CONTAGIOUS/LIFE THREATENING ILLNESS POLICY

The Employer is committed to providing and maintaining a healthy and safety work environment which
allows all employees to perform their jobs in a safe and productive manner. The Employer respects the
dignity and worth of every employee through its Equal Opportunity Employment statement, which explains
its policy and practice with respect to prohibiting discrimination in every phase of employment. The
Employer provides support for individual employees who may be facing the trauma of a life-threatening or
catastrophic illness. The purpose of this policy is to support the physical and emotional health of all
employees, minimize disruptions of productivity and morale caused by the presence of a worker with a life-
threatening illness, and demonstrate the Employer's continued commitment to its affirmative action goals
related to physically disabled employees.

If an employee has learned that he or she has a contagious or life threatening illness the employee should
take all steps to protect further spread of the discase or illness. When appropriate, the employee’s
Department Head should be notified of any illnesses that may affect the health, safety, and welfare of any
co-employee or member of the general public. Employees with such conditions, who are able to meet
appropriate standards and whose continued employment does not pose a threat to their own health and safety
or that of others, are assured equal employment opportunities and reasonable accommodations in their
employment. If an employee is able to worl, he or she is expected to be productive. If the individual cannot
work, then he or she may be eligible for disability benefits.

Consistent with the concern for employees with life-threatening illness, the Employer offers the following
resources through the human resources official:

1) Employee education and information on terminal ilinesses and specific life-threatening illnesses.
2) Referral to agencies and organizations which offer supportive services for life-threatening illnesses.
3) Consultation in assisting employees in efﬁcienﬂy managing health, leave and other benefits. The

Employer encourages employees who need these resources to contact the human resources official.

DISCIPLINE AND TERMINATION POLICY

Corrective disciplinary action, as approptiate, will be taken against any employee found to be in violation
of established procedutes. All disciplinary action shall be based upon total concern for the employee, the
employee's relationship with his/her fellow workers, the employee's relationship with his/her supervisor,
and the best interest of the Employer. Such disciplinary action shall be of a positive, educational and
corrective nature, and shall not be used in an abusive or vindictive manner.

Discipline is considered to be major or minor. Major discipline shall include:

¢ Removal
e Disciplinary demotion
¢ Suspension of greater than five (5) days

Minor discipline is a formal written reprimand or a suspension or fine of five (5) or less days.

This policy covers non-union employees. It also covers union employees to the extent that their collective
bargaining agreements do not cover this subject matter.
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Procedure in Major Disciplinary Actions — Generally, an employee will be served with a "Preliminary
Notice of Disciplinary Action" ("PNDA") setting forth the charges against the employee and affording a
hearing opportunity at a specified date, time and location. The employee must respond with a request for a
hearing within five (5) days of the receipt of PNDA,; otherwise, the hearing is waived. After the hearing (or
a watver of a hearing), a decision is made and within twenty (20) days, unless additional time is agreed to by
the partics. Written notification to the employee shall be made by issuing a “Final Notice of Disciplinary
Action” form.

An immediate suspension may be imposed prior to a hearing when:

i. The employee is unfit for duty or presents a hazard to any person if permitted to remain
on the job or the suspension is necessary {o maintain safety, health, order or effective
direction of public services. However, a PNDA with opportunity for a hearing must be
served in person or by certified mail within five (5) days following the immediate
suspension; or

2. The employee is suspected/charged with an act of misdemeanor, felony or any form of
malicious mischief which leads to arrest and/or incarcetation and fails to notify his
Department/Division Head or Designated Superior immediately. This failure could result
in disciplinary action, up to and including termination; or

3. The employee has been formally charged with a crime of the First, Second or Third
Degree or a crime of the Fourth Degree directly related to the employee's job.

Where a suspension is immediate, and is without pay, the employee must first be apprised either orally or in
writing regarding the charges, the reason why an immediate suspension is sought, and a general description
of the evidence in support of the charges. The employee will be provided an opportunity to respond to the
charges before a representative of the Employer. The response may be oral or in writing.

An employee may be subject to discipline, including termination, for any of the following reasons:

. Incompetency, inefficiency or failure to perform duties;

« Insubordination;

+ Inability to perform duties;

« Chronic or excessive absenteeism or lateness;

« Conviction of a crime;

+  Conduct unbecoming a public employee;

«  Neglect of duty;

+  Misuse of public property, including motor vehicles;

«  Discrimination that affects equal employment opportunity, including sexual harassment;

. Violation of federal regulations concerning drug and alcohol use by and testing of
employees who perform functions related to the operation of commercial motor vehicles,
and state and local policies issued thereunder;

+  TFalsification of public records, including attendance and other personnel records;

« Failure to report absence;

+  Harassment of co-workers and/or volunteers and visitors;

« Theft or aftempted theft of property belonging to the Employer, fellow employees,
volunteers or visitors;

«  Unauthorized absences and/or chronic or excessive absences;

« Tighting on Employet’s property at any time;

+ Being under the influence of intoxicants (e.g., liquor) or illegal drugs (e.g., cocaine or
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marijuana) on Employer property and at any time during work hours;

«  Failure to report to work on the day or days prior to or following a vacation, holiday and/or
leave, and/or any other unauthorized day of absence;

«  Possession, sale, transfer or use of intoxicants or illegal drugs on Employer property and at
any time during work hours;

» Entering the building without permission during non- scheduled work hours;

«  Soliciting on Employer premises during work time. This includes but is not limited to
distribution of literature or products or soliciting membership in fraternal, religious, social or
political organizations, and for sales of products, such as those from Avon, Amway, efc,;

« (areless waste of materials or abuse of tools, equipment or supplies;

«  Deliberate destruction or damage to Employer property or the property of other employees;

+ Sleeping on the job