To that end, the parties agree that should 
the LAS receive, during the term of this contract, a funding increase sufficient to further narrow or 
close the comparability gap, the parties will, immediately upon learning of such increase, undertake 
to ascertain the four-borough average of total compensation received by non-managerial AD As at 
yearly levels of service. After ascertaining such ADA compensation, the LAS agrees to pay staff 
attorneys as close to comparable total compensation as such additional funding allows. 

§ 2.1.1.2. Special Wage Reopener-Alternative Defender 
Organizations. If any organization other than the 18-B (assigned counsel) panel offers to furnish 
defender services for ten [I OJ percent or more of the clients served by the Criminal Practice or 
Juvenile Rights Practice in the City and/or State Courts in New York City, and if such organization 
offers to its Staff Attorneys, on an overall basis, higher salaries, superior terms of employment or 
working conditions, the Union may, upon ninety [90] days' written notice to the Attorney-in-Chief, 
reopen the contract as to those items where disparity exists. If the Society challenges the factual 
basis on which the reopener notice is predicated, such issue(s) will be submitted to arbitration and 
the relevant contract provision reopened only upon an appropriate finding by the arbitrator. 

§ 2.1.1.3. 24-Pay Period System. Effective April 1, 2012, the Society is 
implementing a 24 pay period system for each year that consists of two pay days per month on the 
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15th and on the last day of the month. When the 15th or the last day of the month falls on a weekend 
or holiday, the pay day will be on the business day immediately before the weekend or holiday. 
Converting to the 24 pay period system will not affect the current negotiated annual step rates, but 
will increase the amount of the gross amount of pay per payroll period so that the gross annual salary 
remains the same in the 24 pay period system as it had been in the 26 pay period system. 

§ 2.1.2. Individual Placement on Salary Scale. 
§ 2.1.2.1. Anniversary Date. The anniversary date will be the date of 

first employment as a Staff Attorney. The Society, in consultation with the Union in regard to 
criteria and principles, may give credit for prior experience or service, and those hired with such 
credit will receive future increases based on their hiring level rather than their years of service with 
the Society. In the event of a break in service, any credit for prior service to establish salary, annual 
leave retirement benefits, seniority, etc., will be as agreed upon by the Society and the attorney upon 
rehire. 

§ 2.1.2.2. Advancement to Step One. Movement on the Salary Schedule 
from Law Graduate to Step 1 will be effective on bar admission. 

§ 2.1.2.3. Returned-to-Staff Supervisors. Staff Attorneys who returned to 
staff from supervisory positions will be entitled to credit for all their experience as an attorney 
employed by the Society, including the time employed as a supervisory attorney. 

§ 2.1.3. Lobster Shift. Attorneys working the New York County "lobster" shift that 
begins at l :00 A.M. will be paid at the following rate: Tuesday-Friday-$300; Sunday and the day 
following a holiday-$400; Saturday, Monday and holidays-$350. Attorneys staffing the lobster 
shift will not be required to work the shift immediately prior or subsequent thereto. 

§ 2.2. TRANSITCHEKS. Effective July 1, 2004, each Staff Attorney will have the individual 
option to use pre-tax compensation to purchase TransitCheks as administratively practical within the 
maximum amount permitted by law. 

§ 2.3. BAR REGISTRATION FEE. The Society will pay Staff Attorney bar registration fees. 

§ 2.4. FELLOWSHIPS. The Society may transmit or facilitate payments by fellowships for 
repayment of Staff Attorney education loans. 

§ 2.5. Loan Forgiveness. The Union acknowledges that the Society created a one-time 
$250,000 loan forgiveness fund. The funds remaining will be distributed as described in Section 
2.5.1. The Society will work with the Union to seek loan forgiveness funding from government. The 
Society will designate a staff person in the Human Resources Department to assist Staff Attorneys 
with the various loan forgiveness programs offered by governmental entities by collecting 
information on various programs which may apply to Staff Attorneys and providing updated 
information about such programs in a timely manner. 

§ 2.5.1. Loan Forgiveness Committee. The Union and the Society agree to establish a 
joint Union-Management committee to make recommendations for educational loan reimbursements 
of the funds currently in the Archibald Murray Fund and to explore additional strategies for raising 
funds for educational loan reimbursement. 
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§ 2.6. BAR ASSOCIATION DUES. To the extent that recurring funds can be allocated, the 
Attorney-in-Chief will appoint managers and Staff Attorneys to serve as a representative of The 
Legal Aid Society on relevant State and local bar association committees, with the required bar dues 
paid with such funds. Any appointments of Staff Attorneys will be made in consultation with the 
Association of Legal Aid Attorneys through its President. 

§ 2.7. COMPENSATORY, PERSONAL AND FLEX TIME. 
§ 2.7.1. Compensatory Time (Criminal Defense Division). 

§ 2.7.1.1. Earnings. Staff Attorneys in CDD will earn compensatory 
time for working certain institutional assignments outside of regular working hours. Staff Attorneys 
in the Community Justice Unit will be pennitted to earn comp time for institutional assignments 
performed beyond the normal workday of 9 A.M. to 5 P.M. 

§ 2.7.1.2. Accumulation and Use. Staff Attorneys may accumulate 
accrued compensatory days. Accumulated days may be taken as vacation in accordance with the 
CBA within one year of being earned but may not be carried over to a subsequent year. Effective 
April 1, 2005 Staff Attorneys entitled to compensatory days for working institutional assignments 
outside of regular working hours may, within a month of earning a compensatory day, opt to be paid 
at their regular hourly rate in effect during the pay period for each day of compensatory time earned 
to a maximum of 15 days in any fiscal year, provided, however that the maximum is 5 days in Fiscal 
Year 2005. Such payments are not pensionable. Effective December l 2, 2007, Criminal Defense 
Staff Attorneys may opt to be paid a maximum of 1 7 compensatory days earned during any fiscal 
year at the regular hourly rate in effect during the pay period in which the compensatory time was 
earned, provided that such payments are not pensionable. 

§ 2.7.1.3. Cash-In. Effective December 19, 2006, for unpaid leaves in 
the Criminal Defense practice, other than compensatory time that can be cashed in annually pursuant 
to paragraph 2.5.1.2 above, Criminal Defense staff compensatory time accumulated prior to April I, 
2005 will be paid out in a lump sum when a Criminal Defense staff attorney resigns or is terminated 
from LAS, is promoted to a supervisor, or transfers from the Criminal Defen e practice. However, in 
order to reduce the accumulated April I 2005 compensatory time liability for the Society and to 
provide a transition for affected bargaining unit members taking unpaid leaves related to childcare 
and/or FMLA, on a fiscal year basis, the Society is allocating a fund of up to $250,000 to pay out 
accumulated pre-April I, 2005 compensatory time to such affected Criminal Defense attorneys on 
unpaid leave in a lump sum that represents the duration of the leave and such staff attorneys will be 
pem1itted to pay for health care coverage at the applicable employee share while they are on such 
approved unpaid leave. 

§ 2.7.1.4. One Time Buy-Back. In the first year of this contract, The 
Legal Aid Society will allow a one time buy-back opportunity for those attorneys with pre-2005 
"frozen" comp days. LAS will allow those attorneys to cash in up to 5 days per eligible attorney for 
a total amount up to $250,000 by January 31, 20 J 8 or allow those attorneys to use up to l 0 days of 
"frozen" comp days during the course of one year, with the period to be determined. 

§ 2.7.1.5. Modification. The Society may establish reasonable notice 
requirements in regard to exercise by Staff Attorneys of their right to cash in compensatory days and 
reasonable payment provisions, not more than two [2] months after such notification, in order to 
prevent cash-flow problems for the Society. 

Case 1:21-cv-05960   Document 1-4   Filed 07/12/21   Page 11 of 20



2016-2019 Contract Article 2/Compensation Page 10 

§ 2.7.1.6. Weekend and HolidayArraignments in the Juvenile Rights 
Practice. Staff Attorneys in the Juvenile Rights Practice will be paid for a compensatory day for 
working a weekend or holiday arraignment shift, with such payment to be provided no later than on 
the second pay day following the shift that the Staff Attorney worked. 

§ 2.7.2. Personal Days (Other Practices). Each full-time and part-time Staff 
Attorney in the Civil Practice, Special Litigation Unit of the Criminal Practice, Juvenile Rights 
Practice, and Criminal Appeals Bureau will receive five [ 5] personal days per calendar year, except 
that staff attorneys in the Criminal Appeals Bureau will receive no personal days as of the end of 
calendar year 2006; such days cannot be cashed-in or carried over from year to year. Effective 
January 1, 2007, the allocation of personal days for staff who work part time and are otherwise 
eligible for personal days shall be pro-rated. 

§ 2. 7 .3. Special Longevity Personal Days. Effective October 1, 2013, the Society 
will provide a special longevity allocation of five [5] personal days for use either in the longevity 
year or in the subsequent years until the next longevity anniversary date: 1) 30 years of service; 2) 
35 years of service; 3) 40 years of service; 4) 45 years of service; and 5) subsequent five [5] year 
intervals of service. These special longevity allocations of five [5] personal days can only be used 
during the twelve [12] months following these anniversary dates and cannot be carried over to any 
subsequent year and shall not affect the limitations on the accrual of vacation days, the use of 
compensatory ti.me, or the annual allocation of personal days for eligible Staff Attorneys. 

§ 2. 7.4. Flexible Hours. The Society will continue to make reasonable adjustments 
in attorneys' hours at the workplace, subject to the demands of workload coverage, in consideration 
of such assignments as night-time tenant or other group meetings concerning clients, jury 
deliberations, late court time, line-ups, etc. 

§ 2.8. HEALTH INSURANCE. 
§ 2.8.1. Administration. Staff Attorney health benefits, the current tenns of which 

are detailed in Appendix 2, will be administered by the Society, with full Union access to all 
information concerning terms, costs, administration and application of those benefits to bargaining 
unit members. A Joint Union-Management Health Benefits Committee will be established to 
discuss issues and concerns regarding administration of the benefit program. Effective January 1, 
2008, Appendix 2 will be deemed amended to provide that co-payments for medical office visits 
shall be $20. 

§ 2.8.2. Changes. There will be no change in any benefit without the Union's 
agreement. If the Society's cost for Staff Attorney health benefits decreases during the term of the 
Collective Bargaining Agreement, disposition of the resulting savings will be discussed with the 
Union. 

§ 2.8.2.1. Contributions. Effective January 1, 2005, ALAA members 
will make contributions to health care premiums in the amount of3.5 percent of premium for the 
"low plan" and 7 percent for the "high plan". 

§ 2.8.3. Eligibility. 
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§ 2.8.3.1. Employment. Eligibility for health insurance coverage will 
require employment on both the first and fifteenth of that month. Coverage will cease as of the last 
day of employment, subject to continued benefits under applicable law and insurance policies. 

§ 2.8.3.2. Dependents. Employees wishing to change from single to 
dependent coverage, and new enrollees requesting dependent coverage, will be required to certify, 
and provide a summary plan description to demonstrate, that comparable coverage to that provided 
by the Society is not available through their spouse's employment. Benefit comparability analysis 
will take into account, and assign appropriate weight to, both employee and/or spousal premiwn 
contributions. 

§ 2.8.3.3. Lesbian and Gay Partners. The Society will provide health 
insurance coverage for domestic partners oflesbian and gay Staff Attorneys who sign an affirmation 
attesting to their relationship with a named domestic partner ( qualifying standards for which will be 
taken from language contained in the New York City Executive Order), subject to availability, to 
reasonable eligibility requirements and to costs comparable with those incurred under then-current 
health insurance. The Society will take all reasonable steps, excluding litigation, to bring about and 
maintain availability of such coverage. 

§ 2.8.3.3.1 Tax Reimbursement for Staff Attorneys with 
Same Sex Domestic Partners. In recognition of the added tax burden that results from the disparate 
treatment in federal and state tax laws of married heterosexual couples and same sex domestic 
partners, a Staff Attorney whose health insurance coverage is for herself or himself and a domestic 
partner shall be reimbursed in accordance with either one of these options: (a) the Staff Attorney will 
be reimbursed in an amount equivalent to 20% of the cost of the additional coverage for the domestic 
partner; or (b) LAS will "Gross Up" the tax liability such that the Staff Attorney shall be reimbursed 
in a net amount equivalent to the tax liability incurred by the Staff Attorney as a result of the 
treatment of the additional premium as income to the Staff Attorney. If this second option is chosen, 
the Staff Attorney shall demonstrate the additional tax liability by providing exact copies of the filed 
tax returns of the Staff Attorney and the domestic partner, as well as a tax return prepared as a joint 
return for a couple that would be treated as married under the tax laws. The tax returns shall be 
accompanied by an affirmation from the Staff Attorneys attesting to their financial accuracy. 
Reimbursement under either option (a) or (b) shall be paid within 60 days ofreceipt of the required 
documentation by the LAS Human Resources Department. Any tax liability resulting from the 
reimbursements for employees who select option (a) shall be the responsibility of the Staff Attorney. 
At such time as the tax laws are modified to eliminate this disparate treatment which this provision 
is being adopted to address, this provision will. expire. 

§ 2.8.3.4. Enrollment. Each Staff Attorney may select from health plan 
options detailed in Appendix 2, or as may be otherwise agreed upon by the Union and the Society, 
during an annual open enrollment period, and/or throughout the year due to qualifying changes in 
family status. 

§ 2.8.3.5. Retirees. Effective July 1, 2002, a Medicare supplement with 
prescription drug rider will be provided to Staff Attorneys who: (I) retire on or after July 1, 2002; 
(2) have been employed by The Legal Aid Society for 25 years or more (time spent on long-term 
disability will be included in detennining this period); and (3) will at retirement have reached age 
65. A dependent of a retiree may purchase at the dependent's expense the same Medicare supplement 
with a prescription drug rider that will be provided to staff attorney retirees. If the dependent is not 
Medicare eligible, the dependent may purchase at the dependent's expense LAS health care coverage 
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that is provided to staff attorneys. Retiree health care coverage is limited to retirees who are not 
eligible for health care coverage from another employer or former employer, and the ability of a 
retiree's dependent to purchase a Medicare supplement or LAS health care coverage is similarly 
limited. 

§ 2.8.3.6. Opt Out. LAS will implement a health care opt-out plan to 
provide a $2,500 annual incentive to Staff Attorneys who opt out of annual health care coverage 
provided that they submit written documentation demonstrating that they are covered for that year by 
another health care insurance plan. 

§ 2.9. LIFE INSURANCE. The Society will provide Staff Attorneys with life insurance as 
detailed in Appendix 2 and will permit Staff Attorneys to voluntarily purchase additional group life 
insurance through check off, subject to the carrier s requirements. 

§ 2.10. PENSION. The Society will, no later than seven [7] months from the close of the 
respective semiannual evaluation period, contribute 6.5% of covered salary, as defined in the 
Pension Trust Agreement and Pension Plan, to the Legal Aid Society Staff Attorney Pension Plan. 
Actual out-of-pocket expenses for legal counsel (not to exceed $50,000 per Plan year), consultants, 
accountants or others retained by the Plan will be payable from the Society's contributions. The LAS 
pension contributions to the Legal Aid Staff Attorney Pension Plan that are due and payable in Fiscal 
Year 2006 (July 1, 2005- June 30, 2006) shall be reduced to 3 percent of covered salary as defined 
by the Pension Trust Agreement and Pension Plan. LAS shall make two semi-annual pension 
payments by January 31 and July 31 of each year. Effective December 2004, ALAAber by waives 
its claim based on LAS' alleged failure to make timely pension fund payments to the Legal Aid Staff 
Attorney Pension Plan prior to December 2004 in the amount of $381,000. 

§ 2.11. TAX SHELTERS. The Society will make all necessary efforts to establish, maintain and 
offer to Staff Attorneys IRS-qualified plans for tax-deferred and/or tax-exempt annuities (overseen 
by a joint Union-Management committee of equal nwnber), dependent care, excess unreimbursed 
medical expenses, health insurance premium contributions and long-term disability payments. The 
Society will arrange for a vendor to offer a Roth 403(b) to Staff Attorneys. The Society will provide 
an additional payroll deduction option for a New York State 529 Educational Savings Plan. 
Effective January 1, 2014, the Society will waive the administrative costs for flexible spending and 
dependant care accounts. 

§ 2.12. VACATION. 
§ 2.12.1. Amount. Staff Attorneys will receive annual leave with pay for vacation 

and religious observance in the amount of twenty [20] workdays for the first year of service; twenty-
three [23] workdays for the second and third years of service· and twenty-seven [27) workdays for 
the fourth and subsequent years of service. 

§ 2.12.2. Eligibility. Annual leave ( except for religious holidays) will not ordinarily 
be granted until a Staff Attorney bas been employed for at least six [6] months. Consistent with 
workload demands, supervisors will approve exceptions to this policy in response to plans or other 
specific and unusual circumstances which cannot be deferred. 

§ 2.12.3. Accrual. Annual leave will be earned on an accrual basis calculated from 
employment anniversary date on the basis of one and two-thirds [12/3] days per month during the 
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first year of employment; one and eleven-twelfths [111112] days during the second and third years· 
and two and one-quarter [21/4] thereafter. By June I of each year, each Staff Attorney will be 
provided with a statement of her accrued vacation as of May I and/or when their respective accruals 
reach thirty-five [35] days. 

§ 2.12.4. Paychecks. Paychecks due during vacation will be available on the last 
working day prior to the vacation, provided that the Society is given three [3) week's notice of any 
change in scheduled vacation. 

§ 2.12.5. Scheduling. Vacation schedules will be subject to office and practice 
staffing requirements. 

§ 2.12.6. Illness or Accident. If a Staff Attorney becomes ill or suffers an accident 
during a period of vacation, the Society will exercise reasonable discretion in converting vacation 
time to sick time. 

§ 2.12.7. Buy-Back. Each full-time and part-time Staff Attorney in the Civil Practice, 
Juvenile Rights Practice, Parole Revocation Defense Unit and Special Litigation Unit of the 
Criminal Practice will have the option of selling back up to five [5] vacation days per calendar year 
and staff attorneys in the Criminal Appeals Bureau may sell back up to 10 vacation days per calendar 
year, to be paid at the rate in effect on June 30. Provided during the period July I, 2004 through June 
30, 2005 Staff Attorneys shall not have the right of selling back any vacation time during this year. 
Staff Attorneys in the Staten Island Criminal Office will be allowed to buy-back up to 17 vacation 
days per fiscal year minus the number of comp days bought back. 

§ 2.12.8. Forfeiture. Any accrued leave will be waived if not used within six (6) 
months after the anniversary date. There will be a grace period for Staff Attorneys who forfeit 
accrued vacation time as a result of canceled scheduled vacation(s) due to scheduling beyond their 
control of trials, pre-trial hearings or appellate arguments. 

§ 2.12.9. Restoration 0(1995 Vacation Accruals. Effective January 1 2004 the 
Society will restore the maximum vacation time accrual to all Staff Attorneys who in 1995 reduced 
their maximum vacation time accrual. 

§ 2.13. Adoption & Fertility Treatments. The Society will create a fund of $300,000 each year 
in order to offer :financial assistance for adoption and the costs not covered by insurance to establish 
fertility at a maximum reimbursement of $15,000 per attorney. 

§ 2.14. CHILDCARE. Management will create a committee to explore the feasibility, cost and 
potential liability issues regarding the provision of childcare services or a childcare subsidy. 
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Article 3/Employment Policy 
§ 3.1. FAIR EMPLOYMENT PRACTICES. 

§ 3.1.1. Non-Discrimination. The Society will continue its policy of not 
discriminating, as defined by law, against an employee on the basis of actual or perceived race, 
color, national origin, alienage or citizenship status, religion, creed, sex, gender (including "gender 
identity" -- which refers to a person's actual or perceived sex, and includes self-image, appearance, 
behavior or expression, whether or not different from that traditionally associated with the legal sex 
assigned to the person at birth), disability, age ( 18 and over), military status, prior record of arrest or 
conviction, marital status, genetic predisposition or carrier status, sexual orientation, or status as a 
victim of domestic violence, a sex offense or stalking, or membership in or association with the 
activities of, any employee organization. The Joint Union-Management Staff Attorneys Affirmative 
Action and Diversity Committee provided for herein will establish written procedures to resolve 
bargaining unit discrimination complaints. Such procedures will include following elements: 

§ 3.1.1.1. Individual Options. If both the complainant and the target of 
the complainant voluntarily agree, they may submit to voluntary mediation. The Joint Union-
Management Staff Attorney Affinnative Action and Diversity Committee will recommend to the 
Attorney-in-Chief a diverse panel of qualified mediators. When investigation of a complaint is 
required, the investigation will be conducted by the Director of Diversity and Inclusion or outside 
counsel with appropriation experience and training consistent with EEOC guidance. 

§ 3.1.1.2. Confidentiality. Information about the complaint will not be 
revealed except as required to complete a full and fair investigation and/or to attempt resolution. 

§ 3.1.1.3. Due Process. Employees accused of discrimination will have 
a full and fair opportunity to respond to the accusation. Both accuser and accused will be entitled to 
representation in the proceeding. 

§ 3.1.1.4. Recommendation. Individuals found to have engaged in 
discriminatory conduct will be disciplined up to and including possible termination. 

§ 3.1.1.5. Retaliation. Complainants and witnesses will be fully 
protected against retaliation. 

§ 3.1.1.6. Alternate Remedies. None of the provisions of this mechanism 
precludes access to other discrimination remedies. 

§ 3.1.2. Affirmative Action. The Legal Aid Society will continue to pursue 
affirmative action and diversity with regard to race, ethnicity, age, gender, sex, sexual orientation and 
disability and to pursue a truly inclusive workplace where colleagues of diverse backgrounds and 
lifestyles feel accepted, respected and encouraged to grow professionally. The Society recognizes 
that, given the high degree of diversity of its client population, it has a responsibility to continue its 
affirmative action efforts, in accordance with ABA standards, beyond simply meeting traditional 
utilization measures for the relevant labor pool. The Society will also continue to pursue diversity 
with respect to skills in languages commonly-spoken by the Society's eligible client population. 
Diversity will be considered a relevant criterion in hiring and selection decisions. The Joint Union-
Management Affirmative Action and Diversity Committee will refine and articulate more specific 
objectives and strategies through the affirmative action planning process. 
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§ 3.1.2.1. Discussion. The Society will consider and respond to the 
Union's concerns in regard to affirmative action, and the Union will participate in development of 
the annual Staff Attorneys' Affinnative Action Plan described below. 

§ 3.1.2.2. Joint Union-Management Staff Attorneys Affirmative Action 
And Diversity Committee. There will be a Joint Union-Management Staff Attorneys Affirmative 
Action and Diversity Committee consisting of the Attorney-in-Chief, the Attorneys-in-Charge of the 
Civil, Criminal, and Juvenile Rights Practices, the Society's Diversity Officer, the Society's Cl1ief 
Human Resources Officer, and another representative of the Society's senior management, and the 
President of ALAA and six [6] ALAA representatives (including representatives of each Practice, a 
representative of the Attorneys of Color Caucus of Legal Aid, and the ALAA Affirmative Action 
Representative). The Committee will be co-chaired by the Attorney-in-Chief or her designee and the 
ALAAPresident or her designee. The purpose of the Committee is to foster workforce diversity in 
the bargaining unit, with particular reference to recruitment, retention and promotion of people of 
color, women, and a diverse staff as described in § 3 .1.1. The Committee will meet on the second 
Wednesday of each quarter. The Committee will develop, monitor and evaluate an annual 
Affirmative Action and Diversity Plan, as described below which will be the focal point around 
which these efforts are organized. Based on the annual plan, the Society will periodically post and 
maintain Affirmative Action and Diversity data and infomrntion on its Website. 

§ 3.1.2.3. Society Resources. The Society will provide staff support for 
implementation of the Affirmative Action and Diversity Plan, and will maintain one [I] full-time 
Diversity Officer and appropriate supporting staff, whose principal responsibilities will include 
affirmative action and diversity. 

§ 3.1.2.4. Practice Committees. Practice Joint Union-Management Staff 
Attorney Affirmative Action and Diversity committees will be established at the initiative of either 
party to address concerns unique to the Practice. 

§ 3.1.2.5. Plan. The Society-wide Union-Management Staff Attorney 
Affirmative Action and Diversity Committee will develop an annual Staff Attorney Affirmative 
Action and Diversity Plan to foster workforce diversity. The plan will include the following 
components: 

§ 3.1.2.5.1. Statistics. The Attorney-in-Chief will timely 
maintain statistics in a consistent format necessary to support the affirmative action objectives of the 
Society and the Committee's work. Statistics will include, but not be limited to, recruitment, 
promotion and retention profiles for all protected classes as defined under the Federal EEO-I process 
as well as other groups included in § 3.1.1. Data will be collected, retained and reported for each 
organizational unit and for the bargaining unit as a whole. This information will be included in each 
annual Staff Attorneys Affirmative Action and Diversity Plan, will be used as an analytical tool for 
identifying areas in need of particular attention in that year's plan, and will be used for determining 
progress relative to prior years' plans. This information will be regularly distributed and made 
available to the Union upon request. 

§ 3.1.2.5.2. Recruitment. The Attorney-in-Chief will provide a 
recruitment plan to comply with the goals of the Committee prior to each recruitment period. The 
Affirmative Action and Diversity Plan will include strategies to foster diversity in recruiting for 
bargaining unit positions. At a minimum, the Plan will provide for: 1) emphasis in recruiting 
notices, literature and presentations on affirmative action and workforce diversity as a significant 
Society value; 2) strategies for expediting job offers as early as possible before January 1, in order to 
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compete more effectively for highly qualified and highly diverse entering classes; 3) continued 
diversity of attorneys who participate in the interview and follow-up processes in each practice, with 
particular emphasis on increasing the participation of attorneys described in § 3 .1.1 in interviewing 
applicants; and 4) broad outreach in selecting locations for special recruitment efforts. 

§ 3.1.2.5.3. Retention. The Affirmative Action and Diversity 
Plan wm include ongoing strategies to recognize and eliminate institutional or personal barriers to 
retention of a diverse workforce. The Attorney-in-Chief will report retention data to the Committee, 
and identify institutional barriers that lead to the attrition of diverse attorneys. At a minimum, these 
strategies will include mandatory diversity training or similar programs for attorneys and managers 
to address the issues listed above. 

§ 3.1.2.5.4. Promotion. TheAffumativeAction and Diversity 
Plan will include strategies to assess and convey supervisory potential of bargaining unit members 
and to develop their supervisory skills, with special emphasis on reaching attorneys of color, women, 
and other groups included in § 3 .1.1, and on addressing issues of particular concern to their career 
development. 

§ 3.1.2.5.5. Vacancies. The Society will post and forward to the 
Union all Staff Attorney and Supervisory vacancies. 

§ 3.2. Hiring. Consistent with the goals and procedures discussed above ("Fair Employment 
Practices"), each practice will establish a joint Union-Management committee to ensure Staff 
Attorney participation in regard to Staff Attorney and attorney management hiring. 

§ 3.3. EMPLOYMENT STATUS. 
§ 3.3.1. Probationary Period. During the first eight [8] months of employment, the 

employment relationship will be considered probationary and may be terminated upon one [ 1] 
month's notice with a statement of the reason for termination with recourse to the grievance 
procedure but not to subsequent arbitration. At the end of four [4], six [6], and eight [8] months of 
employment, the new attorney must be evaluated by his or her supervisor and receive a written 
report identifying those areas in which the employee should improve her professional performance. 
At the end of eight [8] months of employment, the probationary period will end, unless the 
supervisor, upon written notice to the attorney, extends probation by another four [4] months. The 
notice shall identify the particular reasons for the extension, and where appropriate shall identify the 
particular areas in need of improvement based on the previous evaluations and then-current 
concerns. Extension of the probationary period shall be subject to the grievance procedure, but not 
to subsequent arbitration. The probationary period may be extended a second time only in 
extraordinary circumstances, such as the excused absence of the probationary employee for such a 
lengthy period of time that the supervisor is unable to evaluate her. 

§ 3.3.2. Bar Examination. A law graduate will not be discharged solely for a first 
failure to pass the bar examination. The Society will provide days off for those taking the bar for a 
second time, in order to permit participation in the Society-sponsored bar review course, the length 
and content of which will be determined by the Society in consultation with the Union. With respect 
to a law graduate whose employment is tenninated because of her second failure to pass the bar 
examination, one [I] month's notice of termination will be deemed to have been given on the third 
day following the date on the notice of bar examination results issued to the law graduate by the 
Board of Law Examiners; provided that, if the third day falls on a Saturday, Sunday or contractual 

Case 1:21-cv-05960   Document 1-4   Filed 07/12/21   Page 18 of 20



2016-2019 Contract Article 3/Employment Policy Page 17 

holiday, then the notice will be deemed to have been given on the next business day that is not a 
Saturday, Sunday or contractual holiday. If the law graduate is successful in passing the bar 
examination on a third attempt, upon admission to the bar she will have recall rights to the job from 
which she was terminated for one [l] year following her date of termination, subject to hiring needs 
and conditioned on satisfactory probationary evaluations during her initial tenure. Staff Attorneys 
who are rehired after passing the bar examination following termination after two bar failures will be 
given service credit for each month actually worked as a law graduate prior to termination. 

§ 3.3.3. Senior Staff A Senior Staff Attorney may be disciplined or terminated 
only for "just cause," with recourse to the grievance and arbitration procedures provided in § 1.8. 

§ 3.4. LEAVE. 
§ 3.4.1. Illness or Disability. The Society will continue full salary for up to ninety 

[90] days of employment for all attorneys on extended illness or disability. Thereafter, such 
attorneys will receive sixty [60] percent of salary up to a maximum of $3,000 per month, or, for 
attorneys who become disabled on or after January 1, 2001, $4,000 per month, or, for attorneys who 
become disabled on or after January 1, 2014, $8,000 per month, subject to the terms of the then-
current insurance policy, which is incorporated by reference herein and which may be changed only 
if equivalent coverage and tenus are provided. In accordance with the disability insurance policy, 
any social security benefit payable when disability occurs will be deducted from the insurance 
benefit, but the amount of deduction will not be increased because of a subsequent rise in social 
security benefits. In order to ensure that long-term disability benefits are paid on a tax-free basis, 
Staff Attorneys will have the individual option of paying any extra premium for such coverage, 
provided that this arrangement is cost-neutral to the Society. The Society will not terminate or 
modify the disability insurance policy during this Agreement without the Union's consent. 

§ 3.4.2. Holidays. Staff Attorneys will receive the paid holidays of New Year's Day; 
Martin Luther King Jr., Day; Lincoln's Birthday; Presidents' Day, Memorial Day; Independence 
Day; Labor Day; Indigenous Peoples' Day; Veteran's Day; Election Day; Thanksgiving Day; 
Christmas Day, and on such additional days as set forth by the Society. Indigenous Peoples' Day, the 
second Monday of October, will be designated as a floating holiday. 

§ 3.4.3. Bereavement. Staff Attorneys are entitled to paid bereavement leave of five 
[5] consecutive work days upon death of a Staff Attorney's and/or a qualifying domestic partner's 
parent, parent-in-law, child, child-in-law, sibling, spouse, grandparent, or domestic partner. All other 
bereavement leave will be charged against annual leave. However, each employee shall also receive 
an additional ten [ I OJ days of discretionary bereavement leave for the purposes associated with the 
death of an individual not among the immediate family members listed, or for additional paid time 
off in association with the death of a listed family member. These days are to be used exclusively for 
bereavement purposes and are accrued as follows: five [5] days at the completion of the first year of 
employment; five [5] additional days upon completion of the fifth year of employment. Employees 
may use up to the amount of discretionary leave accrued at the time of the bereavement. Every ten 
years of a Staff Attorney's tenure, all exhausted discretionary bereavement leave will be replenished 
so that the Staff Attorney begins again with a maximum total of ten [days] of discretionary 
bereavement leave at each ten [ 1 OJ year interval of tenure. 

§ 3.4.4. Leaves of Absence. The Society will provide the leaves of absence 
described below. Upon written request and payment of the premium by a Staff Attorney, the Society 
will continue her insurance coverage during such leave. 
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§ 3.4.4.1. Sabbatical. After each three [3] years of service, Staff 
Attorneys may request an unpaid sabbatical leave of absence for up to one [1] year. Sabbatical 
leaves may only commence on January 1, April 1, July 1, or October 1. A request for a sabbatical 
leave must be made at least 120 days prior to the proposed commencement date. 

§ 3.4.4.1.1. Private Practice. Staff Attorneys on sabbatical 
leave may engage in the practice of law when it does not present a legal or funding conflict with the 
Society, subject to case-specific prior Management approval. 

§ 3.4.4.1.2. Return. Upon her return from sabbatical leave, 
a Staff Attorney will be paid at the then-current salary level at which she was last employed prior to 
her leave, unless the Society, in consultation with the Union in regard to criteria and principles, 
detennines that the Staff Attorney's work experience while on leave justifies a higher level. Absent 
a showing of reasonable necessity by the Society, an attorney will have the right to return to the 
practice from which she departed. 

§ 3.4.4.2. Child Care. A Staff Attorney may take an unpaid leave of 
absence for up to ten [ 1 O] months for the sole purpose of caring for an adopted or a newborn natural 
child of the Staff Attorney, or of her same- or opposite-sex domestic partner. When possible, 
requests for such leave will be submitted at least three [3] months in advance of the approximate 
starting date of such leave. A pregnant Staff Attorney may elect to use part of such leave prior and 
contiguous to her pregnancy disability leave. 

§ 3.4.4.3. Parental Leave. Subject to approval as to its legality, any 
parent of a newborn or newly-adopted child/children or a new step parent of a child/children who 
resides with the Staff Attorney-parent more than fifty [50] percent of the time, may take up to twelve 
[12] weeks (60 days, exclusive of paid holidays) of paid parental leave in order to care for and 
establish a relationship with the child/children. In concept, this leave is provided to assure paid time 
off during the period immediately following the birth, adoption, etc. Paid parental leave would 
therefore precede any vacation, comp. time or unpaid leave that the new parent/step-parent may wish 
to take in connection with the birth, or adoption, etc., and would run concurrently with any disability 
leave-maternity-related or otherwise-that may be appropriate for either parent during the initial 
eight [8] week period after the triggering event, exclusive of paid holidays. However, recognizing 
that individual circumstances may vary, the employee(s) may, in consultation with supervisor(s) 
involved, use the paid parental leave on a different schedule, provided that (1) it cannot extend 
beyond the first year after the triggering event; and (2) the total amount of paid time off associated 
with the commencement of the particular parenting relationship is not increased by the rescheduling. 
This section fully applies to all the enumerated categories of children of an attorney's domestic 
partner. For the purposes of adoption the child must be under 21 at the start of the adoption process. 

§ 3.4.4.4. Other Leave. The Society may, in consultation with the Union 
in regard to criteria and principles, extend or grant leaves for purposes other than those set forth 
above. 

§ 3.5. FREE SPEECH. The expression of personal religious, political, social or economic 
beliefs of each and every attorney is fully guaranteed and will never constitute grounds for discharge 
or relief from an individual assignment unless, in either instance, it can be demonstrated that such 
expression has, or will, directly interfere( d) with, and detract from, representation of a Society client 
so as to render said representation less than at the highest level of competence and effectiveness. 
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§ 3.6. INTERPERSONAL CONFLICT. Where personality differences between an attorney 
and her supervisor threaten to adversely affect effective operation of an office and/or continued 
employment of the attorney, the Attorney-in-Charge will, wherever feasible, transfer personnel to a 
work unit in the same office or, if necessary, a different office. 

§ 3.7. PART-TIME WORK SCHEDULES. The Society will provide a flexible work 
environment, consistent with the Society's primary obligation to its clients. 

§ 3.7.1. Definition and Workload. A part-time schedule shall be any schedule of 
less than one hundred [ l 00] percent of an ordinary schedule. A part-time attorney's workload will be 
adjusted in proportion to her schedule. 

§ 3.7.2. Positions. All Staff Attorneys may apply for a part-time schedule. 
Assuming the necessary demand, there will be a minimum of ten [10] positions in CAB, twenty [20] 
positions in CDD, nine [9] positions in Civil, and ten [ 1 OJ positions in JRP. Many part-time 
positions in CDD and JRP must be worked in job share teams in order to be feasible from a 
workflow standpoint. A Staff Attorney who is working part-time as a transitional (less than ninety 
[90] days) accommodation for a disability shall not be counted towards these minimum numbers, 
although part-time schedules in accommodation of a disability that is expected to last in excess of 
ninety [90] days would be considered to be part of the practice's minimum allocation. The Society 
shall make reasonable efforts, subject to staffing considerations, to grant requests for part-time 
schedules above the minimum levels. 

§ 3.7.3. Scheduling and Selection. A request for a part-time schedule shall be 
submitted, to the extent possible, at least ninety [90] days in advance of the intended start date of the 
schedule. If the minimum number of positions for that attorney's practice are not filled, the request 
will be granted and the starting date will be arranged to match the request as closely as possible. If 
the minimum number of positions for that attorney's practice are filled, the Society may delay or 
deny commencement of a part-time schedule due to workload and staffing considerations. Any 
necessary delay or denial of a part-time schedule will be accompanied by a written statement of the 
workload and staffing considerations that are at issue, and the manager's best estimate of when they 
can be overcome. Wherever there is a surplus of outstanding applications, a first preference shall be 
given to those applicants who will use their non-work time to be an "at-home" parent with childcare 
responsibility during those hours; a second preference shall be given based on seniority. 

§ 3.7.4. Hours and Compensation. Staff Attorneys who job share will have the 
individual option to work more than 50% paid time, subject to prior Management approval. The 
Society shall not incur costs that are disproportionate to the Staff Attorney's reduced schedule. 
Part-time employees whose schedules fall within the eligibility requirements for our various lines of 
insurance (currently 17.5 hours per week for health coverages, long term disability and life 
insurance) will continue to have access to coverage, but will be required to pay a percentage of the 
premium that is equal to their percentage of non-work time, except that current Staff Attorneys on 
part-time schedules whose benefits payments have been set under the former contract will not have 
their current payment increased by operation of this agreement so long as they remain continuously 
in part-time status. While the Society will provide office space to part-time employees in accordance 
with current standards to the extent such space is available, increased use of part-time employees 
may call for reasonable accommodations in the use of space in order to avoid incurring costs that are 
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disproportionate to part-time attorneys' schedules. Effective September 1, 2001, part-time 
employees will advance annually on the salary schedule. 

§ 3.7.5. Availability and Coverage. During the non-work part of the work week, 
part-time attorneys will be available for emergencies, court appearances, conferences, or necessary 
telephone consultations. If a CDD part-time attorney works a night or weekend arraignment shift in 
addition to her regular hours, she will earn a comp day which may accrue and which may be cashed 
in; if, due to trial or other necessary commitments, a part-time trial attorney must work more days in 
the week than the attorney is scheduled to work, the attorney, in consultation with her supervisor, 
will make adjustments in her future work schedule to restore the balance and/or will have her pay 
adjusted for the relevant pay period(s) to reflect the work. 

§ 3. 7 .6. Other Employment. Other gainful employment or professional activities, 
except for bar association or Union activities, are prohibited during non-work hours. 

§ 3.7.7. Return. A qualifying attorney who holds one of the minimum number of 
part-time positions cannot be returned to full-time staff against her will. Except in JRP, an attorney 
who received one of the minimum number of part-time positions shall have the right to return to a 
full-time schedule on thirty [30] days notice. All part-time attorneys in JRP, and attorneys holding 
part-time positions in other practices above the allocated minimwn number may return, subject to 
budgetary considerations, and in no event later than the starting date of the next available full-time 
vacancy following the notice. If there are more applications to return to full-time status from 
attorneys in part-time positions above the allocated minimum number than there are available full-
time positions, preference for return will be based on seniority, except that all CAB attorneys on 
part-time schedules as of the ratification date shall have the right to return to a full-time schedule, 
even if their number is in excess of the practice's allocated minimum. 

§ 3.8. TELECOMMUTING. Staff Attorneys will, in consultation with their supervisors, be 
permitted to telecommute to the extent consistent with the nature of their work and other 
staffing/work needs of the office. Although it has limited feasibility for many jobs, particularly in 
trial offices, Management will facilitate telecommuting by lending a limited number of laptop 
computers for limited time periods; seeking group discount buying/leasing opportunities; and 
maintaining and expanding the remote access properties of the network. 

§ 3.9. TRANSFERS AND PROMOTIONS. 
§ 3.9.1. Voluntary. The Society will promptly post and notify the Union of all 

expected Staff Attorney and supervisory vacancies. The Society shall give due consideration to 1) 
an attorney's request to work in a particular county because it is her county ofresidence or more 
convenient to her county of residence; 2) a senior Staff Attorney's request for a change of workplace 
or practice and for the appointment to new staff positions created by the Society. Every attorney 
who has completed her original commitment and who desires a transfer to another practice will be 
interviewed. Transfer requests and applications for promotion will be granted to Staff Attorneys 
whose qualifications are equal to those of outside candidates, subject to staffing needs and 
affirmative action considerations. 

§ 3.9.2. Involuntary. Whenever possible, an attorney who is permanently 
transferred from one [ 1] office to another will receive three [3] weeks written notice of such transfer 
and, upon request, a written statement of the reasons therefore. Due consideration will be given to 
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the request of permanently transferred attorneys to complete specific cases in which the level of 
preparation is such that her removal may be detrimental to the client. 

§ 3.10. EXPENSES. 
§ 3.10.1. Transportation. Staff Attorneys in all practices leaving evening and/or 

night institutional assignments will be fully reimbursed for taxi fare within the five NYC boroughs. 
Managers will approve taxi fare beyond NYC limits on a case-by-case basis. The Society will issue 
expense reimbursement checks within five [5] weeks from submission of expenses forms, if forms 
are submitted monthly. 

§ 3.10.2. Additional Transportation Procedures - Civil Practice. Staff Attorneys in 
the Civil Practice will be reimbursed for the cost of car service or cab fare to travel home during the 
evening from community outreach and other assignments away from the office as specified in 
Section 3. I 0.1. For community outreach and home visits to homebound clients conducted during 
other times of the day, staff members with safety concerns about travel to and from outreach sessions 
should discuss with their supervisors the most appropriate means of transportation, including car 
service or cab fare from a central subway location to the outreach assignment. Staff Attorneys will 
be reimbursed for transportation methods approved by office supervisors under such circumstances. 
In an instance where an office supervisor determines not to approve car service or cab fare for 
daytime outreach, the supervisor will review that determination with the Attorney-in-Charge before 
a final decision is made as to the means of transportation in such cases. 

§ 3.10.2. Additional Transportation Procedures - Criminal Practice. Staff 
Attorneys will be reimbursed for travel relating to arraignments as follows: For Night Court: A 
Staff Attorney who works a night court arraignment shift will be reimbursed for parking and 
round-trip mileage ifs/he chooses to drive to and from work. Staff Attorneys are expected to 
produce receipts for their parking expenses so that the Society can comply with audit 
requirements. For the first such reimbursement request seeking reimbursement for roundtrip 
travel from and to home under these circumstances, the Staff Attorney will generate a mapquest 
confirming the mileage which the Society will keep on file for future reimbursement requests. If 
the Staff Attorney elects to travel to and from such a night shift by means other than her own 
vehicle the staff attorney will be reimbursed for cab fare home from night court as specified in 
Section 3.10.1. For traditional taxis, the driver can provide the Staff Attorney with an electronic 
receipt to document such travel expenses. For car services other than traditional cabs, the Staff 
Attorney is expected to obtain a receipt from the driver so that the Society can comply with audit 
requirements; if the driver refuses to provide a receipt, the Staff Attorney must attest to that fact 
unless the charge is less than $25. The Society reserves the right to require Staff Attorneys to 
use specific car service companies which provide receipts and/or accept credit cards. For 
Weekend Day Arraignments and Holiday Day Arraignments, the Society will reimburse 
roundtrip mileage and parking for a Staff Attorney when public transportation available to her is 
unreliable or the Staff Attorney is traveling from a remote location, including locations outside 
of the five boroughs of New York City. Staff attorneys who seek such reimbursement must be 
pre-approved to do so by the Attorney-in-Charge of the Criminal Practice and such pre-approval 
shall continue for so long as the circumstances giving rise to the pre-approval remain in effect. 

§ 3.10.4. Meals. Effective, October 4, 20 I 7, Staff Attorneys in all practices will 
receive a meal allowance of upto $20.00 for performing mandatory work assignments that extend 
five [ 5] or more hours beyond the scheduled workday. Meal allowance reimbursements up to $12.00 
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will be given with no receipt. Meal allowances above $12 must be accompanied by a receipt to 
receive the full reimbursement. 

§ 3.10.5. Foreign Language Classes. The Society will maintain a $25,000 fund to 
reimburse individual Staff Attorneys a maximum of $500 annually for the cost of foreign language 
classes relevant to Legal Aid work. 

§ 3.10.6. Staten Island. In light of the unique circumstances that exist for Staten 
Island staff, the Society agrees to continue to pay for parking costs for Staten Island CDP attorneys 
and to begin to pay parking costs for Staten Island JRP and Civil attorneys. The benefit will only 
apply to Staten Island staff and will not be expanded to staff in any other borough. 

§ 3.11. PERSONNEL RECORDS. 
§ 3.11.1. Review and Response. Attorneys have the right to: I) review their 

individual permanent personnel records; 2) receive a copy of any formal or informal document 
concerning her performance or character contained therein; and 3) have placed therein her statement 
concerning any such document. A Staff Attorney will sign a receipt for every document provided 
under this provision, which will be attached to each such document in the file. 

§ 3.11.2. Disclosure to Third Party. During an attorney's current and immediate past 
employment, the Society will not disclose from such files to third parties, except with express or 
implied consent of the attorney, or under legal process. An attorney who lists the Society as a 
current or past employer impliedly consents to the Society's disclosure of information to the person 
or organization to whom the fact of Society employment has been provided. 

§ 3.12. PRO BONO REPRESENTATION. Staff Attorneys wishing to engage in pro bona legal 
services on their free time will inform the practice Attorney-in-Charge, who will approve activity 
that does not present a conflict of interest or otherwise make the attorney's services unavailable to 
the Society and its clients. 

§ 3.13. SENIOR STAFF RETENTION. There will be a joint Union-Management committee to 
study the financial and other issues of retaining senior Staff Attorneys above step 13. This 
committee shall provide findings to both ALAA and Management at least once per calendar year. 

§ 3.14. JOB SECURITY. 
§ 3.14.1. Plan. If economic retrenchment becomes necessary, the Society will work 

closely with the Union to ensure job security of every attorney then on staff. Where retrenchment 
appears necessary, Union and Management will meet at least seventy-five [75] days in advance of 
the implementation date, or as soon thereafter as possible, to develop a plan. In the course of such 
discussion, the Society will provide the Union with all information appropriate to an informed 
decision. The Society will provide sixty [60] days' notice of the transfer or layoff of specific 
attorneys, or such lesser notice as is available to the Society. 

§ 3.14.2. Transfer. Where vacant Staff Attorney positions exist outside the affected 
practice, Staff Attorneys subject to layoff have the right to transfer to such vacant positions, under 
the terms below. 

§ 3.14.2.1. Scope. The right to transfer is to offices where like skills are 
required, e.g., trial to trial, appeal to appeal. The Society, in consultation with the Union in regard to 
criteria and principles, will match attorneys and vacancies. 

Case 1:21-cv-05960   Document 1-5   Filed 07/12/21   Page 5 of 26



2016-2019 Contract Article 3/Employment Policy Page 23 

§ 3.14.2.2. Definition of Vacancy. During economic retrenchment, the 
Society must make available to Staff Attorneys threatened with layoff all vacancies in all practices 
that are, or will become, available within a reasonable time because of known resignations, normal 
attrition patterns, or discharges for cause. Such positions will be made available no later than the 
time that the position would normally be filled. Acceptance of a job offer by an outside applicant 
will not constitute filling of the position if the applicant has not yet commenced employment. 

§ 3.14.2.3. Implementation. Where there are sufficient vacancies in the 
Society to place all of those subject to layoff, volunteers will be transferred first. Thereafter, 
transfers will be offered, on the basis of reverse seniority, to yearly groups that consist of all those 
whose anniversary dates, calculated in tenns of continuous and unbroken bargaining unit 
membership, fall within the twelve [12] months from July 1 through June 30; all attorneys within a 
yearly group are considered to have the same anniversary date for these purposes. Attorneys in the 
subsequent yearly group will be transferred only when the previous group has been exhausted. If 
transfers must be made by choosing from among those within the same yearly group the Society 
will determine the order of transfer based on merit, including affirmative action considerations. 
Where there are insufficient vacancies to accommodate all affected employees, transfers will be 
offered to yearly groups, as defined above, in seniority order. 

§ 3.14.2.4. Status. Each transferred Staff Attorney will be deemed a new 
hire for probationary purposes, based on the date of transfer. 

§ 3.14.2.5. Refusal. Staff Attorneys who refuse transfer will be deemed 
terminated because of economic retrenchment in their practice. 

§ 3.14.3. Layoff If the number of vacancies in other practices is insufficient, layoff 
will be imposed first on the least senior yearly group, as defined above. The Society will continue to 
provide medical benefits, in the form and amount existing on the date of such termination, for ninety 
[90] days from the termination date, at the conclusion of which laid off attorneys may exercise 
applicable COBRA rights. 

§ 3.14.4. Recall. Staff Attorneys transferred or tenninated under this 
provision have recall rights to the jobs from which they were transferred or terminated for eight [8] 
months from the date of transfer or termination, or until the following July 1, whichever is later. 
Recall will be issued in the following order, to those who were: I) actually laid off without having 
been offered a transfer; 2) transferred; and 3) laid off after having rejected transfer. 

§ 3.14.4.1 2004 Lavoffs. ALAA acknowledges that in June 2004 the Society has 
granted the grievances filed on behalf of Staff Attorneys in the Criminal Appeals Bureau and the 
Prisoners Rights Bureau insofar as they objected to layoffs of Staff Attorneys in the Criminal 
Appeals Bureau and Prisoners Rights Project on the ground that the Criminal Defense Division, 
the Criminal Appeals Bureau, and the Prisoners Rights Project are part of one area of criminal 
practice within the Society. In accordance with this grievance, the Society shall consider criminal 
defense, criminal appeals, and prisoners rights Staff Attorneys as Staff Attorneys in the same 
criminal practice area, without regard to separate divisional distinctions. The Society shall also 
consider civil and volunteer Staff Attorneys as Staff Attorneys in the same Civil Practice area, 
without regard to separate divisional distinctions. Subsequent to the July 16, 2004 Memorandum 
of Understanding, the Prisoners' Rights Project has been moved from the Criminal Practice to the 
Civil Practice. 
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§ 3.15. RESIGNATION. Staff Attorneys will give at least thirty [30] days' notice of intent to 
resign, exclusive of vacation used during that period. 

§ 3.16. ONE-TIME EARLY RETIREMENT PROGRAM. 
§ 3.16.1. In 2017, The Legal Aid Society will fund a one ti.me early retirement offering 

for up to ten staff attorneys who are on active payroll status and: a) have at least 25 years of services 
as of December 31, 20 I 7; b) are 65 years of age or older as of December 31, 2017; and c) submit 
written application for the early retirement program on or before December 3 I, 2017 and thereby 
agree to retire from The Legal Aid Society effective as of the close of business on January 31, 20 I 8. 
Each attorney accepting this offer will receive a one-ti.me payment of $50,000, which is subject to 
any applicable payroll deductions. If more than ten eligible staff attorneys apply for this benefit, it 
will be given based on seniority. 

§ 3.16.2. In 2018, The Legal Aid Society will fund a one time early retirement offering 
for up to ten staff attorneys who are on active payroll status and: a) have at least 25 years of services 
as of December 31, 2018; b) are 65 years of age or older as of December 31, 2018; and c) submit 
written application for the early retirement program on or before November 30, 2018 and thereby 
agree to retire from The Legal Aid Society effective as of the close of business on January 31, 2019. 
Each attorney accepting this offer will receive a one-time payment of $50,000, which is subject to 

any applicable payroll deductions. If more than ten eligible staff attorneys apply for this benefit, it 
will be given based on seniority. 

§ 3.16.3. The retirement buyout will be effective on or before January 31, 2018 
during the first year of the contract, and between December 1, 2018 and January 31, 2019 for 
the second year of the contract. 

§ 3.17. HEALTH AND SAFETY. 
§ 3.17.1. Generally. The Society will provide employees with a work environment 

that is safe and conducive to good health. It also has the goal of providing offices that are clean, in 
good repair and secure, and will continue efforts to improve the condition of offices in which its 
employees work. The Society will promptly clear the work place if, due to any circumstance, it is or 
becomes unhealthy or unsafe, and will rectify the problem prior to reoccupation. The Society will 
use all reasonable means to ensure that conditions at all off-site locations (e.g., courts,jails, etc.) are 
non-harmful, noninjurious, and that they comply with all applicable codes and regulations. 

§ 3.17.2. Specific Measures. 
§ 3.17.2.1. New Technology. The Society will provide the Union with 

advance written notice of introduction into the workplace ofnew technology which may affect Staff 
Attorney health or safety. Where feasible, such notice will be given before the Society makes a 
binding commitment to purchase specific equipment. 

§ 3.17.2.2. Security. The Society will offer lockers or locking furniture to 
each Staff Attorney. 

§ 3.17.2.3. Infectious Disease. The Society will take all reasonable steps 
to protect staff from unnecessary health risks and will pursue affirmative measures to assure that the 
Society's clients are not compelled to endure unnecessary health risks from infectious disease by 
virtue of their incarceration or poverty. These steps will include: I) twice annual PPD tuberculosis 
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tests and any indicated follow-up procedures, at no cost to Staff Attorneys administered by 
appropriate medical personnel, along with sufficient work time for necessary visits to a medical 
office; 2) payment of all unreimbursed out-of-pocket medical expenses related to diagnosis and 
treatment of TB; 3) medically-appropriate masks on request, accompanied by training and 
certification in their safe and appropriate use; 4) training in minimizing TB exposure; 5) "safe 
rooms' in which to conduct interviews with clients suspected of having TB; 6) litigation as 
appropriate to improve non-Society facilities and to make TB testing and care available to the 
Society's clients· 7) prompt response to requests for exemption from normal work requirements, 
including arraignments and homeless shelters because of compromised immune systems or 
pregnancy, on a person-specific, symptom-specific, site-specific, and task-specific basis; and 8) 
appropriate inoculation of StaffAttorneys, at the Society's expense, against such contagious diseases 
as measles and hepatitis. 

§ 3.17 .3. Joint Union-Management Health and Safety Committee. The patties will 
establish a joint Union-Management committee to address workplace health, safety and physical 
working conditions, inducting, but not limited to heating, cooling, elevator service and security. 

§ 3.17.3.1. Duties. Among its duties, the Committee will consider and 
make recommendations concerning: I) problems or potential problems at any job site; 2) 
anticipatory maintenance (e.g., replacing systems which have exceeded expected years of use, or are 
nearing such time); 3) space procurement and lease renewal; and 4) other areas of health, safety and 
physical working conditions. 

§ 3.17.3.2. Procedure. All non-emergency health and safety matters will 
be submitted to the Committee for investigation and resolution prior to filing of any grievance with 
regard to that subject. If not resolved and/or grieved within 30 days the Union may immediately 
proceed to expedited AAA arbitration. 

§ 3.17.4. Office Space. The Society will provide approximately one hundred and 
fifty [ 150] square feet of office space per Staff Attorney, including support staff, of a caliber equal or 
superior to space presently provided in the Manhattan or Brooklyn Criminal Defense facilities, 
subject to availability of suitable space inside court buildings or other leased space. Where 
compliance with any arbitration decision results in a staffing reduction, there will be a proportional 
reducti.on in office workload. 

§ 3.18 Record Keeping. ALAA acknowledges that LAS is implementing a time 
records system for Staff Attorneys for the purpose of assisting LAS in its efforts to maintain and 
obtain funding to support the work of LAS. 
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Article 4/Quality of Representation 
§ 4.1. STANDARD OF ADVOCACY. The Society and its individual attorneys are deeply 
committed to the highest standards of professional competence and to vigorous representation in 
each and every case. 

§ 4.2. CONTINUITY OF REPRESENTATION. 
§ 4.2.1. Generally. Continuity ofrepresentation is an important factor in realizing 

the most effective representation of clients, in that it: 1) enhances the attorney-client relationship; 2) 
provides the best opportunity for an attorney to initiate early case preparation; and 3) strengthens 
development of an integrated theory of representation. 

§ 4.2.2. Criminal Defense Division. 
§ 4.2.2.1. Scope. The Society will maintain vertical continuity of 

representation from Criminal Court arraignment through filing of a notice of appeal and pursuit of a 
stay of execution after Supreme Court conviction. The Society's form notice of appeal will state that 
the Society represented the client in the trial court and, where consistent with the client's wishes, will 
request that representation by the Society continue on appeal. 

§ 4.2.2.2. Implementation. Continuity in the Criminal Defense Division 
is neither monolithic nor inflexible, but rather adaptive to: 

§ 4.2.2.2.1. Location. The various trial courts of our 
practice and other institutional and professional obligations; 

§ 4.2.2.2.2. Responsibilities. Responsibilities of 
Supervisors, Staff Attorneys and special unit attorneys consistent with § 4.6.1 and with the goals of 
effective representation and service of the client's best interest; 

§ 4.2.2.2.3. Training. Opportunities for Staff Attorneys to 
develop skills and gain experience through case or proceeding reassignments which enable less 
experienced Staff Attorneys to handle matters consistent with their skills and experience 
(misdemeanor trials and felony preliminary hearings). Cases will be reassigned for training purposes 
after consultation between Staff Attorneys and Supervisors, and except in unusual circumstances wi II 
not be transferred when an attorney wishes to retain a particular case; 

§ 4.2.2.2.4. Workload. Reallocation of workload to assure 
timely preparation and effective representation, including: 

(1) Experience. Assignments consistent with an 
individual attorney's level of experience and workload, such as case transfer from non-certified to 
felony-certified attorneys, or from certified to special unit attorneys; 

(2) Arraignment Balance. Availability of Staff 
Attorneys with requisite experience to accept all assignments at intake without undue delay; 

(3) Withdrawal and Reassignment. Where 
there is a workload problem, the affected attorney will first be withdrawn from further intake. 
Should additional relief be necessary, cases will be reassigned to Staff Attorneys with the workload 
capacity and experience necessary to afford timely, effective representation. Neither of these steps 
will occur without consultation between the supervisor and the attorney. Nothing in this Article will 
operate to modify the grievance procedures contained in§ 4.3; 
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§ 4.5. OFFICE DAY. An attorney will not be called away from pressing non-courtroom 
professional activities in the office, unless her supervisor has no reasonable alternative thereto. In 
the Criminal Defense Division, upon five [5] days notice by a Staff Attorney, supervisors will 
approve requests for an office day on which the Staff Attorney does not have conflicting assignments 
or cases scheduled. A supervisor will interrupt the office day for an unscheduled institutional 
assignment only after exhausting her best efforts to substitute other members of complex staff 
Should the supervisor have no choice but to interrupt the office day, the Staff Attorney will be 
pennitted to reschedule under the above criteria. In practices other than Criminal Defense, 
Management will make every effort to maintain a court coverage schedule which provides Staff 
Attorneys with at least one [l] office day each week free from such institutional assignments as 
intake and part coverage. 

§ 4.6. ATTORNEY-CLIENT-SUPERVISOR RELATIONSHIP. 
§ 4.6.1. Supervisory Responsibilities. Supervisors will provide effective, 

constructive oversight of staff and the work of their offices, including availability for consultation 
with Staff Attorneys, consistent with their own caseload responsibilities. 

§ 4.6.2. Professional Differences. Practice Attorneys-in-Charge or their designees 
will be available for immediate consultation to resolve any professional differences between a Staff 
Attorney and supervisor in regard to handling a specific case. If these differences cannot be resolved 
consistent with applicable professional standards, the attorney will either follow the supervisor's 
decision or be relieved, after which the attorney may grieve the decision in question. 

§ 4.6.3. Evaluations. A committee will be formed to explore staff participation in 
manager evaluations. 

§ 4.6.4. Case Coverage. It will be Legal Aid Society policy for managers to arrange 
case coverage when staff attorneys are out on medical leave, on bereavement, or conducting or 
second-seating bearings and trials. These changes will be reflected in the Employee Handbook. 

§ 4.7. TRAINING, EDUCATION AND CERTIFICATION. 
§ 4.7.1. Committee. There will be a joint Union-Management committee in each 

practice to develop and monitor training and education programs for Staff Attorneys. 
§ 4.7.1.1. Initial Training. Each practice shall provide full initial 

training for new attorneys in the practice's basic practice areas. For the Juvenile Rights Practice, 
there shall be initial substantive training in all non-primary practice areas. 

§ 4. 7.1.2. Annual Training. Each practice will provide at least one 
comprehensive (8 hours or more) training/CLE per year, targeted toward experienced staff, 
addressing issues relevant to their practice. 

§ 4.7.1.3. Resources. 
§ 4. 7.1.3.1. Individual Materials. The Society will_exercise 

reasonable efforts to ensure reliable computer access for individual Staff Attorneys and provide 
individual Staff Attorneys with timely distribution of all appropriate legal resource materials, 
including the following. 

(I) Criminal and Juvenile Rights Practices. 
Each attorney in the Criminal and Juvenile Rights Practices will receive a copy of the: 1) Penal Law 
(PL)· 2) Criminal Procedure Law (CPL); 3) Vehicle and Traffic Law (VTL); and 4) up-to-date 
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manuals containing forms used by police, defense, leading cases, statutes, etc., which will be 
expeditiously distributed. 

(2) Civil Practice. Appropriate manuals and 
textbooks will be distributed to each Civil Practice Staff Attorney. The civil practice deskbook, 
federal rules, and federal and local court procedures will be provided to any Staff Attorney who 
requires them. 

§ 4.7.1.3.2. Central Resources. The Society will make 
available all necessary centralized legal resources, including: 1) office-level law libraries; 2) brief 
and motion banks; 3) important new decisions; 4) one [l] set of New York Supplement reports for 
every ten [ 1 O] attorneys; 5) a non-Staff Attorney responsible for coordinating, maintaining and/or 
circulating the above materials; and 6) Staff Attorney library privileges at law schools and bar 
associations. 

§ 4.7.2. Orientation. The following orientation will be provided to newly employed 
attorneys, including, where appropriate, inter-practice transferees. Within the first seven [7] to ten 
[l OJ days of employment, each new attorney will participate in discussions led by supervising 
attorneys and/or experienced Staff Attorneys concerning the Society's goals and indigent 
representation, and observation and rotation through the courts. Initial on-the-job training will 
include observation of, and participation in, various parts of the Criminal and Family Courts, under 
guidance of supervisory and/or Senior Staff Attorneys. Civil Practice attorneys will be given an 
opportunity to observe Housing Court trials, commercial actions and administrative hearings. Civil 
Practice client interviews and initial work placement will take place in the third through tenth week. 

§ 4.7.3. Felony Certification. 
§ 4. 7.3.1. The Society's goal is for Criminal Defense Practice Staff 

Attorneys to be limited felony certified by 12 months of active practice while employed by the 
Society (including the new hire training) and fully certified by 36 months of active practice while 
employed by the Society (including the new hire training). 

§ 4. 7 .3.2. Limited Felony Certification allows a Staff Attorney to handle all 
Class E felonies where the client is either a non-predicate or a nonviolent/violent predicate, Class D 
felonies where the client is either a non-predicate or nonviolent predicate, and Class B and C drug 
felonies where the client is a non-predicate or non-violent predicate. Based on experience and 
effective representation in prior cases, a Criminal Defense Practice Staff Attorney may be granted 
permission in advance by her immediate supervisor(s) to represent a client above these levels. 

§ 4.7.3.3. Full Felony Certification allows a Staff Attorney to handle all 
felony cases which are handled by The Legal Aid Society, except homicide cases for which 
additional expe1ience is required and with the recognition that, given the severity of A-I felonies, a 
supervisor will review with the Staff Attorney when it is appropriate to handle an A-I felony as lead 
counsel. 

§ 4.7.3.4. All internal transfers or lateral hires to the Criminal Defense 
Practice, including from other Practices or units within the Criminal Defense Practice, will have an 
individualized analysis at the start of their Criminal Defense Practice tenure utilizing the criteria in 
§§ 4.7.3.5. and 4.7.3.6. When applicable, based on the individual's prior experience, an internal 
transfer or lateral hire should reach limited and full certification in advance of the 12 and 3 6 month 
benchmarks. In all other cases, the below procedure will apply. 

§ 4. 7.3.5. After 12 and 36 months of employment, each uncertified or 
limited certified Staff Attorney, respectively, will have a meeting with her immediate supervisor(s), 
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with the right to have a union representative present. At this meeting, the Staff Attorney's hearing, 
trial and case resolution practice will be discussed and a decision will be made as to whether the 
Staff Attorney will be advanced in certification. 

§ 4.7.3.6. Although hearing, trial, motion and case resolution practices are 
relevant to the certification decisions, the entirety of the Staff Attorney's work will be considered and 
discussed. 

§ 4.7.3.7. The Society will provide specific reasons as to why an individual 
Staff Attorney should not be advanced in certification. 

§ 4.7.3.8. When a Staff Attorney is certified, a written notice of such shall 
be provided to her within 30 days of such decision. A Staff Attorney who becomes certified remains 
so regardless of a subsequent transfer to a different complex/cluster or borough. 

§ 4.7.3.9. Should a Staff Attorney not be certified at the 12 and 36 month 
benchmarks, a written plan must be devised between the supervisor and the Staff Attorney to lead to 
certification. 

§ 4.7.3.10. Follow-up meetings must occur every three months until the 
Staff Attorney is certified. 

§ 4.7.3.11. Nothing in this section prevents a Staff Attorney from being 
certified prior to the time periods contained herein. This section shall apply to all current Criminal 
Defense Practice Staff Attorneys as well as new hires and new transfers. A Staff Attorney shall have 
the option to dispense with the various written forms, plans, and notices contained in this section in 
which event all such proceedings shall only be conducted orally. 

§ 4.7.3.12. All Criminal Defense Practice Staff Attorneys shall be entitled 
to felony training within 12 months of hire or transfer to the Criminal Defense Practice. 

§ 4.7.4. Continuing Legal Education. 
§ 4. 7.4.1. Internal. Notwithstanding the above provisions, the Criminal 

Practice training program, attended, where appropriate by attorneys from the Juvenile Rights 
Practice, will include: I) two [2] attorneys devoted full-time to training and education; and 2) 
instruction in the Code of Professional Responsibility and in contempt proceedings. Subject to 
budgetary considerations, the Civil Practice will hire a full-time trainer and develop a continuing 
education program that includes expert pro bono speakers. The Society will designate staff to 
provide Society-wide information on an ongoing basis regarding the Society's Continuing Legal 
Education (CLE) programs that are available for all Staff Attorneys 

§ 4.7.4.2. External. Subject to court staffing and funding, Staff 
Attorneys will continue, at the Society's expense, to attend appropriate PLI or other approved 
professional courses in New York City that directly relate to the attorneys' work, subject to court 
staffing and budgetary considerations. The Society will inform staff about, and seek to expand the 
availability of, tuition-free law school courses. 

§ 4.7.5 Professional Development. The Society and the Union will establish a 
joint Union-Management Staff Attorney Professional Development Committee with the aim to 
create rotator and other professional development positions both society-wide and within each 
practice and borough. 
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§ 4.8. MALPRACTICE INSURANCE. The Society will defend and hold harmless Staff 
Attorneys sued for malpractice under the terms and conditions contained in the NLADA policy, to 
the extent of $1,000,000/$1,000,000. The Society, in its discretion, may either purchase such 
coverage from an insurance carrier or self-insure. 

§ 4.9. OUTSIDE COUNSEL. The Society and the Union will each provide matching amounts 
up to $5,000 per contract year for Staff Attorneys who require outside counsel in matters arising 
solely from their Society employment. The Union and the individual Staff Attorney will have 
complete discretion as to whether outside counsel is justified, and in selection of, and fees for, such 
counsel, but the Society will pay outside counsel only after its designated representative has, prior to 
retention of outside counsel, had the opportunity to fully discuss each of the above discretionary 
issues with the Union President or her designee. These benefits will not be funded, and all payments 
by the Society will be made directly to the outside retained counsel upon receipt of her statement 
reflecting the amounts charged to each party. 

§ 4.10. SPECIAL LITIGATION. 
§ 4.10.1 Special Litigation. Each practice will assign lawyers on a full-time basis to 

special litigation projects that address matters of substantial client interests that are unsusceptible to 
customary trial and appellate processes, such as challenges to complex legal decisions and to 
statutory provisions; initiation of prisoners' rights test cases; and implementation of post-conviction 
remedies. 

§ 4.10.2 Rotator Position. Each practice will create at least one rotator position for 
their special litigation/law reform unit (if applicable) that will allow current staff attorneys to join the 
unit for a period of two years. 

§ 4.11. SUPPORT SER VICES. The Society will provide support staff of adequate number and 
quality. The Society will complete the computerization of all offices by June 30, 2000. 

§ 4.12. LAW ENFORCEMENT ISSUES. 
§ 4.12.1. Police Conduct Committee. There will be a Joint Union-Management 

Police Conduct Committee representative of all Society practices. 
§ 4.12.2. Programs and Materials. The Society will provide the Joint Police Conduct 

Committee with the resources to develop and implement a Society-wide plan to seek out, maintain, 
update, and make available the following programs and materials in relation to the New York City 
Police Department and all other relevant law enforcement agencies (e.g., PAPD, FBI, DEA, BATF, 
etc.): 1) computerized citywide records of individual police misconduct, abuse and brutality, 
accompanied by a mechanism through which such records can be routinely input and accessed; 2) 
manuals and other statements of police policy, including the NYPD Patrol Guide, Administrative 
Guide, Detective Guide, OCCB Investigative Guide, Narcotics Division Manual of Procedures, 
Legal Bulletins, Special and Interim Orders and all other such materials which exist for specialized 
units within the NYPD and other law enforcement agencies; 3) guides to all police forms, annotated 
by case type; 4) preprinted or computer-formatted subpoenas designed to procure appropriate police 
reports by case type; 5) complete reference sets of police reports and procedures, at least one [1] 
copy of which will be maintained in each relevant Society office; 6) checklists to ensure the earliest 
possible transmittal of police reports from trial to appellate offices; 7) rosters of current and former 
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members of law enforcement agencies available to educate attorneys about police practices; 8) form 
motions and sample memoranda of law that discuss the legal basis for discovery of police reports 
and personnel records at the earliest possible stage; 9) incorporation of the above police practice 
issues into the Society's training programs· and I 0) referral of individual clients to appropriate 
agencies. 

§ 4.12.3. Police Abuse Project. The Joint Police Conduct Committee will examine 
the mission of, and available funding for, a dedicated Society-wide unit to address police 
misconduct, abuse and brutality through litigation (such as broad injunctive relief and damage 
claims) and other means. Funding will be subject to final approval by the Society's Board of 
Directors. 

§ 4.13. SOCIETY POLICY POSITIONS. The Society and the Union will confer and consult 
closely in regard to all areas that involve professional responsibilities and obligations of Staff 
Attorneys and on all questions of public interest about which the Society plan , or has been 
requested, to express an opinion. The Society will notify and seek participation from the Union 
as early as possible regarding any potential changes envisioned by management that may impact 
on provision of client service delivery methods, and/ or the strncture of a practice, office or 
program. 
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Addendum - Recent Historical Memoranda Of Understanding Provisions 

1. Effective for the December 15, 2006 payroll, the Society will pay a lump sum of $1,950 to 
each member of the bargaining unit who is on staff on steps 5-30 as of the date of ratification. 

2. Effective February 17, 2012, the Society will make a one-time lump sum payment to each 
ALAA member who was in active status as of February 2, 2012. This one-time lump sum 
payment consists of 2 percent of salary with fringe benefits for the active ALAA membership, 
ALAA's proportionate share of the total health care savings for the period January 1 - June 30, 
2012 with fringe benefits, and an additional $22.50 per member. Because ALAA chose to 
aggregate these funds and distribute equal shares, such shares equal $2,000 before fringe is 
netted. 

3. Within thirty (30) days of ratification of the January 28, 2013 Memorandum of 
Understanding, the Society will make a one-time supplemental payment to each ALAA member 
who was in active status as of the January 31, 2013 ratification vote. The Society will make such 
a one-time supplemental payment to each ALAA member who was on an authorized leave on 
January 31, 2013 within thirty (30) days of the member's return from the authorized leave. The 
one-time supplemental payment consists of 4.3 percent of gross annual salary as set by the 
ALAA member's step on the date of ratification, subject to applicable payroll deductions. This 
one-time supplemental payment is pensionable. Within thirty (30) days of ratification of the 
January 28, 2013 Memorandum of Understanding, The Legal Aid Society will make a one-time 
longevity payment to each ALAA member who is on Step 26 or higher and in active status as of 
the January 31, 2013 ratification vote. The Society will make such a one-time longevity 
payment to each ALAA member who is on Step 26 or higher and on an authorized leave on 
January 31, 2013 within thirty (30) days of the member's return from the authorized leave. The 
one-time longevity payment consists of a payment of $1,000, subject to applicable payroll 
deductions. This one-time longevity payment is pensionable. 

4. All compensation and benefits for the period October I, 2008 through September 30, 2009 
shall be subject to negotiations that shall commence no later than July 1, 2008. In the event 
those negotiations do not lead to an agreement on compensation and benefits changes for the 
October 1, 2008 through September 30, 2009 period, the parties will be free to take such 
economic action as would be available upon the expiration of the contract. The parties have 
agreed to recommence bargaining when the Society s funding from the City has been determined 
for the July 1, 2012 - June 30, 2013 fiscal year, and subsequently have extended the term of the 
collective bargaining agreement through September 30, 2013. During the life of this agreement 
the parties shall continue to use their best efforts to secure any and all funds from the City of 
New York and other funders that are not restricted from use for salary increases. Upon 
notification of receipt of any such funds that can be used for salary increases from the City of 
New York, within (30) days, the parties shall reopen this agreement for all purposes 
(covering economic and non-economic terms) and shall negotiate the distribution of any such 
funds to the ALAA/UA W 2325 bargaining unit in a fair and equitable manner for salary 
increases. The distribution of any such funds that can be used for salary increases would be 
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effective a of the beginning of the period of time for which such funds have been allocated by 
the City. 

5. The Society will offer a one-time early retirement program for all Staff Attorneys who: (a) are 60 
years or older as ofJanuary 31, 2008; and (b) have at least 20 years of service as of January 31, 
2008. A Staff Attorney who meets these two eligibility criteria who informs the Society in writing 
by or before January 2, 2008 that she or he will retire from the Society effective January 31, 2008 
shall be eligible thereafter for health benefits provided in each subsequent year to employed Staff 
Attorneys at the employee rate in effect in each subsequent year for employed Staff Attorneys until 
such a participant in this early retirement program reaches the age of 65, at which point the 
participant shall be eligible for retiree health care benefits provided pursuant to Section 2.6.3.5 of 
this collective bargaining agreement and/or any amendments or modifications to that section in 
effect when the participant attains the age of 65. 

6. Effective April 1, 2015 all staff attorneys will receive a cost of living adjustment (COLA) 
equivalent to 2.5% of their base salary and be paid in accordance with the salary step schedule 
listed under "Effective 4/1/2015" in Exhibit l. Effective October l, 2015 all staff attorneys will 
be paid in accordance with the salary step schedule listed under "Effective 10/1/2015" in Exhibit 
l. Within thirty (30) days of ratification of the October 14, 2015 Memorandum of 
Understanding The Legal Aid Society will implement the retroactive salary increases set forth 
above for each Staff Attorney in active status at that time. For each Staff Attorney who is on 
active leave when the Society implements the retroactive salary increases at the levels set forth in 
Exhibit l, the Society will make retroactive salary adjustments, if any are required, within thirty 
(30) days of the Staff Attorney's return from authorized leave. In accordance with the Society's 
salary payroll procedures, retroactive salary incr ases are subject to applicable payroll 
deductions and are pensionable. 
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Appendix 2/Benefits Summary 
Appendix 1 

ALAA/ LAS Salary Chart 
Effective 3/1/17 

Effective 3/1/2017 Effective 7/1/2018 
$52,531 $53,582 
$61,500 $62,730 
$62,525 $63,775 
$63,550 $64,821 
$66,489 $67,819 
$69,095 $70,477 
$74,307 $75,793 
$78,020 $79,580 
$81,090 $82,712 
$83,640 $85,313 
$88,436 $90,205 
$93,920 $95,798 
$98,033 $99,994 

$103,390 $105,457 
$104,210 $106,294 
$105,030 $107,130 
$105,850 $107,967 
$106,670 $108,803 
$107,490 $109,639 
$108,310 $110,476 
$109,130 $111,312 
$109,950 $112,149 
$110,770 $112,985 
$111,590 $113,821 
$112,410 $114,658 
$113,230 $115,495 
$113,335 $115,602 
$113,441 $115,710 
$113,700 $115,974 
$114,006 $116,286 
$115,638 $117,951 
$115,800 $118,116 
$115,992 $118,312 
$116,298 $118,624 
$116,604 $118,936 
$116,910 $119,248 

Page 38 
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Appendix 2 
Benefits Summary 

Life and Accidental Death & 
Dismemberment Insurance 

Benefit (Employee Only) Amount 
An amount equal to 2 times your basic annual 

Life Insurance earnings, as detem1ined by yom Employer 

Maximum Life Benefit $100,000 

An amount equal to 1 times your basic annual 
earnings, as determined by your Employer to a 

Accidental Death or Dismembem1ent maximum benefit of $25,000 
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Case 1:21-cv-05960   Document 1-5   Filed 07/12/21   Page 22 of 26



2014-2016 Contract Index Page 42 

Lobster Shift ................................................. 8 Law Enforcement Issues ......................... 32 
Lockers ....................................................... 25 Recall from Layoff. ........................ 17, 22, 23 
Lockout ........................................................ 4 Record Keeping ................................ 25 
Long-Term Disability ..................... 11, 12, 17 Release Time, for Union staff ..................... .4 
Malpractice Insurance ................................ 32 Reopener, Salary .......................................... 7 
Management Rights ..................................... 6 Resignation ............................................... .24 
Manuals ................................................ 29, 30 Sabbatical ....................................... 18 
Meal Allowance ......................................... 22 Salary: 
Measles ...................................................... 25 Basic Salary Schedule/ Scale ............... 7, 8 
NYC Police Department ..................... .32, 33 Credit for Prior Service ............................. 8 
New York Supplement ................... 29, 30, 31 Union Officers ......................... .4, 5, 6, 7, 8 
Night Court .......................................... 21, 22 Security ...................................................... 25 
NLADA Standards ......................... 28, 30, 31 Senior Staff ........................ 17, 20, 21, 22, 31 
No Strike ...................................................... 4 Seniority: 
Office Day .................................................. 29 Credit for Prior Service ............................. 8 
Office Space ............................................... 25 Layoff. ............................................... 22, 23 
Parental Leave ............................................ 18 Part-Time Work ................................. 19, 20 
Part-Time Work: Supervisors, Returned to Staff .................. 8 

Generally ........................................... 19, 20 Transfers ............................ 8, 20, 23, 32, 33 
Personal Days .......................................... 10 Union Staff ................................................ 4 
TransitCheks ............................................. 8 Society Policy Positions ............................. 33 
Vacation Buy-Back ................................. 13 Special Litigation ........................... 10, 13, 32 

Penal Law (PL) .......................................... 30 Standard of Advocacy ................................ 26 
Pension ................................................. 12, 24 StepNear, and Salary ............................... 7, 8 
Personal Days ............................................. 10 Subpoenas, of Police Reports .............. 32, 33 
Personnel Records ................................ 22, 31 Supervisor, Conflict with ........................... 19 
Police .................................................... 32, 33 Supervisory Responsibilities ...................... 29 
Post-Conviction Remedies ......................... 33 Support Services ........................................ 32 
Preamble ...................................................... 2 Tax Shelters ................................................ 12 
Pregnancy ............................................. 18, 23 Technology, Introduction of New .............. 24 
Prisoners' Rights .................................. 25, 33 Telecommuting .......................................... 20 
Private Interview Facilities .................. 28, 29 Training, Ed. and Certification .............. 26, 
Private Practice .......................................... 18 29,30,31 
Pro Bono Representation .......................... .22 Transfer: 
Probationary Period ................................... I 6 Interpersonal Conflict ............................. 19 
Professional Differences ............................ 29 Involuntary .............................................. 21 
Promotions ........................................... 20, 21 Job Security ............................................. 23 
Quality of Representation: Orientation in New Practice .................... 32 

ABA Standards ............................ 14, 15, 27 Recall from Layoff. ................................. 23 
Attorney-Client Relationship ...... 26, 28, 29 Voluntary ................................................. 20 
Code of Prof. Responsibility ............. 27, 31 Workload Grievance ......................... 27, 28 
Continuity of Representation ............ 26, 27 TransitCheks ................................................ 8 
Education ................................ 7, 11, 29, 31 Travel Reimbursement.. ....................... 21, 22 
Felony Certification ................................ 30 Tuberculosis ............................................... 25 
Interview Conditions .............................. .28 Union: 

Case 1:21-cv-05960   Document 1-5   Filed 07/12/21   Page 23 of 26



2014-2016 Contract 

Access to Financial Records .................... .4 
Activities ............................................ .4, 20 
Agency Shop ............................................. 3 
Collective Bargaining Agreernent.3, 10, 24 
Dues and Fees .......................................... .3 
Joint Union-Management Committees .. ... 5, 

10 1.4 15, 16, 19, 20, 23 25 27 28, 29, 
30,31 

Leave ..................... .4, 7, 8, 9, 10, 12, 13 23 
Membership ............................................. .3 

o Strike or Lockout ............................... .4 
Officers ............................................. 4, 5, 6 
R cognition ............................................... 3 
Release Time ............................................ .4 
Representatives ............................. ..4, 6, 15 
Staff ........................................................... 4 

Vacation ................ 12, 139, 10, 12, 13, 18, 24 
Vertical Rep. (Continuity) .......................... 26 
Wage Reopen er ............................................ 7 
Workload: 

Continuity of Representation ............ 26, 27 
Genera.Uy ........................................... 27, 28 
Flex-Time ............................................ 9, 10 
Grievance ................................................ 27 
Office Space ............................................ 25 
Part-Time Work ....................................... 19 
Standards ................................................. 28 
Vacation ............................................. 12, I 3 

Index Pa 0 e 43 

Case 1:21-cv-05960   Document 1-5   Filed 07/12/21   Page 24 of 26



2016-2019 Contract Article 4/Quality of Representation Page 27 

(4) Consolidation. Multiple cases with the 
same client pending in one [I] borough, handled by more than one [l] Staff Attorney; or 

(5) Unavailability. Extended sickness, 
disability, or termination of employment. 

§ 4.2.2.3. Review and Adiustment. The Society's legal representation 
will be reviewed and adjusted as necessary to maintain continuity in the event of changes in court 
structure. 

§ 4.2.3. Other Practices. Practices other than the Criminal Defense Division shall 
maintain continuity of representation. Any modification of continuity must first be negotiated with 
the Union. 

§ 4.3. WORKLOAD. 
§ 4.3.1. General. 

§ 4.3.1.1. Standards. Within six [6] months of this agreement, standing 
joint Union-Management workload committees in each practice will set provisional guidelines, 
subject to ongoing revision and refinement, for maximum individual attorney workload consistent 
with high-quality representation for each LAS client. Where that guideline is exceeded, the attorney 
will be relieved through such steps as reduced intake, case transfer, and/or other appropriate 
measures. Acknowledging that this committee was not established in the last contract, the Union and 
the Society will establish this committee during the term of this agreement. 

§ 4.3.1.2. Negotiations of Society Contracts. The Society will, in 
consultation with the Union, use its best efforts to negotiate for all practices contracts that provide 
sufficient resources to handle the workload contemplated, and that further provide for necessary 
adjustments of resources and/or workload over the tenn of the contract. Whenever feasible, 
Management will solicit the Union's views regarding submission of narrative reports for funders or 
other oversight bodies concerning Legal Aid performance under its contracts. 

§ 4.3.1.3. Monitoring. The Union will participate with Management in 
regular monitoring of workload in all practices, including, but not limited to, monthly counts of Staff 
Attorneys, caseload, institutional assignments and filings per office. In some practices, current 
technology lacks the necessary capacity to fully maintain this infonnation; the Society will make its 
best effort to manually maintain the information and to update the technology as soon as practicable. 
The Society will provide the reports of said monitoring to a union representative on a monthly basis, 
or provide access to this infonnation at any time on Law Manager, or other technology used for this 
purpose. 

§ 4.3.1.4. Consultants. The Union will participate in decisions as to 
whether outside consultant expertise is appropriate to assist in workload and other analysis related to 
client representation, and in the selection of such consultants when they are to be retained. 

§ 4.3.2. Grievances. 
§ 4.3.2.1. Standard. The standard against which workload grievances are 

evaluated is whether further cases can be accepted consistent with professional responsibility. The 
following are among the relevant factors to be used in applying that standard to a given situation: I) 
court structure; 2) character of cases assigned to the grievant (individual or office); 3) efficiency, 
productivity and diligence of the grievant (individual or office) in handling those cases; 4) Code of 
Professional Responsibility; 5) ABA standards; 6) NLADA standards; and 7) level of services 
currently provided by other quality indigent defense providers in major urban jurisdictions. 
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§ 4.3.2.2. Procedure. 
(1) Individual Grievance. Informal discussion with the 

grievant's complex or office head or her designee will be held within twenty-four [24] hours of the 
request for a meeting, excluding weekends and holidays. Immediately thereafter, the grievant may 
file a written appeal with the boro or office head, practice Attorney-in-Charge and the 
Attorney-in-Chief (or their designees), in that order, each of whom will have no more than two [2] 
work days to respond in writing. 

(2) Office Grievance. The Union may initiate an office-wide 
workload grievance on the basis that two-thirds [2/3] of the Staff Attorneys in the office believes the 
standard, as defined above at § 4.3 .2.1., has been, or is about to be, met. The practice 
Attorney-in-Charge may attempt to rectify the problem through personnel adjustments, including 
new attorneys or support staff, temporary transfer of attorneys or support staff from other Society 
offices for a specifically limited duration, reallocation or reduction of work load, transfer of a limited 
number of cases to supervisors consistent with their own responsibilities, or any other measure 
consistent with this Agreement which may alleviate the condition. Except as a last resort, the 
Society will not permanently transfer attorneys from other offices, and only then if warranted by 
long-range demands in each office. Ifno plan is presented, or if two-thirds [2/3] of the affected Staff 
Attorneys does not vote to accept the plan, the matter will be submitted to a panel, as hereafter 
described within ten [10] working days (which period may be extended by mutual agreement 
between the Attorney-in-Charge and the Union). The plan need not be implemented within the ten-
day period, but will, at a minimum, specify the dates by which its various aspects will be 
implemented. 

(3) Arbitration. If the grievance is not disposed of through the 
above process, the Union may, within two [2] work days after the Attorney-in-Chief has rendered her 
decision, file a written demand for arbitration with the Attorney-in-Chief on behalf of the grievant. 
An arbitration will be convened within five [5] working days of receipt by the Attorney-in-Chief of 
the demand for arbitration. The parties and the arbitrator will regard such proceeding as an urgent 
matter requiring expeditious disposition. The arbitrator will be selected from the appropriate panel 
of fifteen [ 15] names established and/or modified by the parties' mutual agreement, from which each 
party may strike three [3] names. If, after such elimination, the next prospective arbitrator panel 
member cannot adhere to the expeditious schedule set forth herein, the following panel member will 
be selected. The panel will hand down its decision as expeditiously as possible, but in any event 
within thirty [30] days after the close of hearings. Where a grievance is upheld, the office will stop 
accepting cases within fifteen [ 15] working days of the panel's action and will resume intake only 
within the framework of the panel's decision. 

§ 4.4. INTERVIEW CONDITIONS. Private attorney-client interviews are essential to 
delivery of effective representation. Whenever interview facilities in any court lack privacy, the 
parties will first seek to rectify such conditions by administrative action. If, within ninety [90] days 
after inception of administrative action, there is no objective indication of effective remedial action, 
the Society, in consultation with the Union, will take appropriate legal or other action to ensure 
availability of private interview facilities. The Society will also support necessary and proper 
actions taken by Staff Attorneys in the defense of their clients' right to confidential interviews. 

Case 1:21-cv-05960   Document 1-5   Filed 07/12/21   Page 26 of 26



Exhibit E 
The Legal Aid Society Tweet and Statement 

Endorsing Black Attorneys of Legal Aid Statement 

Case 1:21-cv-05960   Document 1-6   Filed 07/12/21   Page 1 of 6



10/15/2020 (2) The Legal Aid Society on Twitter .... LAS Statement on the Critical Need to Acknowledge White Fragility and Organizations to Beco .. 

Home 

# Explore 

Notifications 

s Messages 

i:::i Bookmarks 

Lists 

0 Profile 0 

e More 

Tweet 

Thread 

The legal Aid Society O @LegalAidNYC · Jul 27 v 

**LAS Statement on the Critical Need to Acknowledge White Fragility and 
Organizations to Become Anti Racist** 

"To be anti racist to dismantle racism here at LA we must all recognize 
that white supremacy drives every policy and law, every opportunity and 
every advantage·· 

Lc,,o~,P,.,P......,C-.....tD;--·•~Lo..-.-. 'Jotoe..,w:.eiol,,10~r-l!l«c•11.J\S,,aMle.,....,-.,..,.. 
-~-"'-J.IP'ffllll'Y<tf>'ftNl!Yp.,?l")' ... IIW.C"Ut~WltMI)' 

Janet Sabel and 3 others 

Om n 94 <::) 191 

The legal Aid Society O @LegalAidNYC · Jul 27 
Read our full statement here legalaidnyc org/wp content/up! 

0 7 t.l,4 <:? 20 

Replies 

Anai's Nin @Kreeevka Jul 27 
Replying to @LegalAidNYC @JanetSabel and 3 others 
@boogelymoogely • • you wanna tell them or should I? &1. 

0 n <:? 1 

V 

V 

mt? @haitianfineappl · Jul 28 v 
Replying to @LegalAidNYC @Janet abel and 3 others 
@LSNYCnews y'all have plenty of racists in your top leadership, and among 
your staff You should address it too 

0 n <:? 1 

Jim Shorts I/Me/My @JimShor57847662 • Jul 28 
Replying to @LegalAidNYC @Janet abel and 3 others 
Nice *policy* you've developed. 

0 n <:? 2 

View more replies 

More Tweets 

The legal Aid Society0 @LegalAidNYC · 19h 

V 

V 

"They've taken children as young as 12 into interrogation rooms and given 
these children sodas or food, and even in some cases with children as young 
as 16 cigarettes and use that as a rouse to collect their DNA," -
@Terri Rosenblatt 

Q earch Twitter 

Relevant people 

The legal Aid Soci 
@LegalAidNYC 
The nation's oldest 
firm for low-income 
individuals Making 
humanity in NYC sir 
#publicdefender 

Janet Sabel 
@JanetSabel 
Attorney In Chief at 
former Chief Dep~ 
the Attorney Gener, 

Tina Luongo (They 
@TMLuongo 
Queer GNC Chief D 
Criminal Practice of 
spouse and Baba to 
and one lazy pitbull 

What· s happening 

us elections 1 o minutes ago 
Kamala Harris suspends tra 
after two people dose to 
campaign test positive for 
COVID-19 
Trending with Liz Allen 

#Bose Frames 
New sport audio sunglasses. 

Promoted by Bose 

,o;, etalk. · Last night 
Tobey Maguire, Andrew Ga 
may join Tom Holland in ne 
Spider-Man 

The Daily Beast e • 1 hour , 
Rupert Murdoch Predicts a 
Landslide Win for Biden 

us elections • LIVE 
Massachusetts: Election ne• 
updates 

how more 

Terms of Service Privacy Policy 
Ads info More v © 2020 Twitt 

https://twitter.com/LegalAidNYC/status/1287873491232989185 1 /3 

Case 1:21-cv-05960   Document 1-6   Filed 07/12/21   Page 2 of 6



10/15/2020 (2) The Legal Aid Society on Twitter .... LAS Statement on the Critical Need to Acknowledge White Fragility and Organizations to Beco .. 

@ Home 

# Explore 

Notifications 

s Messages 

i:::i Bookmarks 

Lists 

0 Profile 0 

e More 

Tweet 

New City Council Bill Aims To Stop NYPD From Stealing Kids' DNA 
"While the bill is really laudable in its goal of keeping the NYPD from 
stealing DNA, we also have to be vigilant in making sure the NYPD then ... 
c9 gothamist.com 

Qg t.1. 173 C) 212 

Messages 

https://twitter.com/LegalAidNYC/status/1287873491232989185 

Q earch Twitter 

2/3 

Case 1:21-cv-05960   Document 1-6   Filed 07/12/21   Page 3 of 6



10/15/2020 (2) The Legal Aid Society on Twitter .... LAS Statement on the Critical Need to Acknowledge White Fragility and Organizations to Beco .. 

Q earch Twitter 

@ Home 

# Explore 

Notifications 

s Messages 

i:::i Bookmarks 

Lists 

0 Profile 0 

e More 

Tweet 

Messages 

https://twitter.com/LegalAidNYC/status/1287873491232989185 3/3 

Case 1:21-cv-05960   Document 1-6   Filed 07/12/21   Page 4 of 6



 

July 27, 2020  

 

Contact: Alejandra Lopez  
The Legal Aid Society  
ailopez@legal-aid.org  
(917) 294-9348 

***FOR IMMEDIATE RELEASE*** 

Legal Aid Statement on the Critical Need to Acknowledge White 
Fragility and Organizations to Become Anti-Racist 

(New York, NY) – The Legal Aid Society released the following statement in response to a recent New 
York Post Op Ed:  

“In a recent New York Post Op Ed, the author, a public defender, takes the position that an anti-racist 
agenda is a chilling doctrine because it invites discrimination and that the theory of ‘white fragility’ is a 
‘small minded book which relentlessly insists all white people are racist and need to think about race all 
the time.’ She denies the existence of structural and institutional racism. Unfortunately, the author is not 
alone in her view, especially those in public interest. Their position-that by the mere nature of working in 
public interest and being a public defender you get a pass at looking at your privilege, your role in social 
dominance and white supremacy. This racist perspective is disgusting and results in Black and Brown 
people being harmed by individuals in public interest roles, who are entrusted with serving Black and 
Brown clients and their communities. By virtue of the endemic nature of white supremacy, racism, and 
anti-Blackness in this country, Black and Brown people are routinely denied access to resources, face 
state violence, and are exploited by capitalist structures that ensure their marginalization. By ignoring 
these facts as someone who claims to work in this field, the author shows how they are not only complicit 
in this system of oppression, but seeks to gaslight communities of color who are vocally demanding 
change in this country.  

As New York City’s oldest and largest social justice law firm and the citywide public defender, founded 
over 140 years ago, we fight for justice for our clients, low income Black and Brown people, day in and 
day out. In all three of our practice areas, Civil, Juvenile Rights and Criminal Defense, we advocate 
against and litigate policies and laws that silence and oppress BIPOC and communities of color. Our staff 
dedicate their entire careers to the service of others. Yet, despite this work and history, despite the 
dedication and zealous representation, we have not taken on the internal work needed to build a truly anti-
racist workplace. The time to change is now and as an organization we are committing to bravely have the 
much needed, and long overdue, conversations and engaging in the critical dialogue and discourse 
concerning racism, transphobia, sexism and intersectionality. Our BIPOC staff and clients deserve 
nothing less.  

ITHE 
LEGAL AID 
SOCIETY 
Justice in Every Borough. 
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The mandate is a simple one. To be anti-racist, to dismantle racism here at LAS, and in every 
organization, we must all recognize that white supremacy drives every policy and law, every opportunity 
and every advantage. For those of us who are white, it is a recognition that power and privilege has been 
granted merely because we are white. While you have dedicated your life to public interest, you cannot do 
this work effectively and fully unless and until you face that reality and own that you are part of the 
problem. You cannot stop there, you must actively work to dismantle the systems that lend you privilege 
and oppress BIPOC people and communities. To push against the deep work needed to change and be 
threatened by the conversation, is the exact definition of white fragility. It exists, it is not simply a way for 
an author to sell books. It is used to make excuses for behavior, practice and treatment, and it is a tool 
used to promulgate white supremacy and the subjugation of BIPOC people. White people have a duty to 
no longer be silent and a responsibility to confront these systems of oppression and to shun all forms of 
white supremacy in our society, in our workplaces, and within our hearts and minds. Enough is enough.”  

Janet Sabel, Attorney in Chief and CEO 

Adriene Holder, Attorney in Charge, Civil Practice 

Dawne Mitchell, Attorney in Charge, Juvenile Rights Practice 

Tina Luongo, Attorney in Charge, Criminal Defense Practice 

Archana Jayaram, Chief Operating Officer 

Scott Rosenberg, General Counsel 

Allan Fox, Chief Human Resources Officer 

Ciara Walton, Director of Diversity, Equity and Inclusion 

Janelle Roundtree, Director of Employee Relations 

Lou Sartori, Pro Bono Counsel and Director 

###  

The Legal Aid Society exists for one simple yet powerful reason: to ensure that New Yorkers are not 
denied their right to equal justice because of poverty. For over 140 years, we have protected, defended, 

and advocated for those who have struggled in silence for far too long. Every day, in every borough, The 
Legal Aid Society changes the lives of our clients and helps improve our communities. 

https://www.legalaidnyc.org/ 
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Exhibit F 
 

Charge of Discrimination  
 

Maud Maron v. The Legal Aid Society and  
Association of Legal Aid Attorneys 
EEOC New York District Office  

 
EEOC Nos. 520-2021-02801 and 520-2021-02802 
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BEFORE THE EQUAL EMPLOYMENT OPPORTUNITY COMMISSION 
----------------------------------------------------------x 

MAUD MARON,  

  Complainant, 

- against – 

THE LEGAL AID SOCIETY and 

ASSOCIATION OF LEGAL AID 
ATTORNEYS, 

 
 Respondents. 

: 
: 
: 
: 
: 
: 
: 

 
 
 

ATTACHMENT TO CHARGE OF 
DISCRIMINATION  

----------------------------------------------------------x 

 
In support of her Charge of Discrimination against Respondents The Legal Aid Society 

(“LAS”) and the Association of Legal Aid Attorneys (“ALAA” and, collectively, 

“Respondents”), Complainant, Maud Maron (“Complainant” or “Ms. Maron”), hereby sets forth 

the particulars of her claims for discrimination on the basis of race, including hostile work 

environment and constructive termination. 

1.0 PARTIES 
 
1. Complainant, Maud Maron, who is Caucasian, was employed at all relevant times 

herein by Respondent LAS as a Staff Attorney and is a member in good standing of 

the ALAA union.  At all relevant times herein, Complainant was an employee of LAS 

within the meaning of 42 U.S.C. § 2000e(f).   

2. Respondent The Legal Aid Society is a not-for-profit corporation organized under the 

laws of the State of New York, and is headquartered at 199 Water Street, New York, 

NY 10038.  At all relevant times herein, LAS employed more than 15 persons and is 

an “employer” within the meaning of 42 U.S.C. § 2000e(b). 
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3. Respondent Association of Legal Aid Attorneys is a labor organization, being Local 

2325 of the United Auto Workers, headquartered at 50 Broadway, Suite 1600, New 

York, NY 10004, and is a “labor organization” within the meaning of 42 U.S.C. § 

2000e(d) & (e), and has fifteen or more members.  In accordance with the Certificate 

of Representation issued by the New York State Labor Relations Board on December 

30, 1969, LAS recognizes ALAA as the exclusive bargaining representative of all 

attorneys admitted to practice and within the scope of the bargaining unit definition in 

the said certification and of all law graduates employed as such by LAS, i.e. Staff 

Attorneys.   

  
2.0 JURISDICTION  

 
4. The Equal Employment Opportunities Commission has jurisdiction over the Charge 

pursuant to 42 U.S.C. § 2000e-5. 

 
3.0 FACTS GIVING RISE TO CHARGE 

 
5. Complainant is a 1998 graduate of the Cardozo School of Law whose principal legal 

career has been as a public defender with The Legal Aid Society, first from 1998-

2006 and again from 2017.  She has served as staff attorney and as the Director of 

Training.  Additionally, from 2011 to 2015, Ms. Maron, at the repeated invitation of 

The Legal Aid Society, served as a faculty lecturer at the Society’s Trial Advocacy 

Programs.   

6. Complainant is presently on sabbatical.   
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7. Ms. Maron is a committed public defender and strongly believes in the need for 

police reform and criminal justice reform, and she had been an advocate for the 

disadvantaged and disenfranchised of all backgrounds.   

8. Ms. Maron is a candidate for the New York City Council.   

9. As espoused in Complainant’s platform, she seeks to protect communities from hate 

crimes and prejudice, and she desires police and prosecutorial reforms to address bias 

in both law enforcement and prosecution.  

10. Ms. Maron was subjected to harassment for her political beliefs and exercise of her 

free expression in 2019 when Rigodis Appling, an attorney at LAS, wrote to Ms. 

Maron via an office-wide email, which was filled with disparaging remarks. 

11. At the close of 2019, politically motivated members of the Black Attorneys of Legal 

Aid (“BALA”) caucus of Association of Legal Aid Attorneys (“ALAA”) initiated a 

baseless investigation into Ms. Maron.  

12. Ms. Maron was informed of the 2019 investigation by Tina Luongo, the Attorney-in-

Charge of the Criminal Defense Practice of LAS, via electronic mail.   

13. Ms. Maron’s entire caseload was reviewed, and her three supervisors were 

interviewed with respect to her work as a public defender.   

14. None of Complainant’s supervisors identified any concern with regard to the quality 

or nature of Ms. Maron’s client representation.  She was fully cleared. The 

investigation was unfounded.  

15. At a January 13, 2020 meeting attended by Ms. Maron and her ALAA 

representative, Julie Sender, Ms. Luongo communicated the full clearance to Ms. 

Maron.  

EEOC NY  DISTRICT OFFICE 

DATE 01/19/2021

Case 1:21-cv-05960   Document 1-7   Filed 07/12/21   Page 6 of 82



4 
 

16. In addition, Ms. Luongo acknowledged that the same attorneys who initiated the 

baseless investigation would “leak” information to the press in an effort to damage 

Ms. Maron’s City Council campaign.  

17. At that time, Ms. Maron requested that The Legal Aid Society release a 

statement confirming that Ms. Maron was an attorney in good standing with the 

organization and that any statements or assertions to the contrary were baseless “if” 

the fact of an investigation were leaked.   

18. Thereupon, Ms. Luongo interrupted Ms. Maron and said, “No, IT WILL be leaked”.    

19. Ms. Luongo then agreed to Ms. Maron’s request that The Legal Aid Society would 

release a statement acknowledging Ms. Maron’s exemplary record of service when 

the fully anticipated and acknowledged attempt to smear her arose in the press.   

20. LAS failed to release the promised statement. 

21. On June 23, 2020, Ms. Maron’s opinion piece, “Racial obsessions make it impossible 

for NYC schools to treat parents, kids as people” was published by the New York 

Post.1 

22. A copy of that opinion piece is attached as Exhibit A.   

23. In the opinion piece, Ms. Maron identified herself as a public defender, but she made 

no mention of The Legal Aid Society and, importantly, her article discussed an 

experience at a training with the Department of Education, unrelated to her 

employment.   

24. In the opinion piece, Ms. Maron spoke against having to refer to herself by her racial 

identity as part of the so-called “anti-bias” training.   

 
1 Available at https://nypost.com/2020/07/23/racial-obsessions-make-it-impossible-for-nyc-
schools-to-treat-parents-kids-as-people/ 
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25. Ms. Maron noted that, in the training, race-neutral attributes, like “objectivity” were, 

oddly, labeled as part of “white-supremacy culture”, tied to material that labels all 

white people as racist.   

26. The opinion piece was published after her testimony before the City Council and an 

interview with Nikole Hanna-Jones, all of which focused on inclusivity and diversity 

of thought in the public schools.    

27. Although the opinion piece was unrelated to Ms. Maron’s work at LAS, the ALAA, 

acting through its BALA caucus issued a statement regarding Ms. Maron, her 

interview with Ms. Hannah-Jones, and the article, which they published on July 26, 

2020.  See Exhibit _B.2   

28. Thereupon, LAS’s official, verified Twitter account, @LegalAidNYC, retweeted the 

BALA publication without any commentary.  See Exhibit E. 

29. The statement of BALA, which was endorsed without reservation by The Legal Aid 

Society, contains numerous falsehoods and defamatory statements.  Without 

limitation, those include:  

 
i. “she pretends to favor integration while fighting against it and denying the 

existence of racism in education”.  Ms. Maron does not oppose integration and 
she has never denied racism exists in any context.    

ii. Repeatedly refers to Ms. Maron as “racist”.  Ms. Maron denies this and opposing 
racist “anti-bias” training is not itself racist if words continue to have meaning.  

iii. “no public defender can legitimately claim to be a proponent of racial justice if 
they are lax in how they do the work; and we know for a fact that Maud's 
commitment to zealous representation of poor people of color is questionable at 
best.”  Ms. Maron’s work has never been lax nor her commitment 
questionable.  As set forth above, Ms. Maron was cleared of this very same 
baseless accusation on January 14, 2020.  

 
2 Available at https://twitter.com/BALA_NYC/status/1287572951525666820?s=20 and 
https://www.facebook.com/BlackAttorneysofLegalAid/posts/122693346182422  
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iv. Ms. Maron did not call the educational points raised “chilling”, but rather the 
inaptly named “anti-racism” training doctrine, which is, in fact, rooted in racism.  

v. “she religiously advances a false dichotomy between an adequate education and a 
culturally inclusive education.”  This statement is entirely disingenuous as her 
actual City Council testimony was to the opposite. 3 

vi. “Maud’s argument: the problem isn't racism, but a ‘culture of laziness and 
stupidity among African Americans and Hispanic Americans.’”  Ms. Maron has 
never made this argument and finds it repugnant.  Ms. Maron is married to a 
Hispanic immigrant and she takes deep offense at the wholly fictitious 
characterization of her views.   

vii. “Maud can tell the world about the mobs she sent after Teens Take 
Charge”.  Although they are active on social media and  called for her resignation, 
Ms. Maron has had no interaction with Teens Take Charge and no mobs were 
sent.    

viii. “She does not use racial slurs in discourse. At least not publicly.”  The implication 
that Ms. Maron does so privately is false.  

ix. “Maud is racist, and openly so. She attacks efforts to end racism by claiming there 
is no racism.”  Ms. Maron has never made any such claim.  

x. It compares her involvement with PLACE NYC (Parent Leaders for Accelerated 
Curriculum Education in NYC) to the 1960s group PAT (“Parents and 
Taxpayers”), yet omits that PLACE is co-chaired by two individuals of color.  

xi. It says she has “no regard for” her clients, which lacks any basis in reality.    

xii. “She is one of many charlatans who took this job not out of a desire to make a 
difference, but for purposes of self-imaging.”  This is false—The Legal Aid 
Society has been her primary employer since graduation from law school in 1998, 
after having interned there while a law student.  

xiii. "You cannot oppose anti-racism and effectively represent Black and Brown 
people. It's impossible."  Ms. Maron opposes a racist ethos that falsely brands 
itself “anti-racism”.  Her representation of all of her clients, including but not 
limited to people of color, has always been exemplary. 

30. The Statement BALA wrote, and The Legal Aid Society endorsed “Maud Maron has no 

business having a career in public defense, and we're ashamed that she works for the 

Legal Aid Society” in connection with asserting she opposes actual anti-racism, 
 

3 Ms. Maron’s testimony is available online at: 
https://www.youtube.com/watch?v=7xfu9mvwPvE  
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constitutes a major gouge in her professional reputation and, for all intents and 

purposes, terminated her employment in violation of § 1.8.4 of the governing 

collective bargaining agreement.  See Exhibit C. 

31. Ms. Maron is currently promised a return from sabbatical pursuant to § 3.4.4.1.2 of 

the agreement, but The Legal Aid Society has made it impossible for her to do so. 

32. The Legal Aid Society also violated the guarantee of free speech per § 3.5, 

constructively terminating Ms. Maron for her express on personal political and social 

beliefs without evidence that her speech has or will directly interfere with and detract 

from the representation of her clients. 

33.  An employer who says, publicly, it is ashamed she works there and has no business 

working there, is not an employer any reasonable person could be expect to work for. 

34. Such a statement is a violation of § 4.11.2 of the collective bargaining agreement. 

35. Not only was ALAA the author and publisher of the BALA statement, it failed to 

advocate for Ms. Maron in response to LAS’s aforesaid violations of the Collective 

Bargaining Agreement 

36. On July 27, 2020, The Legal Aid Society issued its own statement in response to Ms. 

Maron’s article, which utterly misrepresented the content of her article.  See Exhibit 

D.4   

37. This statement was signed the leadership of The Legal Aid Society.   

38. The Legal Aid Society’s own statement contains numerous false and defamatory 

statements.    

 
4 Available at https://twitter.com/LegalAidNYC/status/1287873491232989185?s=20 and 
https://t.co/YEVPGbHnMS?amp=1 . 
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39. These statements lambaste Ms. Maron on account of her race and/or color, creating a 

hostile work environment.  Without limitation, these include:  

 
i. Ms. Maron “takes the position that an anti-racist agenda is a chilling 

doctrine”.  This is false; she takes the position that using the name ‘anti-racism’ as 
cover for overtly racist practices, such as those at the Dept. of Education’s “anti-
bias” training, is chilling.  

ii. “She denies the existence of structural and institutional racism.”  Ms. Maron 
denies no such thing and opposes structural and institutional racism.  

iii. It says that she views working as a public defender as a “pass” for “white 
supremacy” and has such a “disgusting” “racist perspective” that harms her 
clients of color.  Ms. Maron has no such view and has never harmed her clients, 
no matter the color.  The Legal Aid Society, as noted above, specifically cleared 
her of this baseless accusation previously.    

iv. “By ignoring these facts as someone who claims to work in this field, the author 
shows how they are not only complicit in this system of oppression, but seeks to 
gaslight communities of color who are vocally demanding change in this 
country.”  Ms. Maron has ignored none of the racism her clients experience 
and herself vocally demands change.  

v. “we have not taken on the internal work needed to build a truly anti-racist 
workplace.”  This statement falsely asserts Ms. Maron is racist and is racist in the 
workplace.   

vi. “While you have dedicated your life to public interest, you cannot do this work 
effectively and fully unless and until you face that reality and own that you are 
part of the problem.”  Ms. Maron has always worked effectively, irrespective of 
her race.  

40. By making these statements and republishing ALAA/BALA’s statements,5 The Legal 

Aid Society has damaged Ms. Maron, including harassment on the basis of race 

and/or color in the workplace and constructively terminating her employment. 

 
5 Complainant anticipates LAS will asset it is not liable for retweeting BALA’s statement 
pursuant to Section 230 of the Communications Decency Act, 47 U.S.C. § 230.  Although some 
circuits have determined that Section 230 can immunize against civil rights claims, this remains 
an open question in the Second Circuit.  Moreover, it does not apply—Section 230 immunizes 
for republication of content from a third-party.  Here, the ALAA/BALA members are LAS’s 
own employees, and the retweet demonstrates that the statement was in the course and scope of 
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41. The misconduct of The Legal Aid Society has also violated § 3.1.1 of the governing 

collective bargaining agreement.  Since BALA is a unit of the ALAA, the ordinary 

grievance procedure has been rendered unavailable to Ms. Maron.  The Legal Aid 

Society denied Ms. Maron the due process to which she is entitled under § 3.1.1.3 and 

failed to maintain confidentiality under § 3.1.1.2.   

42. Complainant has suffered damage to her reputation on account of the statements of 

ALAA, acting through its BALA caucus, which constitutes harassment on the basis of 

race and/or color in the workplace. 

 

4.0 Claims of Discrimination 
 

COUNT I 
HOSTILE WORK ENVIRONMENT AGAINST LAS 

 
43. Complainant restates and realleges the allegations of Paragraphs 1-41 above as if 

fully set forth herein. 

44. At all relevant times herein, Complainant was employed by LAS. 

45. The statement of ALAA/BALA was permeated with discriminatory intimidation so 

severe as to alter the conditions of Complainant’s workplace. 

46. By republishing the statement of ALAA/BALA, LAS created a hostile work 

environment for Complainant, discriminating against her on the basis of her race 

and/or color in violation of 42 U.S.C. § 2000e-2(a)(1). 

 
their employment.  Thus, the statement was not provided by “another information content 
provider” under 47 U.S.C. § 230(c)(1).  See Enigma Software Grp. USA, LLC v. Bleeping 
Comput. LLC, 194 F. Supp. 3d 263, 276 (S.D.N.Y. 2016) (denying motion to dismiss under 
Section 230 where alleged agent was the source of the allegedly offending content). 
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47. The July 27, 2020 statement of LAS was permeated with discriminatory intimidation 

so severe as to alter the conditions of Complainant’s workplace. 

48. The Legal Aid Society’s own statement highlights that it was directed to 

employees, specifically Ms. Maron, “who are white…because we are white”, 

indicates Ms. Maron’s article “is the exact definition of white fragility” and “is a tool 

used to promulgate white supremacy”, imposing a special “duty” on 

“[w]hite people”.    

49. By publishing its July 27, 2020 statement, LAS created a hostile work environment 

for Complainant on the basis of her race and/or color, discriminating against her on 

the basis of her race and/or color in violation of 42 U.S.C. § 2000e-2(a)(1). 

50. As a proximate result of these violations, Complainant suffered harm to her 

reputation, emotional distress, and will likely have a loss of future income. 

 
 

COUNT II 
HOSTILE WORK ENVIRONMENT AND DISCRIMINATION AGAINST ALAA 

 
51. Complainant restates and realleges the allegations of Paragraphs 1-41 above as if 

fully set forth herein. 

52. At all relevant times herein, Complainant was a member of ALAA, which represented 

her relative to her employment with LAS. 

53. As a caucus of ALAA, BALA acts on behalf of ALAA and did so when issuing the 

aforementioned statement. 

54. The statement of ALAA/BALA was permeated with discriminatory intimidation so 

severe as to alter the conditions of Complainant’s workplace. 
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55. In making its statement, ALAA created a hostile work environment for Complainant, 

discriminating against her on the basis of her race and/or color in violation of 42 

U.S.C. § 2000e-2(c)(1). 

56. By permitting LAS to retweet its statement, ALAA caused LAS to discriminate 

against Complainant in violation of 42 U.S.C. § 2000e-2(c)(3). 

57. The July 27, 2020 statement of LAS was permeated with discriminatory intimidation 

so severe as to alter the conditions of Complainant’s workplace. 

58. The Legal Aid Society’s own statement highlights that it was directed to 

employees, specifically Ms. Maron, “who are white…because we are white”, 

indicates Ms. Maron’s article “is the exact definition of white fragility” and “is a tool 

used to promulgate white supremacy”, imposing a special “duty” on 

“[w]hite people”.    

59. By causing LAS to make its July 27, 2020 statement, ALAA caused LAS to 

discriminate against Complainant in violation of 42 U.S.C. § 2000e-2(c)(3). 

60. As a proximate result of these violations, Complainant suffered harm to her 

reputation, emotional distress, and will likely have a loss of future income. 

 
 

COUNT III 
CONSTRUCTIVE TERMINATION AGAINST LAS 

 
61. Complainant restates and realleges the allegations of Paragraphs 1-41 above as if 

fully set forth herein. 

62. At all relevant times herein, Complainant was employed by LAS. 
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63. By republishing the statement of ALAA/BALA and publishing the July 27, 2020 

statement, LAS has made Complainant’s working conditions so intolerable that she 

will not be able to return from her sabbatical. 

64. The two statements were made on account of Complainant’s race and/or color. 

65. Combined, the two statements publicly state that Ms. Maron is unable to effectively 

represent her clients of color, interfering with many, if not most, of her attorney-client 

relationships. 

66. Thus, LAS has constructively terminated Complainant’s employment in violation of 

42 U.S.C. § 2000e-2(a)(1). 

67. As a proximate result of this violation, Complainant suffered harm to her reputation, 

emotional distress, and will likely have a loss of future income. 

/ 

/ 

/ 

/ 

/ 

/ 

/ 

/ 

/ 

/ 

/ 

/ 
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5.0 Prayer for Relief 

 
WHEREFORE Complainant respectfully requests that the Commission: 

a) Declare that ALAA has violated Title VII of the Civil Rights Act; 

b) Declare that LAS has violated Title VII of the Civil Rights Act; 

c) Enjoin ALAA, including its BALA caucus, and LAS from engaging in further race- 

and color-based discrimination against Complainant; 

d) Award Complainant compensatory, punitive, and nominal damages; 

e) Award Complainant her reasonable attorneys’ fees and costs. 

 
 
Dated:  January 12, 2021 Respectfully submitted, 
 MAUD MARON, 
 By her Attorneys, 

        
        
Jay M. Wolman 
Randazza Legal Group, PLLC 
100 Pearl Street, 14th Floor 
Hartford, CT 06103 
(978) 801-1776 
Fax: (305) 437-7662 
 
Marc J. Randazza 
Randazza Legal Group, PLLC 
30 Western Avenue 
Gloucester, MA 01776 
(978) 801-1776 
ecf@randazza.com  
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The Black Attorneys of Legal Aid caucus (BALA) is a group of Black Legal Aid attorneys committed 
to advocating for racial justice and equality both within and without the Legal Aid Society. We 
recently learned of an op-Ed published by Maud Maron, a person we are ashamed to call our 
colleague, in the right-wing paper The New York Post. Maud is better known as a prominent 
opponent of equality in New York City’s school system; she pretends to favor integration while 
fighting against it and denying the existence of racism in education. Up until now, our caucus has 
quietly shown support to groups that have spoken out against Maud’s racist views. However, we 
now feel compelled to publicly respond to Maud’s recent anti-racism philippic, and to denounce 
Maud as the racist that she is.
It comes as no surprise to us that Maud opens the piece by informing readers that she is a public 
defender. In fact, she is quick to announce this on her website and in many of her 
communications on social media, in print, and in person. This speaks to a common myth among 
many white practitioners that being public defenders preclude them from being racist. Racism is a 
centuries-old system in this country, the effects of which cannot possibly be wiped away simply 
by joining the profession of indigent defense. Further, no public defender can legitimately claim 
to be a proponent of racial justice if they are lax in how they do the work; and we know for a fact 
that Maud’s commitment to zealous representation of poor people of color is questionable at 
best. Nonetheless, it is important for Maud to announce that she is a public defender; in her mind, 
it undermines the criticisms rightly leveled against her.
One need not go too far into Maud’s diatribe to see that her views on racism are problematic. She 
characterizes the idea of anti-racism as “a benign-sounding but chilling doctrine.” Predictably, her 
definition of anti-racism is way off base. Anti-racism is about recognizing existing racial 
inequalities and the systems that perpetuate them, and taking action to correct them. Within the 
field of education, that includes a fairer distribution of finite resources across all schools; it 
includes increased representation of traditionally underrepresented racial groups and cultures, 
both in the curriculum and in standardized assessments; and it includes increased diversity of 
teaching staff and student bodies, which integration helps to accomplish. That Maud finds this to 
be “chilling” tells true racial advocates all they need to know: she’s racist, and wants the school 
system—which holds the honors of being the most segregated in America—to remain unequal.
Last December, a couple of our members had the opportunity to attend a meeting of the 
Community Education Council District 2, the school board that Maud is the president of. During a 
question and answer period, a father and young son—both white—got up and took the board to 
task, chastising them for “being in violation of Brown v. Board of Education for sixty-five years” 
and demanding to know when integration would finally become a reality in their district. The 
responses to their repeated questions were expectedly nonresponsive; but it was indeed 
noteworthy to us that Maud, the council president, was absolutely quiet during the entire 
exchange. For us, her silence spoke volumes. With no cameras flashing, no reporters, no members 
of the press seemingly in attendance, Maud had no reason to pretend. If you are a proponent of 
making New York City’s school system more racially equitable, Maud has nothing to say to you.  
In the press, however, Maud feigns herself to be supportive of integration. Even as she gleefully 
asserts that local integration efforts “has its skeptics,” she professes to want more integrated 
schools. Putting her poor act aside, it is telling that she religiously advances a false dichotomy 
between an adequate education and a culturally inclusive education. One does not have to 
choose between the two; children can be properly instructed in an educational environment that 
fosters diversity, inclusion and equity. Maud’s insistence in treating the two as mutually exclusive 
allows her to paint her critics in the eyes of the right-wing press as lunatics who prioritize playing 
the race card over quality education. It’s an illegitimate argument, but nevertheless persuasive to 
many in this city.
Maud throws out statistics in her op-Ed about poor performance among Black students, but 
unsurprisingly offers no explanation as to the cause. However, racism certainly could not be the 
culprit because, as Maud has frequently highlighted, Asian Americans have allegedly 
outperformed all other racial groups. Yes, the model minority myth is essential to Maud’s 
argument: the problem isn’t racism, but a “culture” of laziness and stupidity among African 
Americans and Hispanic Americans. This argument, however, invalidates the very distinct 
experiences of nonwhite groups in this country. Racial groups have been treated differently in 
America, so because one group may be unaffected by a problem does not discount the presence 
of racism. We’re not aware of statistics that show Asian Americans being disproportionately killed 
by the police; does that mean that police brutality is not a racial issue? Of course not.
Maud complains about the “Twitter mobs” that came after her following her interview with New 
York Times journalist Nikole Hannah-Jones. Oh, how the pot calls the kettle black: maybe Maud 
can tell the world about the mobs she sent after Teens Take Charge, a multiracial student-led 
organization fighting to integrate New York City schools. In a Twitter attack in May, the mob 
stated, “Our public education shouldn't be HIJACKED by special interest groups. It's time to listen 
to real NYC parents,” signed "Thousands of Real Parents." That’s right, folks: a group of 
adolescents that wish to make Brown v. Board of Education a reality in their city is a “special 
interest group” to Maud and her cronies.
Or perhaps Maud can tell us about the mobs she sent after Aaron Narraph, a young college 
student of color. Aaron put together a spreadsheet of City Council candidates of his own volition 
and included notes on some of the candidates, listing “socialist” under some and “declared, but 
not filed” for others. For Maud, he wrote, “racism allegations.” Regardless of whether or not Maud 
is racist, allegations of racism were in fact made against her, so what Aaron wrote was true. Of 
course, however, the truth did not stop Maud from trying to jeopardize his job, messaging both 
Aaron and his employer and accusing him of making “baseless charges” about her. She then 
assailed him publicly for daring to call her out; and then her circle of equally narrowminded 
friends have been attacking him on Twitter bitterly enough that he thought about deleting his 
account. This past Friday, our caucus took to Twitter to call out Maud for her Post op-Ed; 
apparently, we too are now a target of her pack of internet bullies.
Maud is a classic example of what 21st century racism looks like. She does not parade around the 
city in white sheets. She does not use racial slurs in discourse, at least not publicly. Times have 
changed; overt racism is no longer publicly acceptable. The new racism of today is to pretend that 
racism is largely non-existent, confined to a few bad apples that utter statements clearly offensive 
to even the most ignorant among us. Its adherents pay thin lip service to the cause of racial 
justice, but refuse to recognize the central role that racism has historically played and continues 
to play now. To do so requires them acknowledging the undue privilege society has conferred 
upon them, a privilege they are clearly not willing to give up for the sake of true equality. They 
distort and poohpooh efforts to deal with racial inequality and seek to shut down conversations 
on the topic, ironically by accusing racial equality proponents of trying to silence them. And at the 
end of the day, all fluff aside, the statements they make and the positions they take evidence their 
belief in white superiority as well as Black and Brown inferiority.
It is obvious to anyone with any sense of racial justice that Maud is racist, and openly so. She 
attacks efforts to end racism by claiming there is no racism. And as usual, this is not new: when 
efforts were made to desegregate NYC public schools in the 1960s, a coalition of mostly white 
parents called “Parents and Taxpayers” (PAT) was formed to resist those efforts. This coalition 
professed in speech to be in favor of integration while fighting against it in action. Those efforts 
were obviously successful, because the school system remains segregated. Now, Maud is a central 
part of a new coalition called “Parent Leaders for Accelerated Curriculum and Education” (PLACE). 
Like PAT five-plus decades ago, PLACE professes to be for racial equality in education while 
fighting to keep the mechanisms that reinforce inequality intact.
It also comes as no surprise to us that Maud’s op-Ed was published in the same tabloid that 
singlehandedly contributed more to the recent pretrial reform rollbacks than any other local 
publication. It was only a decade ago that this same publication likened then-President Barack 
Obama to a chimpanzee in a cartoon. Its coverage of stop-and-frisk and other issues related to 
racism has been similarly abysmal. In short, The New York Post is no friend of Black Americans, 
and neither is Maud.
What makes this all the more sickening is that Maud is a public defender, tasked with 
representing a constituency she clearly has no regard for. She is one of many charlatans who took 
this job not out of a desire to make a difference, but for purposes of self-imaging. Her constant 
invocations of her public defender position is neither accidental nor pointless. She’s asserting to 
whomever will listen that she is a credible, unbigoted voice by virtue of the work she has allegedly 
done, representing poor people of color in a judicial system she would likely agree is racist. The 
only thing more shameful is that she has a following, and a powerful, well-connected following at 
that.
In closing, one of our genuinely dedicated colleagues said it best: “You cannot oppose anti-racism 
and effectively represent Black and Brown people. It’s impossible.” Maud Maron has no business 
having a career in public defense, and we’re ashamed that she works for the Legal Aid Society.
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The Black Attorneys of Legal Aid caucus (BALA) is a group of Black Legal Aid attorneys 
committed to advocating for racial justice and equality both within and without the Legal Aid 
Society. We recently learned of an op-Ed published by Maud Maron, a person we are ashamed to 
call our colleague, in the right-wing paper The New York Post. Maud is better known as a 
prominent opponent of equality in New York City’s school system; she pretends to favor 
integration while fighting against it and denying the existence of racism in education. Up until 
now, our caucus has quietly shown support to groups that have spoken out against Maud’s racist 
views. However, we now feel compelled to publicly respond to Maud’s recent anti-racism 
philippic, and to denounce Maud as the racist that she is. 
 
It comes as no surprise to us that Maud opens the piece by informing readers that she is a public 
defender. In fact, she is quick to announce this on her website and in many of her 
communications on social media, in print, and in person. This speaks to a common myth among 
many white practitioners that being public defenders preclude them from being racist. Racism is 
a centuries-old system in this country, the effects of which cannot possibly be wiped away 
simply by joining the profession of indigent defense. Further, no public defender can legitimately 
claim to be a proponent of racial justice if they are lax in how they do the work; and we know for 
a fact that Maud’s commitment to zealous representation of poor people of color is questionable 
at best. Nonetheless, it is important for Maud to announce that she is a public defender; in her 
mind, it undermines the criticisms rightly leveled against her. 
 
One need not go too far into Maud’s diatribe to see that her views on racism are problematic. She 
characterizes the idea of anti-racism as “a benign-sounding but chilling doctrine.” Predictably, 
her definition of anti-racism is way off base. Anti-racism is about recognizing existing racial 
inequalities and the systems that perpetuate them, and taking action to correct them. Within the 
field of education, that includes a fairer distribution of finite resources across all schools; it 
includes increased representation of traditionally underrepresented racial groups and cultures, 
both in the curriculum and in standardized assessments; and it includes increased diversity of 
teaching staff and student bodies, which integration helps to accomplish. That Maud finds this to 
be “chilling” tells true racial advocates all they need to know: she’s racist, and wants the school 
system—which holds the honors of being the most segregated in America—to remain unequal. 
Last December, a couple of our members had the opportunity to attend a meeting of the 
Community Education Council District 2, the school board that Maud is the president of. During 
a question and answer period, a father and young son—both white—got up and took the board to 
task, chastising them for “being in violation of Brown v. Board of Education for sixty-five years” 
and demanding to know when integration would finally become a reality in their district. The 
responses to their repeated questions were expectedly nonresponsive; but it was indeed 
noteworthy to us that Maud, the council president, was absolutely quiet during the entire 
exchange. For us, her silence spoke volumes. With no cameras flashing, no reporters, no 
members of the press seemingly in attendance, Maud had no reason to pretend. If you are a 
proponent of making New York City’s school system more racially equitable, Maud has nothing 
to say to you.  
 
In the press, however, Maud feigns herself to be supportive of integration. Even as she gleefully 
asserts that local integration efforts “has its skeptics,” she professes to want more integrated 
schools. Putting her poor act aside, it is telling that she religiously advances a false dichotomy 
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between an adequate education and a culturally inclusive education. One does not have to choose 
between the two; children can be properly instructed in an educational environment that fosters 
diversity, inclusion and equity. Maud’s insistence in treating the two as mutually exclusive 
allows her to paint her critics in the eyes of the right-wing press as lunatics who prioritize 
playing the race card over quality education. It’s an illegitimate argument, but nevertheless 
persuasive to many in this city. 
 
Maud throws out statistics in her op-Ed about poor performance among Black students, but 
unsurprisingly offers no explanation as to the cause. However, racism certainly could not be the 
culprit because, as Maud has frequently highlighted, Asian Americans have allegedly 
outperformed all other racial groups. Yes, the model minority myth is essential to Maud’s 
argument: the problem isn’t racism, but a “culture” of laziness and stupidity among African 
Americans and Hispanic Americans. This argument, however, invalidates the very distinct 
experiences of nonwhite groups in this country. Racial groups have been treated differently in 
America, so because one group may be unaffected by a problem does not discount the presence 
of racism. We’re not aware of statistics that show Asian Americans being disproportionately 
killed by the police; does that mean that police brutality is not a racial issue? Of course not. 
Maud complains about the “Twitter mobs” that came after her following her interview with New 
York Times journalist Nikole Hannah-Jones. Oh, how the pot calls the kettle black: maybe Maud 
can tell the world about the mobs she sent after Teens Take Charge, a multiracial student-led 
organization fighting to integrate New York City schools. In a Twitter attack in May, the mob 
stated, “Our public education shouldn't be HIJACKED by special interest groups. It's time to 
listen to real NYC parents,” signed "Thousands of Real Parents." That’s right, folks: a group of 
adolescents that wish to make Brown v. Board of Education a reality in their city is a “special 
interest group” to Maud and her cronies. 
 
Or perhaps Maud can tell us about the mobs she sent after Aaron Narraph, a young college 
student of color. Aaron put together a spreadsheet of City Council candidates of his own volition 
and included notes on some of the candidates, listing “socialist” under some and “declared, but 
not filed” for others. For Maud, he wrote, “racism allegations.” Regardless of whether or not 
Maud is racist, allegations of racism were in fact made against her, so what Aaron wrote was 
true. Of course, however, the truth did not stop Maud from trying to jeopardize his job, 
messaging both Aaron and his employer and accusing him of making “baseless charges” about 
her. She then assailed him publicly for daring to call her out; and then her circle of equally 
narrowminded friends have been attacking him on Twitter bitterly enough that he thought about 
deleting his account. This past Friday, our caucus took to Twitter to call out Maud for her Post 
op-Ed; apparently, we too are now a target of her pack of internet bullies. 
 
Maud is a classic example of what 21st century racism looks like. She does not parade around 
the city in white sheets. She does not use racial slurs in discourse, at least not publicly. Times 
have changed; overt racism is no longer publicly acceptable. The new racism of today is to 
pretend that racism is largely non-existent, confined to a few bad apples that utter statements 
clearly offensive to even the most ignorant among us. Its adherents pay thin lip service to the 
cause of racial justice, but refuse to recognize the central role that racism has historically played 
and continues to play now. To do so requires them acknowledging the undue privilege society 
has conferred upon them, a privilege they are clearly not willing to give up for the sake of true 
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equality. They distort and poohpooh efforts to deal with racial inequality and seek to shut down 
conversations on the topic, ironically by accusing racial equality proponents of trying to silence 
them. And at the end of the day, all fluff aside, the statements they make and the positions they 
take evidence their belief in white superiority as well as Black and Brown inferiority. 
 
It is obvious to anyone with any sense of racial justice that Maud is racist, and openly so. She 
attacks efforts to end racism by claiming there is no racism. And as usual, this is not new: when 
efforts were made to desegregate NYC public schools in the 1960s, a coalition of mostly white 
parents called “Parents and Taxpayers” (PAT) was formed to resist those efforts. This coalition 
professed in speech to be in favor of integration while fighting against it in action. Those efforts 
were obviously successful, because the school system remains segregated. Now, Maud is a 
central part of a new coalition called “Parent Leaders for Accelerated Curriculum and 
Education” (PLACE). Like PAT five-plus decades ago, PLACE professes to be for racial 
equality in education while fighting to keep the mechanisms that reinforce inequality intact. 
It also comes as no surprise to us that Maud’s op-Ed was published in the same tabloid that 
singlehandedly contributed more to the recent pretrial reform rollbacks than any other local 
publication. It was only a decade ago that this same publication likened then-President Barack 
Obama to a chimpanzee in a cartoon. Its coverage of stop-and-frisk and other issues related to 
racism has been similarly abysmal. In short, The New York Post is no friend of Black 
Americans, and neither is Maud. 
 
What makes this all the more sickening is that Maud is a public defender, tasked with 
representing a constituency she clearly has no regard for. She is one of many charlatans who 
took this job not out of a desire to make a difference, but for purposes of self-imaging. Her 
constant invocations of her public defender position is neither accidental nor pointless. She’s 
asserting to whomever will listen that she is a credible, unbigoted voice by virtue of the work she 
has allegedly done, representing poor people of color in a judicial system she would likely agree 
is racist. The only thing more shameful is that she has a following, and a powerful, well-
connected following at that. 
 
In closing, one of our genuinely dedicated colleagues said it best: “You cannot oppose anti-
racism and effectively represent Black and Brown people. It’s impossible.” Maud Maron has no 
business having a career in public defense, and we’re ashamed that she works for the Legal Aid 
Society. 
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**CONFIDENTIAL BARGAlNING DOCUMENT - FOR LASNYC MEMBERS ONLY*** 

The Legal Aid Society Chapter 
Tentative Bargaining Agreements 

(As of 12/10/19) 

The bargaining committee has reached the following tentative contract agreement with management. 
The Joint Council will vote on this proposal, which is currently scheduled for Tuesday, January 141h• 

There will be a full membership vote on this tentative agreement if the Joint Council votes to pass it on. 
New tentative agreements are listed in bold. 

Contract Term and Reopener Language 

• Proposed contract term is three years, from July 1, 2019 to June 30, 2022 

• ALAA and management will reopen bargaining on April 2, 2020, to discuss the 
following: salary, paid sabbatical, decreasing retirement age eligibility and related 
benefits. 

Salary 

• A 5% minimum across-the-board raise for all members. Parity with the Law Department 
from Law Graduate to step 5. All increases are retroactive to July 1, 2019. (See attached 
salary chart.) 

• 1.5% one-time payment upon ratification for all members at Step 6 and above. 

• Raises, retro pay, and one-time payments are all pensionable. 

• Guaranteed minimum 2% across-the-board salary increases for all members effective 
July 1, 2020, and July 1, 2021. 

Pension 

• Quarterly pension contributions. Payments made within 4 months of the end of each 
period. (Currently payments are made semi-annually with a 7 month delay at the end of 
each period.) 

Loan Assistance 

• Legal Aid will contribute $200,000 per year for a loan assistance fund for members 
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New York City Bar Membership 

• ALAA members will save 30% on new New York City Bar memberships. Existing 
New York City Bar members will save 30% on renewal memberships, provided a 
reasonable number of ALAA members enroll by the deadline (date to follow). 

Vacation/Comp Time/Bereavement 

• CDP members can sell up to 20 comp days per fiscal year (increased from 17) 

• CDP members can sell back up to 15 frozen comp days 

• Friday after Thanksgiving is now a floating holiday 

• Align bereavement contract provision with Employee Handbook to allow for 7 days 
bernavement in instances that require travel outside the USA 

• Time and a half for arraignment shifts in CDP on all holidays except floating holidays 

• LAS to create vacation bank for donation to co.workers experiencing crisis m hardship 

• When members are over their maximum vacation balance on June 30th, they will have 
until December 31st of that year to spend down the overage rather than lose those days 

Retirement 

• 

• 

Eligible members will receive Medicare Advantage {where available) or Medicare 
Part For Part G (depending on eligibility). Members who wish to upgrade to Part F 
or G from Medicare Advant~ge may do so if they pay the difference in premium, if 
any. 
The $SOK retirement buy-out will be available each year of this contract if/when ratified . 
Allows up to 10 staff attorneys to retire with this benefit each year if at least 65 years old 
and with 25 years of service. Will also allow for an unlimited number of attorneys to 
retire with this benefit this year if at least 60 years old and with 25 years of service, with 
the understanding there will some post-retirement benefits forfeited. Buy-out will be 
available this year regardless of contract ratification. 

Telecommuting (likely to be changed to "Telework" or ''Flexible Work,,) 

• New contract language: §3.8 Telecommuting. Staff attorneys will, in consultation 
with their supervisors, be permitted to telecommute to the e~tent consistent with the 
natul'e of their work and other staffing/work needs of the office. Management is 
committed to expanding the remote access properties of the network to support 
telecommuting needs. 

Immigration 

• New contract language: In recognition of the Society's commitment to equal justice 
for aU, The Legal Aid Society will establish policies to address concerns of our 
immigrant staff members. 

Healthcare/ Family Leave/ LTD 

• Increase frame coverage from $150 to $200 

• Increase orthodontic benefit from $1500 to $2500 

• Surrogacy coverage to continue to be included in reproductive benefits 

• 14 weeks of parental leave, after 3 years of service 
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• Mental health long term disability will no longer be capped at 2 years (effective as of 
9/1/19) 

Grievances 
• Specific contract language additions to follow. Members will have the right to 

submit evidence and elicit testimony during a grievance hearing at all levels. The 
manager conducting the hearing can use their discretion when considering said 
evidence. However, if any evidence, documentary or testimonial, is excluded by 
management, ALAA shall have the right to ask that the excluded evidence be 
considered in any subsequent grievance steps and appeals. 

Leaves of Absence 
• New Contract Language: §3.4.4 To the extent practicable subject to staffing, space, 

workload, length of leave and other demands, the Society will attempt to return the 
staff atone to the boro or office location they were assigned to before their leave. 
More specific requests for placement for return from leave with be considered on a 
case by case basis. 

Other 
• Management shall provide readily available Wi-Fi to staff in all LAS offices 
• Management to pay for 1.5 FTE lines to the union (up from 1 FTE) 
• Homicide Ce1tification denials a will have a review and appeal process 

Professional Development/Workload Committee 
• This committee will explore and discuss Civil Case Caps 
• Training rotator for JRP and rotations between practices to be discussed in committee 
• This committee will seriously examine the necessity for an anti-oppression training 
• In consultation with the joint union-management Senior Retention Committee, this 

committee will ensure appropriate training for attorneys at middle and senior steps 

Staff Attorney Hiring 
• Joint union-management committee will ensure staff attorney participation and attorney 

management hiring should ensure consistency across practice areas. Committee should 
also work on strengthening bonds with HBCUs and other academic institutions that 
match the values of LAS 

Affirmative Action/Diversity Committee 
• Change to language to include a rep from Black Attorneys of Legal Aid and LGBTQ 

caucus as proposed in ALAA' s demand 

Director of Diversity and Inclusion 
• The DDI position will be restructured and will report directly to the Attorney-in-Chief. 

Ongoing discussions about other changes. 

*<4sCQNFIDENTIAL BARGAINING DOCUMENT- FOR LASNYC MEMBERS ONLY"°"* 
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Proposed LASNVC Salary Ch_art for 2019 - 2021 

Step 

,,_ 

' 

,., 

-

Current 7/1/19 Min. 7/1/2020 Min. 7/1/2021 
LG $ 

1 $ 
2 $ 
3 $ 
4 $ 

s $ 
6 $ 
7 $ 
8 s 
9 $ 

10 $ 
11 $ 
12 $ 

13 $ 
14 $ 
15 $ 
16 $ 

17 $ 
18 $ 
19 $ 
20 $ 
21 $ 
22 $ 
23 $ 

24 $ 

25 $ 

26 $ 
27 $ 
28 $ 
29 $ 

30 $ 

31 $ 
32 $ 

33 s 
34 s 
35 $ 

53,582.00 $ 71,000.00 $ 72,420.00 $ 73,868.40 

62,730.00 $ 72,000.00 $ 73,440.00 $ 74,908.80 

63,775.00 $ 73,500.00 $ 74,970.00 $ 76,469.40 

64,821.00 $ 75,000.00 $ 76,500.00 $ 78,030.00 

67,819.00 $ 76,500.00 $ 78,030.00 $ 79,590.60 

70,477.00 $ 78,097.00 $ 79,658.94 $ 81,252.12 

75,793.00 $ 80,583.00 $ 82,194.66 $ 83,838.55 

79,580.00 $ 83,580.00 $ 85,251.60 $ 86,956.63 

82,712.00 $ 86,848.00 $ 88,584.96 $ 90,356.66 

85,313.00 $ 89,579.00 $ 91,370.58 $ 93,197.99 

90,205.00 $ 94,715.00 $ 96,609.30 $ 98,541.49 

95,798.00 $ 100,588.00 $102,599.76 $ 104,651.76 

99,994.00 $104,994.00 $107,093.88 S 109,235.76 

105,457.00 $110,731.00 $112,945.62 $ 115,204.53 

106,294.00 $ 111,609.00 $113,841.18 $116,118.00 

107,130.00 $112,488.00 $114,737.76 $117,032.52 

107,967.00 $ 113,365.00 $115,632.30 $117,944.95 
- - - - -

$114,243.00 $ ifi;,s:i1.sG $ 118,858.42 108,803.00 

109,639.00 $115,122.00 $117,424.44 $119,772.93 

110,476.00 $ 116,000.00 $ 118,320.00 $ 120,686.40 
111,312.00 $ 116,879.00 $ 119,216.58 $121,600.91 
112,149.00 $117,756.00 $120,111.12 $122,513.34 

112,985.00 $118,634.00 $121,006.68 $123,426.81 

113,822.00 $119,513.00 $ 121,903.26 $ 124,341.33 

114,658.00 $ 120,391.00 $ 122, 798.82 $125,254.80 

115,495.00 $121,270.00 $123,695.40 $126,169.31 

115,602.00 $ 121,382.00 $ 123,809.64 $126,285.83 

115,710.00 $ 121,496.00 $ 123,925.92 $ 126_,404.44 

115,974.00 $121,773.00 $ 124,208.46 $126,692.63 

116,286.00 $122,100.00 $124,542.00 $127_,032.84 

117,951.00 $123,849.00 $126,325.98 $ 128,852.50 
118,116.00 $124,022.00 $126,502.44 $129,032.49 

118,312.00 $124,228.00 $126,712.56 $129,246.81 

118,624.00 $ 124,555.00 $127,046.10 $129,587.02 

118,936.00 $124,883.00 $127,380.66 $129,928.27 

119,248.00 $125,248.00 $127,752.96 $ 130,308.02 

*Retro only paid for time on active payroll since 

7/1/19, Retro not paid to members who leave Legal 

Aid before the payment is made. 

Retro if 
paid 

1/15/20* 

$ 8,709.00 

$4,635.00 

$ 4,862.50 

$5,089.50 

$4,340.50 

$3,810.00 

$ 2,395.00 

$2,000.00 

$ 2,068.00 

$ 2,133.00 

S 2,255.00 
s 2,39s.o·o -

$2,500.00 

$ 2,637.00 

$ 2,657.50 

$2,679.00 

$ 2,699.00 

$2,720.00 

$ 2,741.50 

$ 2,762.00 

$ 2,783.50 

S 2,803.50 

$ 2,824.50 

$ 2,845.50 

$2,866.50 

$ 2,887.50 

$2,890.00 

$2,893.00 

$2,899.50 

$ 2,907.00 

S 2,949.00 

$ 27953.00 
$ 2,958.00 

$ 2,965.50 

$ 2,973.50 

$3,000.00 

/,..r /, 
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ALAA Contract 
2016-2019 

Coll ctive Bargaining Agreement Between The 
Association of L gal Aid Attorneys UAW 2325 (AFL-CIO) and 
The Legal Aid Society (NYC) 

Super. edes the 2013-2014 contract and inco,porates all memoranda ofagreement 
and understanding through October 4, 2017. 
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Preamble 

This Collective Bargaining Agreement is an expression of the parties' shared commjtment to: l) 
Delivery of th bighes1 possibl quality of indigent legal representation; 2 Mutual respect among 
and fair treatment of all Legal Aid Society staff; and 3) Full participation by the Union and its 
members in pursuing the Society's mission. Each term of this contract will be interpreted in the 
context of the e fundamental principles. 
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2016-2019 Contract rticle J/Labor Relations Page 3 

Article I/Labor Relations 

§ 1.1. 10 RE OG IT/0 A DAGE CY SHOP. 

§ 1.J.1. Recog11itio11. In accordance with the Certification of Representation issued 
by the New York State Labor R lations Board on December 30 1969, the Legal Aid Society 
("Society' or "LAS') recognize the As ociation ofLcgal Aid Attorneys UAW Lo al 2325 (AFL-
CIO) "Union' r "ALAA ') as the exclu ive bargaining representative of ail attorneys admitted to 
practice and within the scope of the bargaining unit definition contained in the above-mentioned 
Certification and of all law gradllale employed as uch by the Society ("Staff Attorneys" . 

1.1.2. U11io11 Membership. The Union agree to continue its policy as defined by 
law of admitting p r ons to membership without discrimination on the basis of actual or perceived 
race. color national origin, alienage or citizenship status religion, creed sex gender (including 
''gender identity' - wbicb refer to a per on 's ach.1al or perceived sex and includes self~image, 
appearance, behavior or expression, whether or not different from that traditionally associated with 
the legal sex assigned to the per on at birth), djsabitity, age (18 and over), military status prior 
record of arrest or conviction, marital status genetic predisposition or carrier status, sexual 
orientation, or tatus as a victim of domestic violence a sex offense or stalking or membership in, or 
association with the activitie of, any employee organization. No attorney will be required to join 
the Union. 

§ 1.1.3. Dues am/ Fees. All bargaining unit members whether newly-11ired, rehired 
or returned to the bargaining unil, musl, within thirty [30] days of hire, pay the curre11t dll.es and 
initiation fee or, where applicable current ervice fees to the Union, and any interest charges that 
may bes t by the Un ion for late payment of dues or service fees. Upon the Union's written request, 
the Society will discharge any taff Attorney who fails to pay such dues fees or interest, after the 
Union has given at least two [2] weeks' written notice, by cettified mail, to the delinquent attorney 
and to the Society. Any member of the bargaining unit may authorize lhe Society to deduct from her 
paycheck(s) and forward to the Uni n all dues, initiation fees credit union political action, other 
assessments and/or agency fees. Such autl1orization will be effecti e until revoked in writing, by 
the signer thereof. 

§ 1.2. COLLECTWE BARGAINING AGREEME T. 
§ 1.2.1. Term. Thi Agreement wiU be effective as ofOctober4 20J7 will continue 

in full force and effect through June 30, 20J 9 and will continue past it expiration date subject to 
ten [IO] day written notice of tennination by either party. As always, all terms and condition , 
including salary pen ion and all benefit obligations will be subject to collective bargaining upon the 
expiratioo date. 

§ 1.2.2. egotiation. When feasible the parties will: 1) provide one hundred and 
twenty [ 120] days' notice prior to expiration of its intent to modify or terminate this Agreement; 2) 
present writlen proposals at least one hundred [ 100] days prior to expiration- 3 begin contract 
negotiations at least ninety [90] days prior to expiration; and4 meet as frequently as necessary for a 
full and fair dfacus ion of the issues. If there is no successor agreement at least forty-five [45] day 
prior to expiration, Lhe parties will jointly request the intervention of the Federal Mediation and 
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onciliation Service. If, in th mediator' judgment maintenance of the statu' quo for a period of 

up lo thirty [30] days past expiration appears likely to improve the chances for a negotiated 

agreement without declaration of an impasse, the mediator will ask the partie 'agreement to such 

extension, and/or to uch other steps within that time period as sh deems u eful to resolve 

utstanding issues. 

§ 1.1.3. Headings and Terms. Headings and/or subject groupings are for general 

identification only and will n t be constrned in a ub tantive manner. The pronoun "her' will be 

deemed applicable to both genders. 
§ l.2.4. Reprod11ctio11 a11dDistributio11. The Sotiety will reproduce this Agreement 

using union labor, distribute at lea tone [l] copy to each attom y and make available necessary 

additional copies. 

§ 1.3. 0 STRIKE OR LOCKOUT. The parties subscribe to the principle that differences will 

be resolved by peaceful and appropriate means without interruption of the work of the Society or tbe 

court . The Union agrees that there will be n strike work toppages, slowdowns or concerted 

refusal to perform work during the tenn of th is Agre ment du1ing wl1ich neither the Union, nor any 

officer or agent thereof will directly or indirectly, authorize a si t condone encoUiage, or in any 

way participate in any uch acti ities. The Society will not lockout its employees during the term of 

this Agreement. 

§ 1.4. ACCESS TO Fl 'A Cf AL RECORDS. The Society will grant any rea onable 

reque t by the Union for open acce to ir financial books and records, subject to appropriate 

safeguards against release or other inappropriate use of individually-identifiable information about 

non-bargaining unit employees, including access to outsid auditors in regard to the Society' 

financial condition and to perfonn due diligence in regard thereto. 

s J.5. U 10 ACTIVITIES. Tb Union will have rea onable u e of the Society'. ·internal 
communication mechanisms and meeting space, one full time equivalent (FTE) of paid re Tease tjme 

for general representational and related duties, and reasonable release time for other Union 

representatives, and other resources necessary to administer this Agreement. In addition, two [2] 

Staff Attomeys may take unpaid leaves for an unlimited duration to serve on Union staff, during 

which they will be entitled to all benefits (health di ability, etc.) a aiJable to other bargaining unit 

members, at no additional co t to the ociety. Attorney on Union leave will accnie full seniority for 

all purposes, including salary, vacation, pension, and leave and have Lhe right to return to their 

Society positions at the conclusion of such leave(s). Current Union staff whose leave had previously 

expired shall be immediately restored to th ir status as Society employees on the above terms. 

Reasonable use of the Society s internal communication mechanisms shall be interpreted to mean the 

following: Tbe Legal Aid Society will maintain an e-mail group thatpennits the President of ALAA 

and her designee to send communications to all ALAA members and pennits individual members to 
respond to the President of ALAA and her de igoee as the sender(s) and not to the whole e-mail 

group. The Legal Aid Society has provided ALAA with a one-time payment of $12,000 so that 

ALAA can develop and implement a free-standing e~mail group of ALAA members that is not on 

The Legal Aid Society's computer network. 
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§ 1.6. PRES£ CE OF 1 10 REPRESE TATJ ES. Staff Attorn y may exercise their 
right to the presence of a Union repre entative, whenever practicable a person oftheir choice, during 
any discussion with managers concerning potential or achml disciplinary acti n. 

§ 1.7. JOI T UNION-MANAGEltJENT COMMITTEES. The Union will appoint its 
representative to all • Union-Management" committees. 

§ 1.8. GRIEVANCES. Except as otherwise provided herein, the following grievance procedure 

will apply to all disputes concerning interpretation or application of a specific provision of this 
Agreement. 

§ J.8.1. Initiation. Grievances mu t be filed in writing witl1in ten [10] calendar days 
of the event giving rise to the grievance, or within ten [IO] calendar days from when tbe event, with 
reasonable diligence, should have become known. The written statement mu t be sufficient to give 
notice that the matter is being grie ed and should clearly articulate the issue(s) grieved the relevant 

contract provision(s) and the relief sought. 
§ J.8.2. Time Limits. Once filed, each subsequent tep in the grievance process 

must be completed or initiated, as appropriate, withjn ten [1 O] calendar days of the preceding event, 
except as extended by the parties' mut 1al agreement, which shall not be unreasonably withheld. If 
the Union fail to file within tbe allotted time, the grievance will be de rued resolved by the 
Society's rnost recent position. If the Society fails to respond within the allotted time. the Union 

may move the grievance to the ne ·t level. 
§ J.8.3. Presentation. Grievances will be presented and pr cessedat a time and in a 

manner that doe not materially interfere with work. Unles otherwise agreed, grievance will be 
heard outside of normal work hours. 

§ 1.8.4. Due Process. Except in cases involving dishonesty or gross neglect of a 
client, no Staff Attorney will be discharged until completion of the First Step grievance proce s, until 
the grievance has been resolved by operation of time limits or until the taff Attorney has given 
written notice that she does not intend to file a grievan e with respect to a proposed termination. 
The foregoing does not prev nt Lh Society from placing a St.aff Attorney on paid suspension 
pending resolution of the First Step grievance. prop al to suspend or cli charge a Staff Attorney 
must be made in a written notice of charges provided simultaneously to the Staff Attorney and Union 
President. Notice of charges may be amended or supplemented at any ubsequent time, with the 
understanding that such change may require an extension of time limits for further investigation. 

§ 1 .. 5. Steps. 

(l) Fir. I Step: Immediate Supervi or. The Fir t Step grievance will 
generally be to the immediate supervisor. If the action being grieved is discipline or termination 
taken in the name of a higher level supervisor, the First Step grievance will be to that per on. The 
parties will seek resolution through discussion among the aggrie ed Staff Allorney, her Union 
representativ , or, in the appropriate case the Union as the aggrieved party and the aggrieved s 
immediate upervisor who will issue a written decision. 

(2) Second Step: Practice Alfomev-in-Charge. If the grievance is not 
settled in the First Step the Union may file a written appeal to theAttomey-in-Cbarge of the practice 
to which the grieving Staff Attorney is assigned, or was assigned at the relevant time. Fol lowing a 
meeting among the interested parties the Attorn y-in-Charge will issue a written decision. If the 
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practice Allomey-in-Cbarge d id d the Fir t tcp grievance, her iniLial deci ion will b appealed 
directly to the Third Step. 

(3 Third Step: twmev-in-Chief r f the grievance i not settled in the 
e ond tcp the Union may file a written appeal t the An mey-in- bicf wh , fi ll wing a meeting 

among the interested partie will i ·sue a written decision. 
(4) Fourth Step: rbitrlltio11. If the grievance i not ctrl din th Third 

Step the Union may gi e wrilten n ti r arbitration t the Altom y-in- hief. If th partie are 
unable to agree on an arbitrator within an additi nal t n [I OJ alendar day of such notice, the matter 
will b ubmilted to arbitration under /\m rican rbiLration sociation rules. in the enl of 
discharge on an expedited ba i . The arbitrat r· award v ill be final and bind in on all partie . The 

nion and the Society will bar equal I in auy c st' of gric anc arbitration. 
1. .6. Exclu ive Remed,•. taff Allorney i II ha e the 1igh1 I indep ndentl 

in 1itute or pur ue any grievance or arbitrati n ba d upon thi greement, th righ1 fa tion being 
limited lo the Union and the Society, and any agre mentor adju tment b lv een the Union and the 

oci ty with respect ro such di pule will be final and binding upon the tnff Atlomey. 

1.9. 1A A GEM£ T RIGHTS. The ociety wi 11 at al I time , subject Lo ex pre pro ISions 
of this greement have full contr l of management p~rsonnel, and c nduct of its operations 
including any of the rights power and authority that the Society had prior L the igning of this 
Agre ment. 

§ 1.10. F TUR£ JOINT LOBBJ G. If t11ere i any future j int lobbying, n plan fi r such 
f-t1ture joint lobbying will be addre sed in a side leuer b tween the parties. 
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Article 2/Compensation 

§ 2. 1. SALAR 1'. 
§ 2.1.l. Salary Schedule. Tbe Basic Salary Schedule set forth in Appendix I will 

apply to all Staff Attorney and be effi ctive March I, 2017 and July l 20 I 8. Wi01in 1hi1ty (30 days 
of ratification, The LegaJ Aid Society will increase the salary of each Staff Attorney in active status 
at that time in accordance with the levels specified in Appendix I and pr vide a r troactive payment 

to each such Staff Attorney reflecting the Staff Attorney's salary increase effective on Marcb L 2017 
and/or July I, 2018 in accordance with th salary levels set forth in ppendix J. For each Staff 

Attorney who is on an authorized leave when the Socjety implements the prospective and retroactive 
salmy increase at tbe levels et forth in Appendix I I the Society will make retroactive salary 

adjustments, if any are required, within thirty (30) days of the Staff Attorney s return from the 
authorized leave. lo accordance with the Society' alary payroll procedure , retroactive salary 

increa es are subject to applicable payroll deductions and arc pensionable. During the life of this 
contracl extension, if the Cjty of New York provide additional funds that are not restricted from use 

for salary increases within (30) days of the notification that uch funds are available the parties shall 
reopen this agreement and hall then negotiate the distribution of any such funds to the ALAA/UA W 

2325 bargaining unit in a fair and equitable manne. for salary increases. The di tribution of any 

such funds that can be used for salary increases would be effective as of the beginning of the period 

of time for which uch funds have been allocated by the iry. The Basic Salary chedule may be 

increased during the term of Lbjs Agreement in accord with the above provision. 

§ 2.J. l. I. ADA Comparability. Both ALAA and the LAS recognize and support a 
goal that taff attomeys receive total compensation which is comparable to that received by AD As in 

Bronx Brooklyn, New York and Queens Counties and that, due to the lack of sufficient ftmding, the 
economic terms contained herein narrows but does not close the comparability gap beh"'een the two 
groups. It is also recognized that LAS may receive funding increa e(s) during the tenn of th.is 
contract which would allow it to narrow or clo e th.is gap. To that end the partie agree that hould 

the LAS receive, during the lenn of this contract a funding increase ufficieot to further narrow or 
close the comparability gap the parties will, immediately upon learning of such increase undertake 
to ascertain the four-borough average of total compensation received by non-managerial ADAs at 
yearly level of service. After ascertaining such ADA compensation, the LAS agrees to pay staff 

attorneys as close to comparable total compensation as such additional funding allows. 
§ 2.1.1.2. Special Wage Reopener-Alternative De(entler 

Organization . If any organization other than the 18-B (assigned coun el) panel offers to furnish 
defender services for ten [ 1 OJ percent or more of the clients served by the Crimina] Practice or 

Juvenile Rights Practice in the City and/or State Courts in New York City, and if such organization 
offer to its Staff Attorney on an overall basis, higher salaries, uperior tenns of employment or 

working conditions the Union may upon ninety [90] days' written notice to theAltomey-in-Cb.ief 
reopen the contract as to those items where disparity ex.ists. If the Society challenges the factual 

basis on which the reopener notice is predicated, such issue(s) will be submitted to arbitration and 
tbe rele ant contract provision reopened only upon an appropriate finding by the arbitrator. 

§ 2.1.J.3. 24-Pay Period System. Effective April l, 2012 the So iety is 
implementing a 24 pay period system for each year that consists of two pay days per month on the 
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15th and on the last day of the month. When the-15th orthe last day of the month falls n a weekend 
or holiday the pay day will be on the business day immediately before the weekend or holjday. 
Converting to the24 pay period system will not affect the cun-eot negotiated annual step rates, but 
will increase the amount of the gross amounl of pay per payrnl l period so that the gros annual salary 
remains the same in the 24 pay period ystem as it had been in the 26 pay period system. 

§ 2.1.2. lmlividual Placement on Satan, Scale. 

§ 2.1.2.1. Am1i11ersarv Date. The anniversary date will be the date f 
first employment as a Staff Attorney. The Society, in consultation with the Uni n in regar I t 
criteria and principles, may give credit for prior experience or service, and those hired with such 
credit will receive future increases based on their hi1ing level rather tb~n their year of ervice with 
tl.Je Society. In the event of a break in service, any credit for prior ervice to establi h salary, annual 
leave retirement benefits, seniority, etc., will be as agreed upon by the S ciety and the attorney upon 
rehire. 

§ 2.1.2.2. Atlva11ceme11t to Step One. Movement on the Salary Schedule 
from Law Graduate to Step 1 will be effective on bar admission. 

§ 2.1.2.3. Returned-to-Staff Supervisors. Staff Attorney who returned to 
staff from supervis ry positions will be entit1ed to credit for all their experience a an attorn y 
employed by the Society, including the time employed as a upervisory attorney. 

§ 2.1.3. Lobster Shift. Attorneys working the New York County "lob ter'' shift that 
begins at-I :00 A.M. will be paid at the following rate: Tuesday-Friday-$300· Sunday and the day 
following a holiday-$400; Saturday, Monday and holidays-$350. Attorneys staffing the lobster 
shift will not be required to work the shift immediately prior or subsequent thereto. 

§ 2.2. TRANSJTCHEKS. Effective July I 2004, each Staff Attom y will have the individual 
option to use pre-tax compensation to purchase Tran itCheks as administratively practical within the 
maximum amount permitted by law. 

§ 2.3. BAR REGISTRATION FEE. The Society will pay Staff Attorney bar registration fees. 

§ 2.4. FELLOWSHIPS. The Society may transmit or facilitate payments by fellowships for 
repayment of Staff Altomey education loan . 

§ 2.5. Loau Forgiveness. The Union acknowledge that the Society created a one-time 
250 000 Joan forgiveness fund. The fund remaining will be distribut d as described in Section 

2.5.1. The Society will work with the Union to seek loan forgiveness funding from government. Th 
Society will designate a staff person in the Human Resources Department to assist Staff Attorneys 
with tbe various loan forgiveness programs offered by gove,mmental entities by collecting 
information on various programs which may apply to Staff nomey and providing updated 
infonnation about such programs in a timely manner. 

§ 2.5.1. Loan Forgi11eness Committee. The Union and the Society agree to establi ha 
joint Union-Management committee to make recommendations for educational loan reimbursement 
of the funds currently in the Archibald Murray Fund and to explore additional strategie for raising 
funds for educational loan reimbursement. 
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2.6. BAR ASSOCIATIO DUES. To the extent that recurring fund can be allocated, the 
Attorney-in-Chief will appoint manager and taff ttorney to serve a a repre entative of The 
Legal Aid Society on relevant State and local bar as ociation committees, with the requir d bar dues 

paid with such funds. Any appointments of taff Attorney will be made in con ultation with the 

Association of Legal Aid Attorneys through it Pre ident. 

§ 2.7. COMPE SATORY. PERSO ALA D FLEX TIME. 

§ 2.7.1. Compensatory Time (Criminal Defense Division). 

§ 2.7.1.1. Earnings. Staff Attorneys in CDD will earn compensatory 

time for working certain institutional a sigrunents out ide of regular working hour . Staff Attorneys 
in the Community Justice Unit will be pennitted to earn comp time for institutional a ignments 

performed beyond the normal workday of 9 A.M. to 5 P. . 
§ 2.7.1.2. Accumulation and U e. Staff Attorneys may accumulate 

accrued compensatory day . Accumulated day may be taken as vacation in accordance with the 
CBA within one year of being earned but may not be carried over to a sub equent year. Effective 

April I, 2005 Staff Attorneys entitled to compen atory day for working institutional assignment 
outside of regular working hours may, within a month of earning a compensatory day, opt to be paid 

at their regular hourly rate in effect during the pay period for each day of compen atory time earned 
to a maximum of 15 days in any fiscal year, provided, however that the maximum i 5 day in Fiscal 

Year 2005. Such payment are not pen ionable. Effective December 12, 2007, Criminal Defense 

Staff Attorneys may opt to be paid a maximum of 17 compensatory days earned during any fiscal 

year at the regular hourly rate in ffect during the pay period in which the comp nsatory time was 

arned pro ided that such payments are not pen ionable. 

§ 2.7.1.3. Cash-In. Effective December 19, 2006, for unpaid leave in 
the Criminal Defen e practice other than compensatory time that can be cashed in annually pur uant 

to paragraph 2.5 .1.2 above, Criminal Defense staff compensatory time accumulated prior to April I 
2005 will be paid out in a lump sum when a Criminal Defen e taff attorney resigns or i tenninated 

from L S, is promoted to a supervi or or tran fers from the Criminal Defeo e practice. However in 
order to reduce the accumulated April l, 2005 compen atory time liability for the Society and to 
provide a transition for affected bargaining unit members taking unpaid leaves related to childcare 
and/or FMLA on a fiscal year basis, the Society is allocating a fund of up to 250,000 to pay out 

accumulated pre-April 1 2005 compen atory time to uch affected Criminal Defense attorney on 
unpaid leave in a lump sum that represent the duration of the leave and such staff attorney will be 

permitted to pay for health care coverage at the applicable employee share while they are on such 
approved unpaid leave. 

§ 2.7.1.4. One Time Buy-Back. In the first year of this contract, The 

Legal Aid Society will allow a one time buy-back opportunity for those attorneys with pre-2005 
'frozen 'comp day . LAS will allow tho e attorneys to cash in up to 5 day per eligible attorney for 
a total amount up to 250,000 by January 31 2018 or allow those attorney to use up to IO days of 

"frozen ' comp days during the cour e of one year with the period to be detennined. 
§ 2.7.1.S. Modification. The Society may establish reasonable notice 

requirements in regard to exercise by Staff ttorneys of their right to cash in comp n atory days and 
reasonable payment provisions, not more than two [2] months after such notification, in order to 
prevent cash-flow problems for the Soci ty. 
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§ 2.7.1.6. Weekend and Holidav Arraignme.111 in the Juvenile Rights 
Practice. Staff Attorneys in the Juvenile Rights Practice will be paid for a compensatory day for 
working a weekend or holiday arraignment shift, with such payment to be provided no later than on 
the second pay day followlllg the shift that the taff Attorney worked. 

§ 2.7.2. Personal Davs (Other Practice ). Each full-time and part-time tatf 
Attorney in the ivil Practice, Special Litigation Unit of the Criminal Practice Juvenile Rights 
Practice and Criminal Appeals Bureau will receive five [5] per onal days per calendar year except 
that staff attorneys in the Criminal App als Bureau will receive no personal days as of the end of 
calendar year 2006; such <lay cannot be cashed-in or carried over from year to year. Effective 
January l 2007, the allocation of personal day for staff who work part time and are otherwise 

eligible for personal days shall be pro-rated. 

§ 2.7.3. Special Longevity Personal Days. Effective ctober I, 2013, the Society 
will provide a pecial longevity allocation of five [5] personal days for use either in the longevity 

year or in tbe sub equent years until the next longevity anniversary date: I) 30 year of ervice· 2) 
35 years of service· 3) 40 years of service; 4) 45 years of ervice; and 5) subsequent five [5] year 
intervals of service. These pecial longevity allocations of five[-] personal days can only be u ed 
during the twelve [I 2] montbs following these anniversary date and cannot be carried over to any 
subsequent year and shall not affect the limitations on the accrual of vacation days the use of 
compensatory time, r the annual allocation of personal days for eligible Staff Attorneys. 

§ 2.7.4. Flexible Hours. The Society will continue to make reasonable adjustments 
in attorneys hours at the workplace, subject to the demand of workload coverage, in consideration 
of . ucb a signments as night-time tenant or other group meetings concerning client jury 

deliberations late court time, line-ups, etc. 

§ 2.8. HEALTH 1 SURA CE. 
§ 2.8.1. Administration. Staff Attorney health benefits. the cu1Tent terms ofwhicb 

are detailed in Appendix 2, will be administered by the Society, with full Union access to all 
information concerning terms costs administration and application of those benefits to bargaining 
unit members. Joint Union-Management Health Benefits Committee will be established to 
di ci1ss is ues and concerns regarding administration of the benefit program. Effe tive January I 
200 , Appendix 2 will be deemed amended to pro ide that co-payments for medical offic isits 
shall be $20. 

§ 2.8.2. Changes. Th re will be no change in any benefit v ith ut th Union's 
agreement. If the Society s ost for Staff Attorney health benefits decreases durlllg the tenn of the 
Collective Bargaining Agreement disposition of the resulting savings will be discussed with the 
Union. 

§ 2.8.2.1. Co11tributio11s. EEfe tive January l 2005 LAA members 
will make contributions to health care premiums in the amount of 3.5 percent of premium for the 
"low plan" and 7 percent for the "high plan". 

§ 2.8 . . Eligibilitv. 
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§ 2.8.3.1. Employment. ~Jigibility for health insurance coverage will 
reqt1ire employment on both the first and fifteenth of that month. overage will c.ease a of th la t 
day o[ employment subject to continued benefits under applicable law and insurance policies. 

2.8.3.2. Dependents. Employees wishing to change from single to 
dependent coverage and new enrollee requesting dependenl ·overage, will be required to certify 
and provide a summary plan description to demonstrate, that comparable coverage to that provided 
by the Society is not avaiJable through their spouse's employment. Benefit comparability analy is 
will take int account, and assign appropriate weight lo, both employee and/or spousal premium 
contribution·. 

§ 2.8.3.3. Lesbian and Gay Partners. The Society will provide health 
insurance coverage for domestic partners oflesbian and gay Staff Attorneys who sign an affirmation 
attesting to their relationship with a named domestic partner ( qua Ii fying standards for which wi 11 be 
taken from language contained in the New York City Executive Order), subject to availability. to 
reasonable eligibility requirement and to costs comparable with tho e incurred under then-current 
health insurance. The Society will take all reasonable steps, excluding litigation to bring about and 
maintain availability of such coverage. 

§ 2.8.3.3.1 Tax Reimbursement for Staff Attomevs with 

Same Sex Domestic Partners. In recognition o[tbe added tax burden that results from the disparate 
treatment in federal and state tax laws of married heterosexual couples and same sex domestic 
partners, a Sta ff Attorney whose health insLuance cov rage i for herself or bimsel f and a domestic 
partner shall be reimbursed in accordance with either one of these options: (a) the Staff Attorney will 
be reimbursed in an amount equivalent to 20% of the co t of the additional cov rage for the domestic 
partner~ or (b) LAS will ''Gross Up 'the tax liability such that the Staff Attorney shall be reimbursed 
in a net amount equivalent to the tax liability incurred by the Staff Allorney as a result of the 
treatment of the additional premium as income to the Staff Attorney. lfthi econd option is chosen, 
the Staff Attorney shall demonstrate the additional tax linbility by providing exact copies of the filed 
tax ret11ms of the Staff Attorney and the domestic partner, a well as a tax return prepared as a joint 
return for a couple that would be treated as married under the ta · laws. The tax returns shall be 
accompanied by an affinnation from the Stai! Attorneys attesting to their financial accuracy. 
Reimbursement under either option (a) or (b) shall be paid within 60 days ofreceipl of the required 
documentation by the LAS Human Resources Department. Any tax liability resulting from the 
reimbursements for employees who select option (a) sball be the responsibility of the Staff Attorney. 
At such time as the tax laws are modified to eliminate this disparate treatment which this provision 
is being adopted to addres ,. this provi ion will expire. 

S 2.8.3.4. Enrollment. Each Staff Attorney may select from health plan 
options detailed inAppenclix 2, or as may be otherwise agreed upon by the Union and the Sociely, 
during an annual open enrollment period, and/or throughout the year due to qualifying hanges in 
family status. 

2.8.3.5. Retirees. Effective July I 2002, a Medicare upplement ith 
prescription drug rider will be provided to Staff Attorneys who: (l) retire on or after July I, 2002; 
(2) have been employed by The Legal Aid Society for 25 years or more (time spent on long-term 
disability will be included in delermining this period)· and (3 will at retirement have reached age 
65. A dependent ofa retiree may purchase at the dependent's expense the same Medicare supplement 
with a prescription drug rider that will be provided to staff attorney retirees. If the dependent is not 
Medicare eligible, the dependent may purchase at the dependent's expense LAS health care coverage 
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01at i pr vided to staff allomey . Retiree be ltb care c erage i limit d t r tir s who are not 
eligible for health care coverage from an tber employer or former employ r, and the ability of a 
retiree' depend nt to pmcba e di are uppl ment or L S health care c r ge is similarly 
limit d. 

2.8.3.6. Opt Out. L will implement a health care opt-out plan to 

provide a 2 500 annual incentive I ta IT Attorney who opt out of annual health care overage 
provided that they submit written docum ntati. n dem n trating that they are c vered for that year by 
another health care in urance plan. 

§ • • _______ S iety will provide Staff Attorneys with Ii~ in ·urance as 
detail din Appendix 2 and will pennil Staff uomeys to voluntarily p11rchase additi nal gr up life 
insuran e through check off subject to the carri r · requirements. 

§ 2.JO. PE SIO . The oci ty will, no later than seven [7] months from the cl e of th 
r spccti e emiaonual e aluati n p ri d contribute 6.5% f covered aJary a d fined in the 
Pensi o Trust gre ment and Pensi n Plan, t th Legal Aid Society Staff Attorney P nsion Plan. 
Actual out-of-pocket exp nses for I gal c unset not to exceed 50 000 per Plan year), c nsultanL 
accountants or other retained by the Plan will be payable from the Society · contribution . The L S 
pensi n contribution to tl1e Legal Aid Slaff ttom y Pension Plan that are due and payable inf i cal 
Year 2006 (July J, 2005- June 30, 2006) shall be reduced to 3 percent of covered salary as defined 
by the Pen ion Tru t Agreement and Pension Plan. LAS shall make two emi-annual pension 
paym nt byJaouary31 andJuly31 ofea hyear. ffectiveDecemb r2004./\LAAhereb \ aive 
it claim based on LAS' alleged failure to mak timely pension fund payments to the Legal Aid taff 

ttomey Pension Plan prior to December 2004 in the amount of 381 000. 

§ 2.11. T. SHELTERS. The ociety will make all necessary effort toe tab Ii h, maintain and 
offer to Staff Anomeys IRS-qualified plans fort ·-def erred andfor tax-e empt aonuitie ( verseen 
by a joint Union-Management omminee of . ual number). dependent care exce · unreimbursed 
medi ale pen heaJth in u.rance premium contributions and long-term di ability payments. The 
• ociety will arrange for a vendor to offer a Roth 403(b) lo taff Attorneys. The Society will provide 
an additional payroll deducti n option for a e\ York State - 9 Edu alional Sa ing Plan. 
· ffective January 1 20J 4, the o iety will waive the administrative costs for flexible spending and 

dependant are ace unts. 

§ 2.12. VACATJO . 
§ 2.12.1. Atno(lllf. i.aff Attorney will receive annual I ave with pay fi r va ati n 

and religious observance in the amount oft wenty [20] workdays for the fir t yeor of ervic ; twenty-
thre [2 ] orkdays for the e ond and third years of ervice· and twenty-seven [27) workdays for 
the fourth and subsequent years of service. 

§ 2.12.2. Eligibility. Annual lea e e cept for religious h liday ) will not ordinarily 
b · granted until. a Staff ttomey has been employed for at lea t ix [6] months. onsi tel!ll with 
workload demands, upervi or \ ill appr ve e ption to this policy in resp nse to plans or other 
specific and unu ual circumstance which cannot be deferred. 

§ 2.12.3. Accrual. Annual leave will be earned on an accrual basi calculated from 
employment anniver ary date on the basi of one and two-third [ 12/3] days per month during the 
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first year f mploym m· one and le en-twelfths [I 11112] day during the c nd and thlrd · ar · 
and two and one-quarter [2114] thereafter. By June l f ea h y r ach t::iff ttomey will be 
pro id d ith tatement f her a crued vacati n a f M y I and/or v hen their re pecli e ac rual 
reach thirty-five (35] day . 

§ 2.12.4. Paychecks. Paychecks due during vacation ill be available on the last 
working day pri r to the vacati n, pr vid d that the ociely is given three [ ] week's notice f any 
change in cheduled acation, 

§ 2.12.5. Sched11/i11g. acation s hedules will be subje t to office and practice 
staffing requirements. 

§ 2.12.6. flb,es or Accident. If a taff ttorn y be ome ill or suffer an ac ident 
during a period of vacation, the ociety wiJI exercise rea ooable di creti n in converting va ution 
time to sick time. 

§ 2.12. 7. Buv-Back. Each full-tim and part-time Staff Att mey in the Civil Practice, 
Juvenile Rights Practice, Parole R vocation Defense Unit and Special Litigation Unit of the 

riminal Practice will have the opti n of elling ba k up t five [5] acati n ay per calendar year 

and staff atlom y · in the 1iminal Appeals Bureau may · 11 ba k up to l O vacation days per calendar 
year to be paid at the rate in effe ton June 30. Provided during the period Jul J 2004 through June 
30, 2005 raff ttomey hall n t hove the right of elling ba k an a ation time during thi year. 
Staff At1orneys in the Staten Island rirninal Office will be allowed to buy-back up to 17 vacation 
days per fi cal year minus the number of comp day bought back. 

§ 2.12.8. Forfeiture. Any accrued leave will be waived if n t u ed within i ( 
month after the anniver ary date. There will be a gra e p riod for taff Attorneys who forfeit 
accrued va ati n time as a re ult of c.:in eled cheduled acation( due to ch duling bey n tb ir 
contr 1 of trial pr--rrial hearing r appellate argument . 

§ 2.12.9. Restort1fio11 ofl995 acation Accrual . Effective January I 2004, th 
Society will restore the maximum vacation time accrual to all Staff Attorneys who in J 995 reduced 
their maximum vacation time ac rnal. 

§ 2.13. d ption & .Fc.rtilitv Tr atm nt . The ociety will create a fond 01"$300 000 eacb y ar 
in order t offer financial assi tance for adopti n and the o t not c ver d by in urance toe tablish 
fertility at a maximum reimbursement of $15 000 per allorn y. 

§ 2.14. 'HILDC RE. Management will create a committee to explore the feasibility, cost and 
potential liabilit issues r garding the provision of hildcare services or a childcar sob idy. 
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Article 3/Employment Policy 

§ 3.1. F, JR EMPLOYME T PRACTICES. 

§ 3.1.1. 011-Disc:riminalion. The ociety will continue it policy of not 
di criminating as defined by law again t an employee on t11e basis of actual or perceived race 
color, national origin alienage or citizenship status religion creed, sex, gender (including "gender 
identity" -- which refers to a person's actual or perceived x and includes self-image appearance 

behavior or expression, whether or not differen from that traditionally a sociated with the legal sex 
a signed to the person at birth) disability age ( 18 and over) military tatus, prior record of arrest or 
con iction, marital statu genetic predisposition or carrier status sexual orientation, or starus as a 
victim of dome tic violence, :i sex offense or stalking or membership in, or as ociation with the 
activjtie of any employee organization. The Joint Union-Management Sta IT Allomeys Affinnative 
Action and Di er ity ommittee provided for herein will establish written procedures to resolve 
bargaining unit discrimination complaint . Su h procedures will include following elements: 

§ 3.1.1. I. Individual Options. If both the complainant and the target of 
the complain.mt voluntarily agree they may submit to voluntary mediation. The Joint Union-
Management Staff Attorney Affinnative Action and Diversity Committee will recommend to the 
Attorney-in-Chief a cliverse panel of qualified mediators. When investigation of a complaint is 
required, the in estigation will be conducted by the Director of Diversity and Inclusion or outside 
coun el with appropriation experien e and training consistent with EEOC guidance. 

§ 3.1.1.2. Con/identilllity. lnfonnation about the complaint will not be 
revealed except as required to complete a full and fair investigation and/or to attempt resolution. 

§ 3.1.J.3. DueProces '. Employees accused of discrimination will have 
a full and fair opportunity to re pond to the accu ation. Both accuser and accused will be entitled to 
representation in the proceeding. 

§ 3.1 .1.4. Recommendation. lndi idual found to have engaged in 
ctiscriminatory conduct will be disciplined up to and including possible temtination. 

§ 3.1.l.S. Retaliation. Complainants and witnes e will be fully 
protected against retaliation. 

§ 3.1.1.6. Alternate Remedies. None of the provisions of thismecl)arusm 
preclude access lo other discrimination r medies. 

§ 3.1.2. Affirmative Action. The Legal Aid Society will continue to pursue 
affirmative action and diversity with regard to race ethnicity age gender: ex. sexual orientation and 
di ability and to pursue a truly inclusive workplace where colleague of diverse background and 
lifestyles feel accepted respec1ed and encouraged to grow profes ionally. The Society recognizes 
that, given the high degree of diversity of its client population it has a responsibility to continue its 
affinnative action efforts, in accordance with ABA standards, beyond simply meeting traditional 
utilization m nsures for the relevant labor pool. The Society will al o continue to pursue diversity 
with respect to skills in languages commonly-spoken by the Society's eligible client population. 
Diver ity will be considered a relevant criterion in hiring and selection decisions. The Joint Union-
Management Affirmative ction and Diversity Committee will refine and articulate more specific 
objectives and strategies through the affirmative action planning proces . 
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§ 3.1.2.1. Discussion. The Society will consider and respond to the 

Union's concerns in regard to affirmative action, and the Union will participate in development of 
the annual Staff Attorneys' Affirmative Action Plan described below. 

§ 3.1.2.2. Joint Union-Management Staff Attorneys Affirmative Action 

And Diversity Committee. There will be a Joint Union-Management Staff Attorneys Affmnative 

Action and Diversity Committee consisting of the Attorney-in-Chief, the Attorneys-in-Charge of the 
Civil, Criminal, and Juvenile Rights Practices, the Society's Diversity Officer, the Society's Chief 

Human Resources Officer, and another representative of the Society's senior management, and the 

President of ALAA and six [6] ALAA repre entatives (including representatives of each Practice, a 

representative of the Attorneys of Color Caucus of Legal Aid, and the ALAA Affirmative Action 
Representative). The Committee will be co-chaired by the Attorney-in-Chief or her designee and the 

ALAAPresident or her designee. The purpo e of the Committee is to fo ter workforce diversity in 
the bargaining unit, with particular reference to recruitment, retention and promotion of people of 

color, women, and a diverse staff as described in§ 3.1.1. The Committee will meet on the second 
Wednesday of each quarter. The Committee will develop, monitor and evaluate an annual 
Affirmative Action and Diversity Plan, as described below, which will be the focal point around 

which these efforts are organized. Based on the annual plan, the Society will periodically post and 

maintain Affirmative Action and Diversity data and inforn1ation on its Website. 

§ 3.1.2.3. Society Resources. The Society will provide staff support for 
implementation of the Affirmative Action and Diversity Plan, and will maintain one [I] full-time 

Diversity Officer and appropriate supporting staff, whose principal responsibilities will include 

affirmative action and diversity. 
§ 3.1.2.4. Practice Committees. Practice Joint Union-Management Staff 

Attorney Affirmative Action and Diversity committees will be established at the initiative of either 
party to address concerns unique to the Practice. 

§ 3.1.2.5. Plan. The Society-wide Union-Management Staff Attorney 
Affirmative Action and Diversity Committee will develop an annual Staff Attorney Affirmative 

Action and Diversity Plan to foster workforce diversity. The plan will include the following 
components: 

§ 3.1.2.5.1. Statistics. The Attorney-in-Chief will timely 
maintain statistics in a consistent format necessary to support the affumative action objectives of the 
Society and the Committee's work. Statistics will include, but not be limited to, recruitment, 
promotion and retention profiles for all protected classes as defined under the Federal EEO-I process 

as well as other groups included in § 3.1.1. Data will be collected, retained and reported for each 
organizational unit and for the bargaining unit as a whole. This information will be included in each 

annual Staff Attorneys Affirmative Action and Diversity Plan will be used as an analytical tool for 
identifying areas in need of particular attention in that year's plan, and will be used for detennining 
progress relative to prior years' plans. This information will be regularly distributed and made 
available to the Union upon request. 

§ 3.1.2.5.2. Recruitment. The Attorney-in-Chief will provide a 
recruitment plan to comply with the goals of the Committee prior to each recruitment period. The 

Affirmative Action and Diversity Plan will include strategies to foster diversity in recruiting for 
bargaining unit positions. At a minimum, the Plan will provide for: 1) emphasis in recruiting 

notices, literature and presentations on affirmative action and workforce diversity as a significant 
Society value; 2) strategies for expediting job offers as early as possible before January 1, in order to 
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compete more effectively for highly qualified and highly diverse entering classes; 3) continued 

diver ity of attorneys who participate in the interview and follow-up proce es in each practice, with 
particular emphasis on increasing the participation of attorneys described in § 3. I. I in interviewing 
applicants; and 4) broad outreach in electing locations for special recruitment efforts. 

§ 3.1.2.5.3. Retention. The Affirmative Action and Diversity 
Plan will include ongoing strategies to recognize and eliminate institutional or personal barriers to 
retention ofa diverse workforce. The Attorney-in-Chief will report retention data to the Committee, 
and identify institutional barriers that lead to the attrition of diverse attorneys. At a minimum, these 
strategie will include mandatory diver ity training or similar program for attorneys and manager 
to address the issues listed above. 

§ 3.1.2.5.4. Promotion. The Affirmative Action and Diversity 
Plan will include strategies to assess and convey supervisory potential of bargaining unit members 
and to develop their supervisory skills, with special emphasis on reaching attorneys of color, women, 
and other groups included in § 3. l. l, and on addressing issues of particular concern to their career 
development. 

§ 3.1.2.5.5. Vacancies. The Society will post and forward to the 
Union all Staff Attorney and Supervisory vacancies. 

§ 3.2. Hiring. Consistent with the goals and procedures discus ed above ("Fair Employment 
Practices"), each practice will establish a joint Union-Management committee to ensure Staff 
Attorney participation in regard to Staff Attorney and attorney management hiring. 

§ 3.3. EMPLOYME T STATUS. 
§ 3.3.1. Probationary Period. During the first eight [8] month of employment the 

employment relationship will be considered probationary and may be terminated upon one [ 1] 

month's notice with a statement of the reason for termination with recourse to the grievance 
procedure but not to subsequent arbitration. At the end of four [4], six [6], and eight [8] months of 
employment, the new attorney must be evaluated by his or her supervisor and receive a written 
report identifying those areas in which the employee should improve her professional performance. 
At the end of eight [8] months of employment, the probationary period will end, unless the 
supervisor, upon written notice to the attorney, extends probation by another four [4] months. The 
notice shall identify the particular reasons for the extension, and where appropriate shall identify the 
particular areas in need of improvement based on the previous evaluations and then-current 
concern . Extension of the probationary period shall be subject to the grievance procedure, but not 
to subsequent arbitration. The probationary period may be extended a second time only in 
extraordinary circumstances such as the excu ed absence of the probationary employee for such a 
lengthy period of time that the upervi or i unable to evaluate her. 

§ 3.3.2. Bar Examination. A law graduate will not be discharged olely for a first 
failure to pass the bar examination. The Society will provide days off for those taking the bar for a 
second time, in order to permit participation in the Society-sponsored bar review course, the length 
and content of which will be determined by the Society in consultation with the Union. With respect 
to a law graduate whose employment is terminated because of her second failure to pass the bar 
examination, one [I] month's notice of termination will be deemed to have been given on the third 
day following the date on the notice of bar examination results issued to the law graduate by the 
Board of Law Examiners; provided that, if the third day falls on a Saturday, Sunday or contractual 
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holiday, then the notice will be deemed to have been given on the next business day that is not a 

Saturday, Sunday or contractual holiday. If the law graduate is successful in passing the bar 
examination on a third attempt upon admission to the bar she will have recall rights to the job from 
which she was terminated for one [I] y ar following her date of termination subject to hiring needs 
and conditioned on satisfactory probationary evaluations during her initial tenure. Staff Attorneys 
who are rehired after passing the bar examination following termination after two bar failures will be 
given service credit for each month actually worked as a law graduate prior to termination. 

§ 3.3.3. Senior Staff A Senior Staff Attorney may be disciplined or terminated 
only for "just cause," with recourse to the grievance and arbitration procedures provided in § 1.8. 

§ 3.4. LEAVE. 
§ 3.4.1. Illness or Disabilitv. The Society will continue full salary for up to ninety 

[90] days of employment for all attorneys on extended illness or disability. Thereafter such 
attorneys will receive sixty [60] percent of salary up to a maximum of $3,000 per month, or, for 
attorneys who become di abled on or after January I, 2001, $4,000 per month, or, for attorneys who 
become disabled on or after January I, 2014, $8,000 per month, subject to the terms of the then-
current insurance policy, which is incorporated by reference herein and which may be changed only 
if equivalent coverage and terms are provided. In accordance with the disability insurance policy, 
any social security benefit payable when disability occurs will be deducted from the insurance 
benefit, but the amount of deduction will not be increased because of a subsequent rise in social 
security benefits. In order to ensure that long-term disability benefits are paid on a tax-free basis, 
Staff Attorneys will have the individual option of paying any extra premium for such coverage, 
provided that this arrangement is cost-neutral to the Society. The Society will not terminate or 

modify the disability insurance policy during this Agreement without the Union' consent. 
§ 3.4.2. Holidays. Staff Attorneys will receive the paid holidays ofNew Year's Day· 

Martin Luther King Jr., Day; Lincoln's Birthday; Presidents' Day, Memorial Day; Independence 
Day; Labor Day· Indigenous Peoples' Day; Veteran's Day; Election Day· Thanksgiving Day; 
Christmas Day, and on such additional days as set forth by the Society. Indigenous Peoples Day, the 
second Monday of October, will be designated as a floating holiday. 

§ 3.4.3. Bereavement. Staff Attorneys are entitled to paid bereavement leave of five 
[5] consecutive work days upon death of a Staff Attorney's and/or a qualifying domestic partner' 
parent parent-in-law, child, child-in-law, sibling spouse, grandparent, or domestic partner. All other 
bereavement leave will be charged against annual leave. However, each employee shall also receive 
an additional ten [IO] days of discretionary bereavement leave for the purposes associated with the 
death of an individual not among the immediate family members listed, or for additional paid time 

off in association with the death of a listed family member. These days are to be used exclusively for 
bereavement purpo es and are accrued as follows: five [5] days at the completion of the first year of 
employment· five [5] additional days upon completion of the fifth year of employment. Employees 
may use up to the amount of discretionary leave accrued at the time of the bereavement. Every ten 
years ofa Staff Attorney's tenure, all exhausted discretionary bereavement leave will be replenished 
so that the Staff Attorney begins again with a maximum total of ten [days] of discretionary 
bereavement leave at each ten [ I OJ year interval of tenure. 

§ 3.4.4. Leaves of Absence. The Society will provide the leaves of absence 
described below. Upon written request and payment of the premium by a Staff Attorney, the Society 
will continue her insurance coverage during such leave. 
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§ 3.4.4.1. Sabbatical. After each three [3] years ot ervice Staff 
Attorneys may request an unpaid sabbatical leave of absence for up to one [I], year. Sabbatical 
leaves may only commence on January 1, April I, July I or October l. A request for a sabbatical 
leave must be made at least 120 days prior to the proposed commencement date. 

§ 3.4.4.1.1. Private Practice. Staff Attorn ys on sabbatical 
leave may engage in the practice oflaw when it does not pre ent a legal or funding conflict with tbe 
Society, subject to case-specific prior Management approval. 

§ 3.4.4.1.2. Return. Upon berretum from sabbatical leave, 
a Staff Attorney will be paid at the then-current salary level at which she was last employed prior to 
ber leave. unless t11e Society, in consultation with the Union in regard to criteria and principles 
detenuines that the Staff Attorney s work experience wbile on lea e justifies a higher le el. Absent 
a showing of reasonable necessity by the Society, an attorney will have the right to return to the 
practice from which she departed. 

§ 3.4.4.2. Cltild Care. A Staff Attorney may take an unpaid leave of 
absence for up to ten [IO] months for the sole purpose of caring for an adopted or a newborn natural 
child of the Staff Attorney, or of her same- or opposite- ex domestic partner. When po ible, 
requests for such leave will be submitted at least three (3] months in advance of the approximate 
starting date of such leave. A pregnant Staff Attorney may elect to use part of uch leave prior and 
contiguous to her pregnancy disability leave. 

§ 3.4.4.3. Parental Leave. Subject to approval as to its legality. any 
parent of a newborn or newly-adopted child/children or a new step parent of a child/children who 

resides with the Staff Attorney-parent more than fifty [50] percent of the time may take up to twelve 
[12] weeks (60 days, exclusive of paid holidays) of paid parental leave in order to care for and 
establish a relation hip with the chiJd/cbildren. In concept, tl1is leave i provided to a sure paid time 
off during the period immediately following the birth, adoption etc. Paid parental leave would 
therefore precede any vacation comp. time or unpaid leave that the new parent/step-parent may wish 
to take in connection with the birth, or adoption etc. and would run concurrently with any disability 
leave-maternity-related or otherv,ise-that may be appropriate for either parent during the initial 
eight [8] week period after the triggering event, exclusive of paid holidays. However, recognizing 
that individual circumstances may vary, the employee(s) may in con llltation with supervisor(s) 
involved, u e the paid parental leave on a different schedule, provided that (1) it cannot extend 
beyond the first year after the triggering e ent· and (2) the total amou11t of paid time off a sociated 
with the commencement of the particular parenting relationship is not increased by the rescheduling. 
Tbjs section fully applies to all the enumerated categorie of children of an attorney's domestic 
partner. For the purposes of adoption the child must be under 21 at the start oflhe adoption process. 

§ 3.4.4.4. Otlter Leave. The Society may in consultation with the Union 
in regard to criteria and principles extend or grant leaves for purposes other than tho e et forth 
above. 

§ 3.5. FREE SPEECH. The expression of personal religious political, social or economic 
beliefs of each and every attorney is fully guaranteed and will n ver constitute grounds for di charge 
or relief from an indi idual assignment unless, in either instance it can be demonstrated that such 
expression has, or will, directly interfere( d) with, and detra t from, representation of a Society client 
so as to render said representation le s than at the highest level of competence and effectiveness. 
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§ 3.6. INTERPERSONAL CONFLICT. Where personality differences between an attorney 
and her supervisor threaten to adversely affect effective operation of an office and/or continued 
employment of the attorney, the Attorney-in-Charge will, wherever feasible, transfer personnel to a 

work unit in the same office or if necessary, a different office. 

§ 3.7. PART-TIME WORK SCHEDULES. The Society will provide a flexible work 
environment, consistent with the Society's primary obligation to its clients. 

§ 3.7.1. Definition and Workload. A part-time schedule shall be any schedule of 
less than one hundred [ I 00] percent of an ordinary schedule. A part-time attorney s workload will be 
adjusted in proportion to her schedule. 

§ 3.7.2. Positions. All Staff Attorneys may apply for a part-time schedule. 
Assuming the necessary demand, there will be a minimum of ten [l 0) position in CAB, twenty [20] 
positions in COD, nine [9] positions in Civil, and ten [ I 0) positions in JRP. Many part-time 
positions in COD and JRP must be worked in job share teams in order to be feasible from a 

workflow standpoint. A Staff Attorney who is working part-time as a transitional (!es than ninety 
[90] days) accommodation for a disability shall not be counted towards these minimum numbers, 
although part-time schedules in accommodation of a disability that is expected to last in excess of 
ninety [90] days would be considered to be part of the practice's minimum allocation. The Society 
shall make reasonable efforts, subject to staffing considerations, to grant request for part-time 

schedules above the minimum levels. 
§ 3.7.3. Scheduling and Selection. A request for a part-time schedule shall be 

submitted, to the extent possible, at least ninety [90] days in advance of the intended start date of the 

schedule. If the minimum number of positions for that attorney's practice are not filled the request 
will be granted and the starting date will be arranged to match the request as closely as possible. If 
the minimum number of positions for that attorney's practice are filled the Society may delay or 
deny commencement of a part-time schedule due to workload and staffing considerations. Any 
necessary delay or denial of a part-time schedule will be accompanied by a written statement of the 
workload and staffing considerations that are at issue, and the manager's best estimate of when they 
can be overcome. Wherever there is a surplus of outstanding applications, a first preference shall be 
given to those applicants who will use their non-work time to be an "at-home" parent with childcare 

responsibility during those hours; a second preference shall be given based on seniority. 
§ 3.7.4. Hours and Compensation. Staff Attorneys who job share will have the 

individual option to work more than 50% paid time subject to prior Management approval. The 
Society shall not incur costs that are disproportionate to the Staff Attorney's reduced schedule. 
Part-time employee who e chedules fall within the eligibility requirements for our various lines of 
insurance (currently 17.5 hours per week for health coverages, long term disability and life 
insurance) will continue to have access to coverage, but will be required to pay a percentage of the 
premium that is equal to their percentage of non-work time, except that current Staff Attorneys on 
part-time schedules whose benefits payments have been set under the former contract will not have 
their current payment increased by operation of this agreement so long as they remain continuously 
in part-time status. While the Society will provide office space to part-time employees in accordance 
with current standards to the extent such space is available, increased use of part-time employees 
may call for reasonable accommodations in the use of space in order to avoid incurring costs that are 
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disproportionate to part-time attorneys' schedules. Effective September I, 200 l, part-time 

employees will advance annually on the salary schedule. 
§ 3.7.S. Availability anti Coverage. During the non-work part of the work week, 

part-time attorneys will be available for emergencies, court appearances conferences or necessary 
telephone consultations. If a CDD part-time attorney works a night or weekend arraignment shift in 
addition to her regular hour , he will earn a comp day which may accrue and whicll may be cashed 
in· if, due to trial or other necessary commitments, a part-time trial attorney must work more days in 

the week than the attorney i scheduled to work, the attorney, in consultation witb her supervisor, 
will make adjustments in her future work schedule to restore the balance and/or wil I have her pay 
adjusted for the relevant pay period(s) to reflect the work. 

§ 3.7.6. Other Emplovme11t. Other gainful employment or professional activities, 
except for bar a sociation or Union activities, are prohibited during non-work hours. 

§ 3.7.7. Return. A qualifying attorney who holds one of the minimum number of 
part-time position cannot be returned to full~time staff against her will. Except in JRP an attorney 
who received one of the minimum number of part-time positions shall have the right to return to a 
full-time schedule on thirty [30] days notice. All part-time attorneys in JRP and attorneys holding 
part-time positions in other practices above the allocated minimwn number may return, subject to 
budgetary considerations and in no event later than the starting date of the next available full-time 
vacancy following the notice. If there are more applications to return to full-time status .from 
attorneys in part-time positions above the allocated minimum mtmber than there are available full-
time positions. preference for return will be based on seniority, except that all CAB attorneys on 

part-time schedules as of the ratification date shall have the right to return to a full-time schedule, 
even if their number is in excess of the practice's allocated minimum. 

§ 3.8. TELECOMMUTING. Staff Attorneys will, in consultation with their supervisors be 
permitted to telecommute to the extent consistent with the nature of their work and other 

taffing/work needs of the office. Although it has limited feasibility for many jobs, particularly in 
trial offices, Management wrn facilitate telecommuting by lending a limited number of laptop 
computers for limited time periods~ seeking group discount buying/leasing opportunities· and 
maintaining and expanding the remote acce s properties of the network. 

§ 3.9. TRANSFERS AND PROMOTIONS. 
§ 3.9.1. Volu11tary. The Society will promptly post and notify the Unjon of all 

expected Staff Attorney and supervisory vacancies. The Society sbalJ give due consideration to 1) 

an attorney's request to work in a particular county because it is her county of residence or more 
convenient to her county of residence; 2) a senior Staff Attorney's request for a change of workplace 
or practice and for the appointment to new staff position created by the Society. Every attorney 
who has completed her original commitment and who desires a transfer to another practice will be 
interviewed. Transfer reque ts and applications for promotion will be granted to Staff Attorneys 
whose qualifications are equal to those of outside candidates subject to staffing needs and 
affirmative action considerations. 

§ 3.9.2. Involuntary. Whenever possible, an attorney who is permanently 
transferred from one [ 1] office to a11otherwill receive three [3] weeks written notice of such transfer 
and, upon request, a written statement of the reasons therefore. Due consideration will be given to 
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the request of permanently transferred attorneys to complete specific cases in which the level of 

preparation is such that her removal may be detrimental to the client. 

§ 3.10. EXPE SES. 
§ 3.10.1. Transportation. Staff Attorneys in all practices leaving evening and/or 

night institutional assignments will be fully reimbursed for taxi fare within the five NYC boroughs. 
Manager will approve taxi fare beyond YC limits on a case-by-case basis. The Society will is ue 
expense reimbur ement checks within five [5] weeks from submission of expenses forms if forms 
are submitted monthly. 

§ 3.10.2. Additional Tran portation Procedure -Civil Practice. Staff Attorneys in 
the Civil Practice will be reimbur ed for the cost of car ervice or cab fare to travel home during the 
evening from community outreach and other assignments away from the office as specified in 
Section 3.10.1. For community outreach and home visits to homebound clients conducted during 
other times of the day staff members with safety concerns about travel to and from outreach sessions 
should discuss with their supervisors the most appropriate means of transportation including car 
service or cab fare from a central ubway location to the outreach assignment. Staff Attorneys will 
be reimbursed for transportation methods approved by office supervisors under such circwnstances. 
In an instance where an office supervisor determines not to approve car service or cab fare for 
daytime outreach, the supervi or will review that detennination with the Attorney-in-Charge before 

a final decision is made as to the means of transportation in such cases. 
§ 3.10.2. Additional Transportation Procedure - Criminal Practice. Staff 

Attorneys will be reimbursed for travel relating to arraignments as follows: For Night Court: A 

Staff Attorney who works a night court arraignment shift will be reimbursed for parking and 

round-trip mileage ifs/he chooses to drive to and from work. Staff Attorneys are expected to 
produce receipts for their parking expenses so that the Society can comply with audit 
requirements. For the first such reimbursement request seeking reimbursement for roundtrip 
travel from and to home under these circumstances, the Staff Attorney will generate a mapquest 
confirming the mileage which the Society will keep on file for future reimbursement requests. If 
the Staff Attorney elects to travel to and from such a night shift by means other than her own 
vehicle the staff attorney will be reimbursed for cab fare home from night court as specified in 
Section 3.10.1. For traditional taxis, the driver can provide the Staff Attorney with an electronic 
receipt to document such travel expenses. For car services other than traditional cabs, the Staff 
Attorney is expected to obtain a receipt from the driver so that the Society can comply with audit 
requirements; if the driver refuses to provide a receipt the Staff Attorney must attest to that fact 
unless the charge is less than $25. The Society reserves the right to require Staff Attorneys to 
use specific car service companies which provide receipts and/or accept credit cards. For 
Weekend Day Arraignments and Holiday Day Arraignments, the Society will reimburse 
roundtrip mileage and parking for a Staff Attorney when public transportation available to her i 
unreliable or the Staff Attorney is traveling from a remote location, including locations outside 
of the five boroughs of ew York City. Staff attorneys who seek such reimbursement must be 
pre-approved to do so by the Attorney-in-Charge of the Criminal Practice and such pre-approval 
shall continue for so long a the circumstances giving rise to the pre-approval remain in effect. 

§ 3.10.4. Meals. Effective, October 4 2017, Staff Attorneys in all practices will 
receive a meal allowance of upto $20.00 for performing mandatory work assignments that extend 
five [5] or more hours beyond the scheduled workday. Meal allowance reimbursements up to $12.00 

Case 1:21-cv-05960   Document 1-7   Filed 07/12/21   Page 54 of 82



EEOC NY  DISTRICT OFFICE 

DATE 01/19/2021

2016-2019 Contract rticle 3/Employrnent Policy Page 22 

will be given with no receipt. Meal allowances above $12 must be accompanied by a receipt to 

receive the full reimbursement. 
§ 3.10.5. Foreign Language Classes. The Society will maintain a 25,000 fund to 

reimburse individual Staff Attorneys a maximum of $500 annually for the cost of foreign language 
classes relevant to Legal Aid work. 

§ 3.10.6. Staten Island. In light of the unique circumstances that exist for Staten 

Island staff, the Society agrees to continue to pay for parking costs for Staten Island CDP attorneys 

and to begin to pay parking co t for Staten Island JRP and Civil attorney . The benefit will only 
apply to Staten Island staff and will not be expanded to staff in any other borough. 

§ 3.11. PERSONNEL RECORDS. 
§ 3.11.1. Review and Response. Attorneys have the right to: 1) review their 

individual permanent personnel records; 2) receive a copy of any formal or infonnal document 

concerning her performance or character contained therein· and 3) have placed therein her tatement 
concerning any uch document. A Staff Attorney will sign a receipt for every document provided 
under this provision, which will be attached to each such document in the file. 

§ 3.11.2. Disclosure to Third Party. During an attorney's current and immediate past 
employment, the Society will not disclose from such files to third parties, except with express or 

implied consent of the attorney, or under legal process. An attorney who lists the Society as a 

current or past employer impliedly consents to the Society's disclosure of information to the person 
or organization to whom the fact of Society employment has been provided. 

§ 3.12. PRO BO O REPRESE TATJO . Staff Attorneys wishing to engage in pro bono legal 

services on their free time will inform the practice Attorney-in-Charge, who will approve activity 
that does not pre ent a conflict of interest or otherwise make the attorney's services unavailable to 

the Society and its clients. 

§ 3.13. SE IOR STAFF RETE TIO . There will be a joint Union-Management committee to 
tudy the financial and other i sues of retaining senior Staff Attorneys above step 13. This 

committee shall provide findings to both ALAA and Management at least once per calendar year. 

§ 3.14. JOB SECURITY. 

§ 3.14.1. Plan. If economic retrenchment becomes nece ary the Society will work 
clo ely with the Union to en ure job security of every attorney then on staff. Where retrenchment 
appears necessary, Union and Management will meet at least seventy-five (75] days in advance of 

the implementation date, or as soon thereafter as possible, to develop a plan. In the course of such 
di cussion the Society will provide the Union with all information appropriate to an infonned 
decision. The Society will provide sixty (60] days' notice of the transfer or layoff of specific 
attorneys, or such lesser notice as is available to the Society. 

§ 3.14.2. Transfer. Where vacant Staff Attorney positions exist outside the affected 
practice, Staff Attorneys subject to layoff have the right to transfer to such vacant positions, under 
the terms below. 

§ 3.14.2.I. Scope. The right to transfer is to offices where like skills are 
required, e.g., trial to trial, appeal to appeal. The Society, in consultation with the Union in regard to 
criteria and principles, will match attorneys and vacancies. 
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§ 3.14.2.2. Definition of Vacm1cv. During economic retrenchment the 

Society must make available to Staff A ttomeys threatened with layoff a 11 vacancies in al I practices 
that are or will become available within a reasonable time because of known resignations, nonnal 

attrition patterns or di charge for cause. uch po ition will be mad available no later than the 
time that the position would n rmally be filled. Acceptance of a job offer by an outside applicant 
will not constitute filling of the position if the applicant has not yet commenced employment. 

§ 3.14.2.3. lmpleme11tatio11. Where there are ullicieot vacancies in the 
oci.ety to place all of tho e ubject to layoff, volunteer will be transfen-ed first. Thereafter 

transfers will be offered on the basi ofreverse seniority to yearly groups that consist of al] those 
whose anniver ary dates, calculated in terms of continuou and unbroken bargaining unit 
membership, fall witbi.n the twelve [12] month from July I through June 30; all attorneys within a 
yearly group are considered to ha e the same anniversary date for these purpo es. Attorneys in the 
sub equent yearly group will be transferred only when the previous group ha been exhausted. If 
tran fers must be made by choo ing from among those wilhin the ame yearly group, the Society 
will determine the order of transfer based on merit, including affirmative action considerations. 
Where there are in ufficient vacancies to ace mrnodate all affected employees transfer will be 

ffered to yearly groups, a defined above. in eniority order. 
§ 3.14.2.4. Status. Each transferred Staff Attorney will be deemed a new 

hire for probationary purposes based on the date of transfi r. 
§ 3.14.2.5. Refusal. Staff Attorneys who refuse transfer will be deemed 

terminated because of economic retrenchment in their practice. 

§ 3.14.3. Layoff If the number of vacancie in other practices is insufficient, layoff 
will be imposed first on the least senior yearly group as defined above. The Society will continue to 
provide medical benefits in the form and amount e isting on the date of ucb termination for ninety 
[90) days from the tem1ioation date, at the conclusion of which laid off attorneys may exerci e 
applicable COBRA rights. 

§ 3.14.4. Recall. Staff Attorneys transferred or tenninated under this 
provision have recal I rights to the jobs from which they were transferred or terminated for eight [8] 
months from the date of transfer or tennination or until the following July l, whichever is later. 
Recall will be issued in the foll wing order, to those who w re: 1) actually laid off without having 
been offered a trnnsfer; 2) transferred; and 3) laid off after having rejected transfer. 

3.14.4.1 2004 layoffs. ALAA acknowledge that in Jw1e 2004 the Society has 

granted the grievances filed on bebalf of Staff Attorneys in th Criminal Appeals Bureau and the 
Pri oners Rights Bureau insofar a they objected to layoffs of Staff Attorneys in the riminal 
Appeals Bureau and Prisoners Rights Project on the ground that the Crin1inal Defense Division, 
the riminal Appeals Bureau and the Prisoners Rights Project are part of one area of criminal 
practice within the Society. ln accordance with this grievance, the Society hall consider criminal 
defense, criminal appeals and prisoners right taff Attorney as Staff Attorneys in the same 
criminal practice area without regard to separate divisional distinctions. The Society shall also 
con ider civil and olunteer Starr Attorneys a Staff Attorneys in tl1e same Civil Practice area, 
without regard to separate divi ional di tinctioos. Subsequent to the July 16 2004 Memorandum 
f Understanding, the Prisoner 'Rights Pro·ect has been moved from the Criminal Practice to the 
ivi I Practice. 
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§ 3.15. RESIGNATION. Staff Attorney will give at least thirty [30] days' notice or intent to 

resign, exclu ive of vacation used during that period. 

§ 3.16. 0 E-TIME EARLY RETJR.EME T PROGRAM. 

§ 3.16.1. In 2017, The Legal Aid ociety will fund a one time early retirement offering 

forup to ten staff attorneys who are on active payroll status and: a) have at least 25 years of ervices 

as of December 31, 2017; b) are 65 years of age or older as of December 31, 2017; and c) submit 

written application for the early retirement program on or before December 31 2017 and thereby 

agree to retire from The Legal Ajd Society effective as of the close of business on Janunry 31, 2018. 

Each attorney accepting this offer will receive a one-time payment of $50,000, which is subject to 

any applicable payroll deductions. If more than ten eligible staff attorn y apply for this benefit, it 

will be given based on seniority. 
§ 3 .. 16.2. ln 2018. The Legal Aid Society will fund a one time early retirement offering 

f r op to ten staff attorneys who ar on activ payroll statu and: a) have at least 25 years of services 

as of December 31, 20 I 8· b) ar 65 years of age or older as of December 31, 2018; and c) submit 

written application for the early retirement pr gram on or before November 30, 2018 and thereby 

agree to retire from The Legal Aid ociety effective as of the close ofbusines on Ja,nuary 31,2019. 
acb attorney accepting this offer will receive a one-time payment of 50,000 which i ubject to 

any applicable payroll deductions. lfmore than ten eligible taff anomey apply for this benefit, it 
will be given ba ed on seniority. 

§ 3.16.3. The retirement buyout will be effective on or before January 31 2018 
during the first year of the contract and between December l 2018 and Januar 31. 2019 for 
the second year of the contract. 

§ 3.17. HEALTH A 1J SAFETY. 
§ 3.17 .1. Generally. The Society will provide employees with a work environment 

that i safe and condtJcive to good health. It al o has the goal f providinc:, offices that are clean in 

good repair and secure, and will continue efforts to improve the condition of offices in which its 

employees work. The Society will promptly clear the work place if, due to any circumstanc , it is or 

becomes unhealthy or unsafe, and will rectify the problem prior to reoccupation. The Society will 

u e all reasonable means to ensure that conditions at all off-site locations e.g., courts,jail , etc.) are 

n n-harmful noninjurious, and that they comply with all applicable codes and regulations. 

§ 3.l 7.2. Specific Measures. 
§ 3.17.2.1. New Tec/1110/ogv. The Society will provide the Union with 

advance written notice of introduction into the workplace of new technology which may affect Staff 

Attorney health or afety. Where feasible, uch notice will be given before the Society make a 

binding commitment to purchase specific equipment. 

§ 3.17.2.2. Security. The Society will offer lockers or locking furniture to 

each Staff Attorney. 

§ 3.17.2.3. JnfectiousDisease. The Society will take all reasonable steps 

to protect staff from unnecessary health risks and will pur ue affim1ative mea ures to assure that the 

Society s clients are not compelled to endure unnecessary health risks from infectious disease by 

virtue of their incarceration or poverty. These teps will include: l) twice annual PPD tuberculosis 
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tests and any indicated follow-up procedure at no cost to Staff Attorneys administered by 
appropriate medical personnel along with sufficient work time for nece sary isit to a medical 
office; 2) payment of all unreimbursed out-of-pocket medical expense related to diagnosis and 

treatment of TB; 3) medically-appropriate ma ks on reque t, accompani d by training and 
certification in their safe and appropriate use; 4) training in minimizing TB exposure; 5) "safe 
rooms" in which to conduct interviews with clients suspected of having TB· 6) litigation as 
appropriate to improve non- ociety facilitie and to make TB testing and care available to the 
Society's clients· 7) prompt r sponse to requests for exemption from nonnal work requirements 
including arraignments and homeless shelters because of compromised immune systems or 
pregnancy on a person- pecific, symptom-specific, site-specific, and task-specific basis; and 8) 
appropriate inoculation of Staff Attorneys, at the Society's expense against such contagious diseases 
as mea le and hepatitis. 

§ 3.17.3. Joint Union-Management Health and Safety CommUtee. The parties will 

establi h a joint Union-Management committee to address workplace health, safety and physical 
working conditions including but not limited to heating cooling, elevator service and security. 

§ 3.J 7.3.1. Du tie . Among its duties, the Committee will consider and 
make recommendations concerning: 1) problem or potential problems at any job site; 2) 
anticipatory maintenance ( e.g., replacing system which have exceeded expected year ofuse, or are 
nearing such time); 3) space procurement and lease renewal; and 4) other area of health, safety and 
physical working condition . 

§ 3.17.3.2. Procedure. All non-emergency health and safety matters will 

be submitted to the Cornrnittee for investigation and resolution prior to filing of any grievance with 
regard to that subject. If not resolved and/or grieved within 30 days, the Union may immediately 
proceed to expedited AAA arbitration. 

§ 3.17.4. Of/ice Space. The Society will provide approximately one hundred and 
fifty [ 150] square feet of office pace per Staff Attorney, including support staff, of a caliber equal or 
superior to space presently provided in the Manhattan or Brooklyn Criminal Defense facilities 
subject to availability of uitable space inside court buildings or other lea ed space. Where 
compliance with any arbitration decision results in a staffing reduction there will be a proportional 
reduction in office workload. 

§ 3.18 Record Keeping. ALAA acknowledges that LAS is implementing a time 
record system for Staff Attorneys for the purpo e of assisting LA in its efforts to maintain and 
obtain funding to support the work of LAS. 
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Article 4/Quality of Representation 

§ 4.1. STA 'DARD OF ADVOCACY. The Society and its indi idual attorney are deeply 
committed to th highe t standards f profe ional competence and to vigorous representation in 
each and every ca e. 

§ 4.2. CO Tl UJTY OF R.EPRESE 

§ 4.2.1. Genera/Iv. Continuity ofrepresentation is an important fa tor in realizing 
the mos1 effective representation of clients, in that it: 1) enhances the attorney-client relationship; 2 
provides the be t opportunity for an attorney to initiate early case preparation; and 3 strengthens 
development of an integrated theory of representation. 

§ 4.2.2. Criminal Defe11se.Divi ·ion. 

§ 4.2.2.l. Scope. Tb Society will maintain vertical continuity of 
r presentation from riminal Court arraignment through filing of a notice of app al and pursuit of a 
stay of execution after Supreme ourt conviction. The Society s nn notice of appeal will state that 
the Society represented tbe client in the trial court and, where consistent with the client's wishes, will 
request that repre entation by the ociety continue on appeal. 

§ 4.2.2.2. lmplemet11atio11. Continuity in the riminal Defense Division 
is neither monolithic nor inflexible but rather adaptive to: 

§ 4.2.2.2.1. location. The various trial court of our 
practice and other in titutional and professional obligations; 

§ 4.2.2.2.2. Responsibilities. Responsibilities of 
upervisors, Staff Attorneys and special unit attorneys consistent withs 4.6.1 and with the goals of 

effective representation and service of the client s be t interest; 
§ 4.2.2.2.3. Trai11ing. Opportunities for taffAttorneys to 

develop skills and gain xperience through case or proceeding reas ·ignments which enable less 
xperienced Staff Attorneys to handle matters onsistent with their skills and experience 

(misdemeanor trials and felony preliminary hearing ). Cases will be rea signed for training purposes 
after consultation between Staff Attorneys and Supervisors, and except in unusual circumstances will 
not be ttansfen-ed when an attorney wishes to retain a particular ca e; 

§ 4.2.2.2.4. Workload. Reallocation of workload to a sure 
timely preparation and effective representation including: 

(J) Experience. Assignments consistent with an 
individual attorneys level of experience and workload, such a case transfer from non-certified to 
felony-certified attorneys or from certified to special unit attorneys; 

(2) Arraignment Balance. A uilability of Staff 
Attorneys with requisite experience to accept all as ignments at intake without w1due delay; 

(3) With,frawal and Reassignment. Where 
there i a workload problem the affected attorney ill first be withdrawn from further intake. 
Should additional relief be necessary cases will b rea signed to Staff Attorneys with the workload 
capacity and experien e nece sary co afford timely, effective representation. Neither of these teps 
will occur without con ultation between tbe supervi or and the attorney. Nothing in this Article will 
operate to modify the grievance procedures contained in § 4.3; 
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(4) Consolidation. Multiple cases with the 

same client pending in one [I] borough handled by more than one [1] Staff Altorney; or 
(5) Unavailahilitv. Extended sickness, 

disability, or t rmination of employment. 
§ 4.2.2.3. Review and Adi11 tment. The Society's legal r presentation 

will be reviewed and adjusted a nece sary to maintain continuity in t11e event of changes in court 

structure. 
§ 4.2.3. Other Practice'. Practic s other than the 'riminal Defense Division shall 

maintain continuity of representation. Any modification of continuity mu t first be negotiated with 

tbe Union. 

§ 4.3. WORKLOAD. 

§ 4.3.1. General. 

§ 4.3.1.1. Standards. Within six [6] month of this agreement standing 

joint Union-Management workload committee in each practice will set provisional guidelines, 

subject to ongoing revisjon and refinement, for maximum individual attorney workload consistent 

with high-quality repre entation for each LAS client. Where that guideline is exceeded, the attorney 

wj)( be relieved through such steps as reduced intake case transfer, and/or other appropriate 

measures. Acknowledging that Lhis committee was not establi hed in the last coo tract the Union and 

tbe Society will establish this committee during the tenn of this agreement. 
§ 4.3.1.2. egotiations of Societv Contracts. The Society will. in 

cons11ltation with the Union, use its best efforts to negotiate for all practices contracts that pro ide 

sufficient resources to handle the workload contemplated, and that further provide for necessary 

adju tments of re ources and/or workload over the term of the contract. Whenever feasible, 

Management will solicit the Union's views regarding submission of narrative reports for funders or 

other oversight bodies concerning Legal Aid performance under its contracts. 
§ 4.3.1.3. Mo11itori11g. The Union will participate with Management in 

regular monitoring of workload in all practices, including, but not limited to monthly counts of Staff 

Attorneys, caseload, institutional assignments and .filings per office. 1n some practices, current 

technology lacks the necessary capacity to fully maintain thi information- the Society will make its 

best effort t manually maintain the information and to update tbe technology as soon as practicable. 

The Society will provide the reports of said monitoring to a union representative on a monthly basis 
or provide access to this infonnation at any time on Law Manager. or other te hnology used for this 

purpose. 
§ 4.3. l.4. Consultants. The Union will participate in decision as to 

whether outside consultant expertise is appropriate to assist in workload and other analysis related to 
client representation and in the selection of such consultants when they are to be retained. 

§ 4.3.2. Grievances. 

§ 4.3.2.1. Sta11tlard. The standard against which workload grievances are 

evaluated is whether further cases can be accepted consistent with professional responsibility. The 

following are among the relevant factors to be used in applying that standard to a given situation: 1) 

court structure· 2) character of cases assigned to the gri vant (individual or office)· 3) efficiency, 
productivity and diligence of the grievant individual or office) in handling those cases; 4) Code of 

Professional Responsibility; 5) ABA standards; 6) NLADA standards; and 7) level of services 
currently provided by other quulity indigent defense providers in major urban jurisdictions. 

Case 1:21-cv-05960   Document 1-7   Filed 07/12/21   Page 60 of 82



EEOC NY  DISTRICT OFFICE 

DATE 01/19/2021

2016-2019 Contract Article 4/Quality of Repre entation Page 28 

§ 4.3.2.2. Procedure. 
(1) lmlividual Grievance. lnforrnal discussion with (he 

grievant s complex or office bead or her designee will be held within twenty-four [24] hours of the 
request for a meeting, excluding weekends and holidays. lmmediately thereafter. the grieva.nt may 
file a written appeal with the boro or office bead, practice Attorney-in-Charge and the 
Attorney-in-Chief (or their designees, in that order each of whom will have no more than two [2] 

work day to respond in writing. 
(2) Of/ice Grievance. The Union may initiate an office-wide 

workload grievance on the basis Lbat two-thirds [2/3] of the Staff Attorneys in the office believes tbe 
standard_, as defined above at § 4.3.2.1., has been or is about to be, met. The practice 
Attorney-in-Charge may attempt to rectify the problem through personnel udjustments including 
new attorneys or support staff, temporary transfer of attorneys or support staff from other Society 
offices for a specifically limited durntion, reallocation or reduction of work load transfer of a I united 
number of cases to supervisors consistent with their own responsibilities, or any other measure 
consistent with this Agreement which may alleviate the condition. Except as a last resort the 

ociety will not permanently transfer attorneys from other offices and only then if warranted by 
long-range demands in each office. lfno plan is pr sented, or if two-thirds [2/3] of the affected Staff 
Allorneys does not ote to accept the plan the matter will be submitted to a panel, as hereafter 
describ d within ten [10] working days (which period may be e tended by mutual agr ement 
between the Attorney-in-Charge and lhe Union). The plan need not be implemented within the ten-
day period but will at a minimum specify the dates by which its various aspects will be 

implemented. 

(3) Arbitrafitm. lfthe grievance is not di posed of through the 
above process the Union may within two [2] work days after the Attorney-in-Chief ha rendered her 
decision, file a written demand for arbitration with the Attorney-in- hief on behalf of the grievant. 

An arbitration wiU be convened within five [SJ working days of receipt by the Attomey-in-Chief of 
th demand for arbitration. The parties and 1he arbitrator will regard such proceeding as an urgent 
matter requiring expeditious disposition. The arbitrator will be selected from the appropriate panel 
of fifteen [J SJ names established and/or modified by the partie 'mutual agreement, from which each 
party may strike three [3] names. If, after such elimination, the next prospective arbitrator panel 
member cannot adhere to the expeditious schedule et forth herein, the following panel member will 
be selected. The panel will hand down its decision as expeditiously as possible, but in any event 
within thirty [30] days after the close of hearings. Where a grievance is upheld the office will stop 
accepting cases within fifteen [ I 5] working days of the panel's action and will resume intake only 
within Lhe framework of the panel's decision. 

§ 4.4. INTERVIEW CONDITIONS. Private attorney-client interviews are essential to 
delivery of effective repr sentation. Whenever interview facilities in any court lack privacy, the 
parties will first seek to rectify such conditions by administrative uction. Jf, within ninety [90J days 
after inception of administrative action, there is no objective iodicatjon of effective remedial action, 
the Society in consultation with the Union, will take appropriate legal or other action to en ure 
availability of private interview facilities. The Society will also support necessary and proper 
actions taken by Staff Attorneys in the defense of their clients' right to confidential interview . 
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§ 4.5. OFFICE DAY. An attorney will not be called away from pressing non-courtroom 
professional activities in the office unless her supervisor has .no reasonable alternative thereto. In 
the 'riminal Defense Division upon five [5] days notice by a Staff Attorney supervisors will 

approver quest for an office day on which the Staff Attorney does not ha e conOicting assignment 
or cases scheduled. supervisor will interrupt the office day for an unscheduled institutional 
as ignment only after exhau ting her best efforts to ubstitute lher member of complex staff. 
Should the supervisor have no choice but to interrupt the office day the Staff Attorney will be 
permitted to reschedule under the above criteria. In practice other than Criminal Defense 
Management will make every eiTort to maintain a court coverage chedule which provides Staff 
Attorneys with at least one [ 1 J office day each v eek free ftom such institutional a signments as 
intake and part coverage. 

4.6. ATTORNEY-CLIENT-SUPERVJSOR RELATIO HIP. 

§ 4.6. 1. Supervisory Responsibilitie . Supervi ors will provide effective, 
constru live oversight of staff and the work of their offices including availability for consultation 
with Staff Attorneys, consistent with their own ca eload responsibilities. 

§ 4.6.2. Profe ·iona/ Differences. Practice Attorneys-in-Charge or their designees 
will be available for immediate consullation to resolve any professional differences between a Staff 
Attorney and supervi or in regard to handling a peci lie case. If these differences cannot be resolved 
con i tent with appLicable profes ional standard the attorney will either follow the supervisor~s 
decision or be relieved after which rhe attorney may grieve tl1e deci ion in que tion. 

§ 4.6.3. Evaluations. A committee will be formed to explore taff participation in 
manager evaluations. 

§ 4.6.4. Case Coverage. It will b legal Aid Society policy for managers to arrange 
case co erage when staff attorney are out on medical leave, on bereavement, or conducting or 
ec nd-seating hearings and trials. The e changes will be reflected in the Empl yee Handbook. 

§ 4.7. TRAINING, EDUCATION AND CERTIFICATION. 

§ 4.7.1. Committee. There will be a joint Union~Management committee in each 
practice to develop and monitor training and education programs for Staff Attorneys. 

§ 4.7.1.1. Initial Training. Eacb pra tice shall provide full initial 
training for new allomeys in the practice's basic practice areas. For the Juvenile Rights Practice 
there shall be initial substantive training in all non-primary practice areas. 

§ 4.7.1.2. Annual Training. Each practice will provide at least one 
comprehensive (8 hour or more) training/CLE per year targeted toward experienced taff 
addre ing issue relevant to their practice. 

§ 4. 7.J.3. Resources. 

§ 4.7.1.3.1. Individual Materials. The Society wilt exercise 
reasonable effort to ensure reliable computer access for individual Staff Attorneys and provide 
individual Staff Allomeys with timely distribution of all appropriate legal re ource materials, 
including the following. 

(1) Criminal and Juvenile Rights Practices. 
Each attorney in the riminal and Juvenile Rights Pra tices will rec ive a copy of the: 1 Penal Law 
(PL)· 2) Criminal Procedure Law (CPL)· 3) Vehicle and Traffic Law (VTL · and 4) up-to-date 
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manuals containing fonns used by police, defense leading ca s statutes etc., which will be-

expeditiously distributed. 
(2) Civil Practice. Appropriate manuals and 

textbooks will be distributed to each Civil Practice Staff Attorney. The civil practice deskbook, 
federal rules, and federal and local court procedures will be provided to any Staff Attorney wh · 

require them. 
§ 4.7.1.3.2. Central Resources. The Society will make 

available all necessary centralized legal resources including; I) office-I vel law libraries; 2) brief 
and motion banks· 3 important new decisions· 4) one [1] sel of New York Supplement reports for 

every ten [ l O] attorneys; 5) a non-Staff Attorney responsible for coordinating, maintaining and/or 
circulating the above materials; and 6) Staff Attorney library privilege at law schools and bar 

associations. 
§ 4.7.2. Orie11tatio11. The following orientation will be provided to newly employed 

attorneys, including where appropriate, inter-practice tran ferees. Within the first seven [7] to ten 
[10) days of employment, each new attorney will participate in discus ion led by supervising 
attorney and/or exp rienced taff Attorneys concerning the Society' g als and indigent 
representation, and observation and rotation through the courts. Initial on-the-job training will 

include ob ervation of and participation iu, various part of the Criminal and Family ourt , under 
guidance of supervisory and/or Senior Staff Anorney . Civil Practice attorneys will be gi en an 
opportunity to observe Housing Court trials, commercial actions and administrative hearings. Civil 
Practice client interviews and initial work placement will take place in the third through tenth week. 

§ 4.7.3. Felonv Certification. 
§ 4.7.3.J. The Society s goal is for Criminal Defense Practice Staff 

Attorneys to be limited felony certified by 12 months of active practice while employed by the 
Society (including the new hi.re training) and fully certified by 36 months of active practice while 

employed by the Society (including the new hire training). 
4.7.3.2. Limited Felony Certification allows a Staff Attorney to handle a!I 

lass E felonies where the client is either a non-predicate or a nonviole11t/violent predicate, Class D 
felonies where the c)jent is either a 11on-predicate or nonviolent predicate, and Class B and C drug 
felonies where the client is a non-predicate or non-violent predicate. Based on experience and 
effective repre entation in prior cases, a Criminal Defense Practice Staff Attorney may be granted 
pennission in advance by her immediate supervisor(s) to represent a client above these levels. 

§ 4.7.3.3, Full Felony Certification allows a Staff Attorney to handle all 

felony ca es which are handled by The Legal Aid Society, except homicide ca es for which 
additional experience is required and with the recognition that, given the severity of A-I felonies a 
supervisor will review with the Sta.ff Attorney when it is appropriate to handle an A-1 felony a lead 
counsel. 

§ 4.7.3.4. All internal transfers or lateral hires to the Criminal Defen e 
Practice including from other Practices or units within the Criminal Defense Practice, will have an 
individualized analy is at the start or their Criminal Defense Practice tenure uti Ii zing the criteria in 
§§ 4.7.3.5. and 4.7.3.6. When applicable, based on the individual's prior experience, an internal 
transferor lateral hire should reach limi1ed and full certification in advance of the 12 and 36 month 
benchmarks. In all other ca es the below procedure will apply. 

§ 4.7.3.5. After 12 and 36 months of employment each uncertified or 
limited certified Staff Attorney, respectjvely, wil.l have a meeting with her immediate supervisor(s), 
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with the right to have a union representative present. At this m eting the Staff Attorney's hearing, 
trial and case resolution practice will be discussed and a decision will be made as to whether the 
Staff Attorney will be advanced in certification. 

§ 4. 7.3.6. Although bearing, trial, motion and case resolution practices are 
relevant to the certification decisions, the entirety of the Staff Attorney's work will be con idered and 

di cussed. 
§ 4.7.3.7. The Society will provide specific reasons as to why an individual 

Staff Attorney should not be advanced in certification. 
§ 4.7.3.8. When a Staff Attorney is certified, a written notice of such shall 

be provided to her within 30 days of such decision. A Staff Attorney who become certified remains 
so regardless of a subsequent transfer to a different complex/cluster or borough. 

§ 4.7.3.9. Should a Staff Attorney not be certified at the 12 and 36 month 
benchmarks, a written plan must be devised between the supervisor and the Staff Attorney to lead to 

certification. 
§ 4.7.3.10. Follow-up meetings must occur every three months until the 

Staff Attorney is certified. 
§ 4.7.3.11. Nothing in this section prevents a Staff Attorney from being 

certified prior to the time periods contained herein. This section shall apply to all current Criminal 
Defense Practice Staff Attorneys as well as new hires and new transfers. A Staff Attorney shall have 
the option to dispense with the various written forms, plans, and notices contained in this section in 
which event all such proceedings shall only be conducted orally. 

§ 4.7.3.12. All Criminal Defense Practice Staff Attorneys shall be entitled 
to felony training within 12 months of hire or transfer to the Criminal Defense Practice. 

§ 4.7.4. Continuing Legal Education. 
§ 4.7.4.l. Internal. Notwithstanding the above provisions, the Criminal 

Practice training program attended, where appropriate by attorneys from the Juvenile Rights 
Practice, will include: l) two [2] attorneys devoted full-time to training and education; and 2) 
instruction in the Code of Professional Re ponsibility and in contempt proceedings. Subject to 
budgetary considerations, the Civil Practice will hire a full-time trainer and develop a continuing 
education program that includes expert pro bona speakers. The Society will designate staff to 
provide Society-wide information on an ongoing basis regarding the Society's Continuing Legal 
Education (CLE) programs that are available for all Staff Attorneys 

§ 4.7.4.2. External. Subject to court staffing and funding, Staff 
Attorneys will continue, at the Society's expense, to attend appropriate PLI or other approved 
professional courses in New York City that directly relate to the attorneys' work, subject to court 
staffing and budgetary considerations. The Society will inform staff about, and seek to expand the 
availability of, tuition-free law school courses. 

§ 4.7.5 Professional Development. The Society and the Union will establish a 
joint Union-Management Staff Attorney Professional Development Committee with the aim to 
create rotator and other professional development positions both society-wide and within each 
practice and borough. 
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§ 4.8. MALPRACTICE I SURA CE. The Society will defend and hold harmless Staff 
Attorneys sued for malpractice under the terms and conditions contained in the LADA policy, to 
the extent of $1,000,000/$1,000,000. The Society, in its discretion, may either purchase such 
coverage from an insurance carrier or self-insure. 

§ 4.9. OUTSIDE COUNSEL. The Society and the Union will each provide matching amounts 
up to $5,000 per contract year for Staff Attorneys who require outside counsel in matters arising 
solely from their Society employment. The Union and the individual Staff Attorney will have 
complete discretion as to whether outside counsel is justified, and in selection of, and fees for, such 
counsel, but the Society will pay outside counsel only after its designated representative has, prior to 
retention of outside counsel, had the opportunity to fully discuss each of the above discretionary 
issues with the Union President or her designee. These benefits will not be funded, and all payments 
by the Society will be made directly to the outside retained counsel upon receipt of her statement 
reflecting the amounts charged to each party. 

§ 4.10. SPECIAL LITIGAT/O . 
§ 4.10.1 Special Litigation. Each practice will assign lawyers on a full-time basis to 

special litigation projects that address matters of substantial client interests that are unsusceptible to 
customary trial and appellate processes, such as challenges to complex legal decisions and to 
statutory provisions; initiation of prisoners' rights test cases; and implementation of post-conviction 
remedies. 

§ 4.10.2 Rotator Position. Each practice will create at least one rotator position for 
their special litigation/law reform unit (if applicable) that will allow current staff attorneys to join the 
unit for a period of two years. 

§ 4.11. SUPPORT SERVICES. The Society will provide support staff of adequate number and 
quality. The Society will complete the computerization of all offices by June 30, 2000. 

§ 4.12. LAWE FORCEME TISSUES. 

§ 4.12.1. Police Conduct Committee. There will be a Joint Union-Management 
Police Conduct Committee representative of all Society practices. 

§ 4.12.2. Program and Materials. The Society will provide the Joint Police Conduct 
Committee with the resources to develop and implement a Society-wide plan to seek out, maintain, 
update, and make available the following programs and materials in relation to the New York City 
Police Department and all other relevant law enforcement agencies (e.g., PAPD, FBI, DEA, BATF, 
etc.): 1) computerized citywide records of individual police misconduct, abuse and brutality, 
accompanied by a mechanism through which such records can be routinely input and accessed; 2) 
manuals and other statements of police policy, including the NYPD Patrol Guide, Administrative 
Guide, Detective Guide, OCCB Investigative Guide, Narcotics Division Manual of Procedures, 
Legal Bulletins, Special and Interim Orders and all other such materials which exist for specialized 
units within the NYPD and other law enforcement agencies· 3) guides to all police forms annotated 
by case type; 4) preprinted or computer-formatted subpoenas designed to procure appropriate police 
reports by case type; 5) complete reference sets of police reports and procedures, at least one [ 1] 
copy of which will be maintained in each relevant Society office; 6) checklists to ensure the earliest 
possible transmittal of police reports from trial to appellate offices; 7) rosters ofcurrent and former 
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members oflaw enforcement agencies available to educate attorneys about police practices; 8) form 
motion and ample memoranda of law that discuss the legal basis for disco ery of police reports 
and personnel records at the earliest possible stage; 9) incorporation of the above police practice 

issues into the Society's training programs· and 10) referral of individual clients to appropriate 
agencies. 

§ 4.12.3. Police Abuse Proiect. The Joint Police Conduct Committee will examine 

the mission of, and available funding for a dedicated Society-wide unit to address police 
mi conduct, abu e and brutality through litigation (such as broad injunctive relief and damage 
claims) and other mean . Funding will be subject to final approval by the ociety's Board of 
Directors. 

§ 4.13. SOCIETY POLICY POSITIO S. Tbe Society and the Union will confer and consult 
closely in regard to all area that involve professional respon ibilitie and obligations of Staff 
Attorney and on all que tions of public intere t about which the Society plan , or ha been 
requested to express an opinion. The Society will notify and seek participation from the Union 

a early a possible regarding any potential change envisioned by management that may impact 
on provision of client service delivery methods and/ or the structure of a practice, office or 
program. 
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Addendum - Recent Hi torical Memoranda Of Under landing Provi ions 

L Effi ctive for the December 15, 2006 payroll the Society~ ill pay a lump sum of, 1,950 to 
each member of the bargaining unit who is on staff on steps 5-30 as f the date of ratification. 

2. Effective February 17, 2012 the Society will make a one-time lump sum paymeut to each 
ALAA member who wa in uctive tatus as of Febrnary 2, 2012. This one-time lump wn 
payment con i t of 2 percent of salary with fringe benefits for the active ALAA membership, 

LAA's proportionate share of the total health care sa ings r the period January I -June 30, 
2012 with fringe benefits, and an additional $22.50 per member. Because ALAA chose to 
aggregate these funds and distribute equal shares stich shares equal '2,000 before fringe is 
netted. 

3. Within thirty 30) days of ratification of the January 2 , 2013 Memorandum of 
Under Landing, the Society will make a one-Lime supplemental payment to each ALAA member 
who wa in active status a of the January 31, 2013 ratification vote. Tbe Society will make such 
a one-time supplemental payment to each ALAA member wl,o was on an authorized leave on 
January 31 2013 within thirty 30) days of the member's return from the autho1ized leave. The 
one-time supplemental payment consi Ls of 4.3 percent of gross annual salary as set by the 
ALAA member step on tbe date of ratification, subject to applicable payroll dedu tions. This 
one-time supplemental payment is pensionable. Within thirty (30) days of ratification of the 
January 28, 2013 Mem randum of Understanding, The Legal id o iety will mak a oue-time 
1 ngevity payment to each ALAA member who is on Step 26 or higher and in active status as of 
lhe January 31 2013 ratification vote. The Society will make such a one-time longevity 
payment to each AL A member who i on St p 26 or higher and on an authorized leave on 
January 3 l, 20 I 3 withiJJ thirty 30) days of the member's return from the authorized leave. The 
one-time longevity payment consists of a payment of $1,000, subject to applicable payroll 
deductions. This one-time longevity payment i pensionable. 

4. All compen ation and benefits for the period October 1, 2008 through September 30, 2009 
hall be subject to negotiations that shall comm nee no later than July I 2008. In the event 

those negotiati ns do not lead to an agreement on compensation and benefit· changes for the 
October 1, 2008 through eptember 30 2009 period, the parties will be free Lo take such 
economic acti n as would be available upon the expiration of the coo tract. The parties bav 
agreed to recommence bargaining when the Society's funding from the CiLy has been detem,ined 
for the July I 2012 - Jtine 30 2013 fiscal year and ubsequently hav extended the tenn of the 
ollective bargaining agreement thsough Septerober 30 2013. During the life of this agreement 

the parties shall continue to use their best efforts to ecure any and all funds from the City f 
New York and other funders that are not restricted from use for salary increases. Upon 
notification of receipt or any such funds that can be used for salary increases from the City of 

ew York within (30 days, the partie shall reopen this agreement for all purposes 
covering economic and non-economic terms) and shall negotiate the distribution of any such 

funds to the ALAA/UA W 232 bargaining unit in a fair and equitable manner for alary 
increases. The distribution of any such fonds that can be used for salary increase would be 
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effective a of the beginning of !hep riod of time for which uch fund ha e b en nil cat d b 
the il . 

5. The Society will offer a one-time early retirement program£ r all Staff Attorneys who: (a) are 60 

year or older as of January 31 200 ; and (b ha e at least 20 years of service a f Jcinuary 31, 
200 . taff Attorney who me t the e tw ligibility criteria who inforn,s the S ciety in writing 

by r befi r January 2 2008 that be orb will retire from the Society effective January 31, 200 
shall be eligible thereafter fi r health benefit pr ided in each ubseq11ent earl employed Staff 

ttoroey' at the employee rate in effect in a h ub quent year for employed taff lt meys until 
such a participant in this early retir men! program reaches the age of 5 al which point the 

participant shall be eligible for retiree health car benefits provided pursuant to c ti n 2.6.3.5 of 
tht c JI cti e bargaining agreement and/ r ny amendments or m dificatioos t that ectioo in 
effect \: ben the participant attains the ag of 6-. 

6. ffe tiv pril I, 2015 all raff attorney will re eive a c t of living adju tm nt C L 
equi valenl to 2.5% of their base salary and be paid in accordance with the alary tep chedule 
Ii led und r "Effective 4/1/2015" in Exhibit 1. ITective October I, 2015 all staff alt mey will 
be paid in ac ordance wiLb the a)ary step schedule Ii led under .. Effective 10/1/2015'' in Exhibit 
1. Within thirty (30) days of ratification of the ctober 14 2015 Memorandum of 
Under tanding The LegaJ Aid ociety will implement the retroactive salary increases. t forth 
above for each Staff ttorney in active sratu at that time. For each Staff All rney wh is on 
active leave when the Society implements the retr active salary increa es at th le el set forth in 
Exhibit I, the Society will make retroacti e salary adjustments, if any are required, within thirty 
(30 day of the Staff ttorney' return from authorized leave. In accordance with Lbe Society· 
alary payroll procedures, retroactive salary in r ase are subject to applicable payroll 

dedu tion and are pen ionable. 
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~\... a.A 
xecuted thi tL day of r' c..T . 'Z O / 

The Legal id ocicty 

By:-=-"~~c:;,:~~~.J! 
Mr. Seymour 

Attomey-in-C 

ociation of e al id ttorne s, 
W Local 2325 ( FL- 10) 

~-
By: ____ ~--£./--~------
Ms. Deborah Wright 
Pre ident 
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Appendix 2/Bencfits Summary 

Appendix 1 
ALAA/ LAS Salary Chart 

Effccti c 3/1/17 

Effective 3/1/2017 Effecti c 7/1/2018 

$52,531 $53,582 

61,500 62,730 

62,525 $63,775 

63,550 64,821 

66,489 $67,819 

69,095 S70.477 

74,307 $75,793 

78,020 $79,580 

81 090 $82,712 

.83 640 85,313 

88,436 90,205 

93,920 95,798 

98 033 99,994 

$103,390 $105,457 

$104 210 $106,294 

105 030 $107,130 

$105,850 $107,967 

$106 670 $108,803 

107,490 $109,639 

$108 310 $110.476 

109,130 $111,312 

109,950 112.149 

110 770 $112,985 

$111,590 $113,821 

112 410 $114.658 

$113,230 $115,495 

$113 335 $115,602 

113 441 $115,710 

$] 13 700 $115,974 

$114 006 Sl 16,286 

$115,638 S117,9 l 

$] 15,800 $118,ll6 

115,992 $118,312 

116,298 $118,624 

116,604 $118,936 

116,910 $119,248 

Page 8 
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Appendix 2 

Benefits Summary 

Life and Accidental Death & 
Dismemberment Insurance 

Benefit (Employee Only) Amount 

An amount equal to 2 times your basic annual 

Life Insurance earnings, as determined by your Employer 

Maximum Life Benefit $100,000 

An amount equal to 1 times your basic annual 
earnings, as determined by your Employer to a 

Accidental Death or Dismemberment maximum benefit of $25,000 
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Index 

ABA Standards ..................................... l 5 27 Comparability ........................................ 7 1 J 

Access to Financial Records, by Union ...... .4 ompen ation: 
Ac idental Death & Dismemberment Bar Registration Fee ................................. 8 

)Jl urance .................... , ........................... .39 Coinpen ·atory, Personal and 
Advancement to Step One ........................... 8 Flex-Time ............................................... 9 
AffinnativeAction ......................... 14, 15, 16 t ea Ith Insurance ......................... 10, I l, 12 
Agency Shop .............................................. 43 Life Insurance ......................................... 12 
Alternative Defender Organizations ............ 7 Loan Forgiveness ...................................... 8 
Anniver ary Date ....................... 8 10, 12 24 Pension .................................................... 12 

ppendices: Salary .................................................. 7, 38 

Appendix 1/Salary Scale ....................... 3 • Tax Shelters ............................................. 12 
Appendix 2/BeneJits Summary TraositCheks ............................................. 8 
Life and ccidental Death & Vacation ................................................... 12 

Di memberment Insurance ................ 39 Com pen ,Hory Ti me ............................... 9 10 
Arraignments ................................... 26 Continuing L gal Education ...................... 32 
Continuity of Representation ............... 26, 27 ontinuity of Representation ............... 27, 28 

Lobster Shift. ................................................ 8 riminal ppeals Bureau: 
ight Court .......................................... 21 22 Part-Time Work ....................................... 19 

Tuberculosis ............................................... 25 Personal Days .......................................... I 0 
ssistant District Attorneys ......................... 7 Vacation Buy-Back ................................. 12 

Attorney- lien! Relationship ..................... 29 Criminal Defense Division: 
Bar Examination ........................................ 17 om pen atory Time ............................ 9 I 0 
Bar Registration Fee .................................... 8 Continuity of Representation ............ 26, 27 
Bereavement Leave .............................. I 7, 18 Education .......................................... 29, 3 I 
Brief and Motion Banks ............................ .30 Felony Certification ............................... .30 
Chi Id Care .................................................. .1 ' Office Day ........................................... , ... 29 

ivil Practice: Office Space ...................................... 20 25 
Part-Time Work ....................................... 19 Part-Time Work ....................................... 19 
Per onal Day .......................................... I 0 Personal Day .......................................... 10 
Training ................................................... 27 Training ................................................... 26 
Vacation Buy-Back ................................. 11 Criminal Procedure Law (CPL) ........... , ..... 29 

COBRA. ...................................................... -3 Dependents ................................................. 11 
Collective Bargaining Agreement: Disability ................................. .17. 18 20 21 

Heading and Tem1s ......................... ~-·-····3 Disciplinary Action ...................................... 5 

egotiation ................................................ 3 Di 1imination ............................................ 14 
Reopener ................................................... 7 Domestic Partner: 
Reproduction and Distribution ................. .4 Bereavemenl Leave ........................... 17 18 
Tenn .......................................................... 4 hild Care Leave .................................... 18 
Health rusurance ..................................... 10 Education Programs ................................... 31 

Dues and Fees Union .................................. 4 En1ployment Policy .................................... 15 
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Employment Status .................................... 16 

Expenses .................................................... 21 

Fair Employment Practices .................. 14, I 6 
Felony Certification ................................... 30 

Fellowships .................................................. 8 
Financial Records ........................................ .4 
Flex-Time ................................................... 10 

Foreign Language Classes, Reimbursement 
for ......................................................... 22 

Free Speech ................................................ 19 

Future Joint 
Lobbying ......................................... 6 

Grievances: 
General.. .................................. 5, 23 24, 28 

Continuity ............................................... 26 

Health and Safety .................................... 24 

Probationary Period, of.. ......................... 16 

Professional Differences ......................... 29 

Workload ................................................. 27 

Health and Safety ................................. 24, 25 

Health Insurance: 

Administration ........................................ 10 

Changes ................................................... 10 

Contagious Diseases ............................... 25 

Dependents .............................................. 11 
Eligibility .......................................... I 0, 11 

Employment. ........................................... 11 
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Lesbian and Gay Partners ....................... 11 

Part-Time Work ....................................... 20 
Tax Shelters ............................................. 12 

Hepatitis ..................................................... 25 

Hiring: 
Affirmative Action .......... 14, 15, 16, 20, 23 

Anniversary Date .............. 8, IO, 12, 13, 23 

Bar Examination ..................................... 17 
Joint Committee for ................................ 15 

Transfer, due to economic retrenchment 
......................................................... 22,23 

Union Dues and Fees ................................ 3 
Holidays: 

Layoff ............................................. 22, 23 24 
Leave: 

Anniversary Date .............. 8, l 0, I 2, I 3, 23 
Bereavement ..................................... 17, I 8 

Index Page 41 

Enumerated ............................................. 19 

Lobster Shift Pay for.. ............................... 8 

Vacation ............................................. 12, 13 

Illness or Disability .................................... 17 

Individual Placement on Salary Scale .......... 8 
Infectious Disease ...................................... 25 
Interpersonal Conflict ................................ 19 

Interview Conditions .................................. 28 
Job Security (Layoff) ........................... 22, 23 

Joint Union-Management Committees: 
Affirmative Action .......... 14, 15, I 6, 20, 23 

Felony Certification ................................ 30 

Health and Safety .............................. 24 25 
Health Benefits ............................ 10, 24, 25 

Hiring ...................................... 8, 14, 15, 16 
Police Conduct ........................................ 33 

Representatives to ..................................... 5 

Senior Staff Retention ............................. 22 
Tax Shelters ............................................. 12 

Training and Education ............... 29, 30, 3 I 

Workload ........................... 9, IO 19, 27, 28 

Juvenile Rights Practice: 
Part-Time Work ....................................... 19 

Personal Days .......................................... 10 

Training ........................... 26, 28, 29, 30, 31 

Vacation Buy-Back ................................. 13 

Labor Relations: 
Collective Bargaining Agreement.. ........... 3 
Grievances ..................................... 5, 23, 24 

Joint Union-Management Committees .... 5, 
IO, 14, 15, 16, 19 20, 23, 25, 27 28 29, 

30, 31 
Management Rights .................................. 6 

No Strike or Lockout ............................... .4 
Union Access to Financial Records ......... .4 
Union Activities ....................................... .4 
Union Recognition and Agency Shop ....... 3 

Union Representative, Right to ................. 3 
Law Enforcement Issues ...................... 32 33 

Law Graduate ..................................... 3, 8, 17 
Law Libraries ............................................. 30 

Legal Resource Materials .................... 30 31 
Lesbian and Gay Partners .......................... 11 

Life Insurance ............................................ 12 
Loan Forgiveness ......................................... 8 
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Lobster Shift ................................................. 8 Law Enforcement Issues ......................... 32 

Lockers ....................................................... 25 Recall from Layoff. ........................ 17, 22, 23 
Lockout ........................................................ 4 Record Keeping ................................ 25 
Long-Term Di ability ..................... 11 12, 17 Release Time, for Union staff ..................... .4 
Malpractice Insurance ................................ 32 Reopener, Salary .......................................... 7 

Management Rights ..................................... 6 Resignation ................................................ 24 
Manuals ................................................ 29, 30 Sabbatical. ..................................... .18 
Meal Allowance ......................................... 22 Salary: 
Measles ...................................................... 25 Basic Salary Schedule/ Scale ............... 7, 8 

C Police Department ...................... 32, 33 Credit for Prior Service ............................. 8 
ew York Supplement ................... 29, 30 31 Union Officers ......................... .4 5 6 7, 8 
ight Court .......................................... 21 22 Security ...................................................... 25 
LADA Standards ......................... 28 30 31 Senior Staff ........................ 17, 20, 21, 22, 3 I 

No Strike ...................................................... 4 Seniority: 
Office Day .................................................. 29 Credit for Prior Service ............................. 8 
Office Space ............................................... 25 Layoff. ............................................... 22, 23 
Parental Leave ............................................ 18 Part-Time Work ................................. 19, 20 

Part-Time Work: Supervisors, Returned to Staff .................. 8 
Generally ........................................... 19 20 Transfers ............................ 8 20, 23, 32, 33 

Personal Days .......................................... 10 Union Staff ................................................ 4 
TransitCheks ............................................. 8 Society Policy Positions ............................. 33 
Vacation Buy-Back ................................. 13 Special Litigation ........................... J 0, I 3, 32 

Penal Law (PL) .......................................... 30 Standard of Advocacy ................................ 26 
Pension ................................................. 12, 24 Step/Year, and Salary ............................... 7, 8 
Personal Days ............................................. I 0 Subpoenas, of Police Reports .............. 32, 33 
Personnel Records ................................ 22 31 Supervisor, Conflict with ........................... 19 
Police .................................................... 32, 33 Supervi ory Responsibilities ...................... 29 
Post-Conviction Remedies ......................... 33 Support Services ........................................ 32 
Preamble ...................................................... 2 Tax Shelters ................................................ 12 
Pregnancy ............................................. 18, 23 Technology, Introduction of New .............. 24 
Prisoners' Rights .................................. 25, 33 Telecommuting .......................................... 20 
Private Interview Facilities .................. 28, 29 Training, Ed. and Certification .............. 26, 
Private Practice .......................................... 18 29 30 31 
Pro Bono Representation ........................... 22 Transfer: 
Probationary Period ................................... 16 Interper onal Conflict ............................. 19 
Professional Differences ............................ 29 Involuntary .............................................. 21 
Promotions ........................................... 20, 21 Job Security ............................................. 23 
Quality of Representation: Orientation in New Practice .................... 32 

ABA Standards ............................ 14, 15, 27 Recall from Layoff. ................................. 23 
Attorney-Client Relationship ...... 26, 28 29 Voluntary ................................................. 20 
Code of Prof. Responsibility ............. 27, 3 I Workload Grievance ......................... 27, 28 
Continuity of Representation ............ 26 27 TransitChek ................................................ 8 
Education ................................ ?, 11,29,31 Travel Reimbursement.. ....................... 21, 22 
Felony Certification ................................ 30 Tuberculosis ............................................... 25 
Interview Conditions ............................... 28 Union: 
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ccess to Financial Record .................... .4 
Activities ........................................... ..4 20 
Agency Shop ............................................. 3 

Collective Bargaining Agreement.3, l 0, 24 
Dues and Fees .......................................... .3 
Joint Union-Management Committees .. ... 5, 

10 14 15, 16, 19,20 23,25 27 28 29 

30 31 
Leave ..................... .4, 7, 8, 9, 10, 12, 13 23 
Member hip ............................................. .3 

o trike or Lockout ............................... .4 
Officers ............................................ .4 5 6 
Recognition .............................................. .3 
Relea e Time ............................................. 4 
Repre entatives .............................. .4 6, 15 
Staff ........................................................... 4 

Vacation ................ 12 139 10 12, 13, 18, 24 
Vertical Rep. (Continuity) .......................... 26 
Wage Reopener ............................................ 7 

Workload: 
Continuity of Representation ............ 26 27 
Generally ........................................... 27, 28 
Flex-Time ............................................ 9, 10 
Grievance ................................................ 27 
Office pace ............................................ 25 
Part-Time Work ....................................... 19 
Standards ................................................. 2 
Vacation ............................................. 12, 13 
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July 27, 2020	
 	
Contact:	
 	
Alejandra Lopez	
The Legal Aid Society	
ailopez@legal-aid.org	
(917) 294-9348	
 	

***FOR IMMEDIATE RELEASE***	
	

Legal Aid Statement on the Critical Need to Acknowledge White 
Fragility and Organizations to Become Anti-Racist	

 	
(New York, NY) – The Legal Aid Society released the following statement in response to a recent New York 
Post Op Ed:	
 	
“In a recent New York Post Op Ed, the author, a public defender, takes the position that an anti-racist agenda is 
a chilling doctrine because it invites discrimination and that the theory of ‘white fragility’ is a ‘small minded 
book which relentlessly insists all white people are racist and need to think about race all the time.’ She denies 
the existence of structural and institutional racism. Unfortunately, the author is not alone in her view, especially 
those in public interest.  Their position-that by the mere nature of working in public interest and being a public 
defender you get a pass at looking at your privilege, your role in social dominance and white supremacy. This 
racist perspective is disgusting and results in Black and Brown people being harmed by individuals in public 
interest roles, who are entrusted with serving Black and Brown clients and their communities. By virtue of the 
endemic nature of white supremacy, racism, and anti-Blackness in this country, Black and Brown people are 
routinely denied access to resources, face state violence, and are exploited by capitalist structures that ensure 
their marginalization. By ignoring these facts as someone who claims to work in this field, the author shows 
how they are not only complicit in this system of oppression, but seeks to gaslight communities of color who 
are vocally demanding change in this country. 	
 	
As New York City’s oldest and largest social justice law firm and the citywide public defender, founded over 
140 years ago, we fight for justice for our clients, low income Black and Brown people, day in and day out. In 
all three of our practice areas, Civil, Juvenile Rights and Criminal Defense, we advocate against and litigate 
policies and laws that silence and oppress BIPOC and communities of color.  Our staff dedicate their entire 
careers to the service of others.  Yet, despite this work and history, despite the dedication and zealous 
representation, we have not taken on the internal work needed to build a truly anti-racist workplace.  The time 
to change is now and as an organization we are committing to bravely have the much needed, and long overdue, 
conversations and engaging in the critical dialogue and discourse concerning racism, transphobia, sexism and 
intersectionality. Our BIPOC staff and clients deserve nothing less. 	
 	
The mandate is a simple one. To be anti-racist, to dismantle racism here at LAS, and in every organization, we 
must all recognize that white supremacy drives every policy and law, every opportunity and every advantage. 
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For those of us who are white, it is a recognition that power and privilege has been granted  merely because we 
are white. While you have dedicated your life to public interest, you cannot do this work effectively and fully 
unless and until you face that reality and own that you are part of the problem. You cannot stop there, you must 
actively work to dismantle the systems that lend you privilege and oppress BIPOC people and communities. To 
push against the deep work needed to change and be threatened by the conversation, is the exact definition of 
white fragility. It exists, it is not simply a way for an author to sell books.  It is used to make excuses for 
behavior, practice and treatment, and it is a tool used to promulgate white supremacy and the subjugation of 
BIPOC people. White people have a duty to no longer be silent and a responsibility to confront these systems of 
oppression and to shun all forms of white supremacy in our society, in our workplaces, and within our hearts 
and minds. Enough is enough.”	
 	
Janet Sabel, Attorney in Chief and CEO	
		
Adriene Holder, Attorney in Charge, Civil Practice	
		
Dawne Mitchell, Attorney in Charge Juvenile Rights Practice	
		
Tina Luongo, Attorney in Charge, Criminal Defense Practice	
		
Archana Jayaram, Chief Operating Officer	
		
Scott Rosenberg, General Counsel	
		
Allan Fox, Chief Human Resources Officer	
		
Ciara Walton, Director of Diversity, Equity and Inclusion	
		
Janelle Roundtree, Director of Employee Relations	
 	
Lou Satori, Pro Bono Counsel and Director	
 	

###	
 	

The Legal Aid Society exists for one simple yet powerful reason: to ensure that New Yorkers are not denied 
their right to equal justice because of poverty. For over 140 years, we have protected, defended, and advocated 

for those who have struggled in silence for far too long. Every day, in every borough, The Legal Aid Society 
changes the lives of our clients and helps improve our communities. https://www.legalaidnyc.org	
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1/12/2021 (2) BlackAttysofLegalAid on Twitter: "“You cannot oppose anti-racism and effectively represent Black and Brown people. It’s impossible.” …

https://twitter.com/BALA_NYC/status/1287572951525666820/retweets 1/4

Relevant people
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Search Twitter

BlackAttysofLegalAid
@BALA_NYC

“You cannot oppose anti-racism and effectively 
represent Black and Brown people. It’s impossible.” 

 has no business having a career in public 
defense, and we’re ashamed that she works for the 
Legal Aid Society.

@MaudMaron

10:18 PM · Jul 26, 2020 · Twitter for iPhone

 Retweets85  Quote Tweets25  Likes274

· Jul 27, 2020Anaïs Nin @Kreeevka
Replying to  and @BALA_NYC @MaudMaron
Thank you for this! Maud isn’t the only racist, exclusionist hiding behind the 
“But I work for Legal Aid! I can’t possibly be a racist or trans/homophobic!” 
The tippy top brass of the organization has a serious problem with their 
executive suite as well. I hope they’re exposed...

2 7

· Jul 27, 2020Young People of Color Inc. @YoungPplofColor
Replying to  and @BALA_NYC @MaudMaron
Thank you so much for making this plain. She has no business serving our 
children as a community education council president either and she is unfit 
to run for city council much less win.   

    
@ofdc_nycschools @nycpa

@DOEChancellor @NYCSchools @FACENYCDOE @galeabrewer
@LegalAidNYC

1 5 21

· Jul 27, 2020The New Three Rs @TheNew3Rs
Replying to  and @BALA_NYC @MaudMaron
Thank you for protecting Black and Brown children from Maude and her 
associates.

1 7

· Jul 27, 2020NancyZazulka @NancyZazulka
Replying to  and @BALA_NYC @MaudMaron
On public schools in NYC...
Schools in affluent communities would NEVER have to deal with their kids' 
school bathrooms that lack soap, toilet paper, hot water... 

Ask MOST schools in communities of color and here's what you'll get: "Wait, 
some schools have all of these things..."

· Jul 27 2020Modi's puppet @xkhdc
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Jay Marshall Wolman
@wolmanj Messages

WAKANDA FOREVER! Hard core library user. Doesn’t sleep well at
night. “It is what it is” Michelle Obama-2020. Back to sanity!!!!!!

Sharon WE DERE!!!! H.
@Mzsma Follow

Attorney Supporter Defender Abolitionist |  Board | 
 for  and © law, FOIA/FOIL and surveillance | Tweets

≠ legal advice | she/they

M.J. Williams
@_mjwilliams_ Follow

@MPJInstitute
@MJWilliams_Law

The nation's oldest and largest law firm for low-income families and
individuals. Making the case for humanity in NYC since 1876. #legalaid
#publicdefender

The Legal Aid Society
@LegalAidNYC Follow

Brooklynite but still a Mississippian at heart. Writer, podcaster, teacher,
organizer, chess player. Director of The Bell ( )

Taylor McGraw
@taylor_mcgraw Follow

@BellVoices

 I argue  I speak like this, comme ça, e tankou sa I believe in
mermaids 

koupe tet, boule kay! 
@lindsoux Follow

Appellate defender, angry optimist,   & Oakland.

Liv Gee
@livmgee Follow

@UW @BerkeleyLaw
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Exhibit G 
 

Notice of Right to Sue 
 

Equal Employment Opportunity Commission 
EEOC No. 520-2021-02801 
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EEOC Form 161-B (11/2020) U.S. EQUAL EMPLOYMENT OPPORTUNITY COMMISSION 
   

NOTICE OF RIGHT TO SUE (ISSUED ON REQUEST) 
To: Maud Maron 

Randazza Legal Group Pllc 
100 Pearl St 14th Floor 
Hartford, CT 06103 

From: New York District Office 
33 Whitehall Street 
5th Floor 
New York, NY 10004 

   On behalf of person(s) aggrieved whose identity is 
   CONFIDENTIAL (29 CFR §1601.7(a)) 

EEOC Charge No. EEOC Representative Telephone No. 

 
520-2021-02801 

Perry Canales, 
Investigator 

 
(929) 506-5318 

(See also the additional information enclosed with this form.) 
NOTICE TO THE PERSON AGGRIEVED: 
Title VII of the Civil Rights Act of 1964, the Americans with Disabilities Act (ADA), or the Genetic Information Nondiscrimination 
Act (GINA): This is your Notice of Right to Sue, issued under Title VII, the ADA or GINA based on the above-numbered charge.  It has 
been issued at your request.  Your lawsuit under Title VII, the ADA or GINA must be filed in a federal or state court WITHIN 90 DAYS 
of your receipt of this notice; or your right to sue based on this charge will be lost.  (The time limit for filing suit based on a claim under 
state law may be different.) 

   More than 180 days have passed since the filing of this charge. 
    

 X  Less than 180 days have passed since the filing of this charge, but I have determined that it is unlikely that the EEOC will 
be able to complete its administrative processing within 180 days from the filing of this charge.    

 X  The EEOC is terminating its processing of this charge. 
    

   The EEOC will continue to process this charge. 
    

Age Discrimination in Employment Act (ADEA): You may sue under the ADEA at any time from 60 days after the charge was filed until 
90 days after you receive notice that we have completed action on the charge.  In this regard, the paragraph marked below applies to 
your case: 
   The EEOC is closing your case.  Therefore, your lawsuit under the ADEA must be filed in federal or state court WITHIN 

90 DAYS of your receipt of this Notice.  Otherwise, your right to sue based on the above-numbered charge will be lost.    

   The EEOC is continuing its handling of your ADEA case.  However, if 60 days have passed since the filing of the charge, 
you may file suit in federal or state court under the ADEA at this time.    

    

Equal Pay Act (EPA):  You already have the right to sue under the EPA (filing an EEOC charge is not required.)  EPA suits must be brought 
in federal or state court within 2 years (3 years for willful violations) of the alleged EPA underpayment.  This means that backpay due for 
any violations that occurred more than 2 years (3 years) before you file suit may not be collectible. 
 
If you file suit, based on this charge, please send a copy of your court complaint to this office. 

 On behalf of the Commission  
   

                                                           For   04/26/2021 
Enclosures(s) Judy A. Keenan, 

District Director 
 (Date Issued) 
 

   
cc:  

 
LEGAL AID SOCIETY 
199 Water Street 
New York, NY 10038 
 

 
 
 
 
 

Perry A. 
Canales

Digitally signed by Perry 
A. Canales 
Date: 2021.04.26 12:27:08 
-04'00'

D 
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D 
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Enclosure with EEOC 
Form 161-B (11/2020) 

INFORMATION RELATED TO FILING SUIT 
UNDER THE LAWS ENFORCED BY THE EEOC 

 
(This information relates to filing suit in Federal or State court under Federal law. 

If you also plan to sue claiming violations of State law, please be aware that time limits and other 
provisions of State law may be shorter or more limited than those described below.) 

PRIVATE SUIT RIGHTS -- Title VII of the Civil Rights Act, the Americans with Disabilities Act (ADA), 
the Genetic Information Nondiscrimination Act (GINA), or the Age 
Discrimination in Employment Act (ADEA): 

In order to pursue this matter further, you must file a lawsuit against the respondent(s) named in the charge within 
90 days of the date you receive this Notice.  Therefore, you should keep a record of this date.  Once this 90-
day period is over, your right to sue based on the charge referred to in this Notice will be lost.  If you intend to 
consult an attorney, you should do so promptly.  Give your attorney a copy of this Notice, and its envelope or 
record of receipt, and tell him or her the date you received it.  Furthermore, in order to avoid any question that you 
did not act in a timely manner, it is prudent that your suit be filed within 90 days of the date this Notice was 
issued to you (as indicated where the Notice is signed) or the date of the postmark or record of receipt, if later. 

Your lawsuit may be filed in U.S. District Court or a State court of competent jurisdiction.  (Usually, the appropriate 
State court is the general civil trial court.)  Whether you file in Federal or State court is a matter for you to decide 
after talking to your attorney.  Filing this Notice is not enough.  You must file a "complaint" that contains a short 
statement of the facts of your case which shows that you are entitled to relief.  Your suit may include any matter 
alleged in the charge or, to the extent permitted by court decisions, matters like or related to the matters alleged in 
the charge.  Generally, suits are brought in the State where the alleged unlawful practice occurred, but in some 
cases can be brought where relevant employment records are kept, where the employment would have been, or 
where the respondent has its main office.  If you have simple questions, you usually can get answers from the 
office of the clerk of the court where you are bringing suit, but do not expect that office to write your complaint or 
make legal strategy decisions for you. 

PRIVATE SUIT RIGHTS -- Equal Pay Act (EPA): 

EPA suits must be filed in court within 2 years (3 years for willful violations) of the alleged EPA underpayment: back 
pay due for violations that occurred more than 2 years (3 years) before you file suit may not be collectible.  For 
example, if you were underpaid under the EPA for work performed from 7/1/08 to 12/1/08, you should file suit 
before 7/1/10 – not 12/1/10 -- in order to recover unpaid wages due for July 2008.  This time limit for filing an EPA 
suit is separate from the 90-day filing period under Title VII, the ADA, GINA or the ADEA referred to above.  
Therefore, if you also plan to sue under Title VII, the ADA, GINA or the ADEA, in addition to suing on the EPA 
claim, suit must be filed within 90 days of this Notice and within the 2- or 3-year EPA back pay recovery period. 

ATTORNEY REPRESENTATION -- Title VII, the ADA or GINA: 

If you cannot afford or have been unable to obtain a lawyer to represent you, the U.S. District Court having jurisdiction 
in your case may, in limited circumstances, assist you in obtaining a lawyer.  Requests for such assistance must be 
made to the U.S. District Court in the form and manner it requires (you should be prepared to explain in detail your 
efforts to retain an attorney).  Requests should be made well before the end of the 90-day period mentioned above, 
because such requests do not relieve you of the requirement to bring suit within 90 days. 

ATTORNEY REFERRAL AND EEOC ASSISTANCE -- All Statutes: 

You may contact the EEOC representative shown on your Notice if you need help in finding a lawyer or if you have any 
questions about your legal rights, including advice on which U.S. District Court can hear your case.  If you need to 
inspect or obtain a copy of information in EEOC's file on the charge, please request it promptly in writing and provide 
your charge number (as shown on your Notice).  While EEOC destroys charge files after a certain time, all charge files 
are kept for at least 6 months after our last action on the case.  Therefore, if you file suit and want to review the charge 
file, please make your review request within 6 months of this Notice.  (Before filing suit, any request should be 
made within the next 90 days.) 

IF YOU FILE SUIT, PLEASE SEND A COPY OF YOUR COURT COMPLAINT TO THIS OFFICE. 
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Enclosures(s)  

   

cc:  
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Notice of Right to Sue 
 

Equal Employment Opportunity Commission 
EEOC No. 520-2021-02802 
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 EEOC Form 161-B (11/2020) U.S. EQUAL EMPLOYMENT OPPORTUNITY COMMISSION 
   

NOTICE OF RIGHT TO SUE (ISSUED ON REQUEST) 
To: Maud Maron 

Randazza Legal Group Pllc 
100 Pearl St 14th Floor 
Hartford, CT 06103 

From: New York District Office 
33 Whitehall Street 
5th Floor 
New York, NY 10004 

   On behalf of person(s) aggrieved whose identity is 
   CONFIDENTIAL (29 CFR §1601.7(a)) 

EEOC Charge No. EEOC Representative Telephone No. 

 
520-2021-02802 

Perry Canales, 
Investigator 

 
(929) 506-5318 

(See also the additional information enclosed with this form.) 
NOTICE TO THE PERSON AGGRIEVED: 
Title VII of the Civil Rights Act of 1964, the Americans with Disabilities Act (ADA), or the Genetic Information Nondiscrimination 
Act (GINA): This is your Notice of Right to Sue, issued under Title VII, the ADA or GINA based on the above-numbered charge.  It has 
been issued at your request.  Your lawsuit under Title VII, the ADA or GINA must be filed in a federal or state court WITHIN 90 DAYS 
of your receipt of this notice; or your right to sue based on this charge will be lost.  (The time limit for filing suit based on a claim under 
state law may be different.) 

   More than 180 days have passed since the filing of this charge. 
    

 X  Less than 180 days have passed since the filing of this charge, but I have determined that it is unlikely that the EEOC will 
be able to complete its administrative processing within 180 days from the filing of this charge.    

 X  The EEOC is terminating its processing of this charge. 
    

   The EEOC will continue to process this charge. 
    

Age Discrimination in Employment Act (ADEA): You may sue under the ADEA at any time from 60 days after the charge was filed until 
90 days after you receive notice that we have completed action on the charge.  In this regard, the paragraph marked below applies to 
your case: 
   The EEOC is closing your case.  Therefore, your lawsuit under the ADEA must be filed in federal or state court WITHIN 

90 DAYS of your receipt of this Notice.  Otherwise, your right to sue based on the above-numbered charge will be lost.    

   The EEOC is continuing its handling of your ADEA case.  However, if 60 days have passed since the filing of the charge, 
you may file suit in federal or state court under the ADEA at this time.    

    

Equal Pay Act (EPA):  You already have the right to sue under the EPA (filing an EEOC charge is not required.)  EPA suits must be brought 
in federal or state court within 2 years (3 years for willful violations) of the alleged EPA underpayment.  This means that backpay due for 
any violations that occurred more than 2 years (3 years) before you file suit may not be collectible. 
 
If you file suit, based on this charge, please send a copy of your court complaint to this office. 

 On behalf of the Commission  
   

                                                              For   4/26/2021 
Enclosures(s) Judy A. Keenan, 

District Director 
 (Date Issued) 
 

   
cc:  

 
ASSOCIATION OF LEGAL AID ATTORNEYS 
50 Broadway 
Suite 1600 
New York, NY 10004 

 
 
 
 
 

Perry A. 
Canales

Digitally signed by 
Perry A. Canales 
Date: 2021.04.26 
12:52:44 -04'00'
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Enclosure with EEOC 
Form 161-B (11/2020) 

INFORMATION RELATED TO FILING SUIT 
UNDER THE LAWS ENFORCED BY THE EEOC 

 
(This information relates to filing suit in Federal or State court under Federal law. 

If you also plan to sue claiming violations of State law, please be aware that time limits and other 
provisions of State law may be shorter or more limited than those described below.) 

PRIVATE SUIT RIGHTS -- Title VII of the Civil Rights Act, the Americans with Disabilities Act (ADA), 
the Genetic Information Nondiscrimination Act (GINA), or the Age 
Discrimination in Employment Act (ADEA): 

In order to pursue this matter further, you must file a lawsuit against the respondent(s) named in the charge within 
90 days of the date you receive this Notice.  Therefore, you should keep a record of this date.  Once this 90-
day period is over, your right to sue based on the charge referred to in this Notice will be lost.  If you intend to 
consult an attorney, you should do so promptly.  Give your attorney a copy of this Notice, and its envelope or 
record of receipt, and tell him or her the date you received it.  Furthermore, in order to avoid any question that you 
did not act in a timely manner, it is prudent that your suit be filed within 90 days of the date this Notice was 
issued to you (as indicated where the Notice is signed) or the date of the postmark or record of receipt, if later. 

Your lawsuit may be filed in U.S. District Court or a State court of competent jurisdiction.  (Usually, the appropriate 
State court is the general civil trial court.)  Whether you file in Federal or State court is a matter for you to decide 
after talking to your attorney.  Filing this Notice is not enough.  You must file a "complaint" that contains a short 
statement of the facts of your case which shows that you are entitled to relief.  Your suit may include any matter 
alleged in the charge or, to the extent permitted by court decisions, matters like or related to the matters alleged in 
the charge.  Generally, suits are brought in the State where the alleged unlawful practice occurred, but in some 
cases can be brought where relevant employment records are kept, where the employment would have been, or 
where the respondent has its main office.  If you have simple questions, you usually can get answers from the 
office of the clerk of the court where you are bringing suit, but do not expect that office to write your complaint or 
make legal strategy decisions for you. 

PRIVATE SUIT RIGHTS -- Equal Pay Act (EPA): 

EPA suits must be filed in court within 2 years (3 years for willful violations) of the alleged EPA underpayment: back 
pay due for violations that occurred more than 2 years (3 years) before you file suit may not be collectible.  For 
example, if you were underpaid under the EPA for work performed from 7/1/08 to 12/1/08, you should file suit 
before 7/1/10 – not 12/1/10 -- in order to recover unpaid wages due for July 2008.  This time limit for filing an EPA 
suit is separate from the 90-day filing period under Title VII, the ADA, GINA or the ADEA referred to above.  
Therefore, if you also plan to sue under Title VII, the ADA, GINA or the ADEA, in addition to suing on the EPA 
claim, suit must be filed within 90 days of this Notice and within the 2- or 3-year EPA back pay recovery period. 

ATTORNEY REPRESENTATION -- Title VII, the ADA or GINA: 

If you cannot afford or have been unable to obtain a lawyer to represent you, the U.S. District Court having jurisdiction 
in your case may, in limited circumstances, assist you in obtaining a lawyer.  Requests for such assistance must be 
made to the U.S. District Court in the form and manner it requires (you should be prepared to explain in detail your 
efforts to retain an attorney).  Requests should be made well before the end of the 90-day period mentioned above, 
because such requests do not relieve you of the requirement to bring suit within 90 days. 

ATTORNEY REFERRAL AND EEOC ASSISTANCE -- All Statutes: 

You may contact the EEOC representative shown on your Notice if you need help in finding a lawyer or if you have any 
questions about your legal rights, including advice on which U.S. District Court can hear your case.  If you need to 
inspect or obtain a copy of information in EEOC's file on the charge, please request it promptly in writing and provide 
your charge number (as shown on your Notice).  While EEOC destroys charge files after a certain time, all charge files 
are kept for at least 6 months after our last action on the case.  Therefore, if you file suit and want to review the charge 
file, please make your review request within 6 months of this Notice.  (Before filing suit, any request should be 
made within the next 90 days.) 

IF YOU FILE SUIT, PLEASE SEND A COPY OF YOUR COURT COMPLAINT TO THIS OFFICE. 
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Enclosures(s)  

   

cc:  
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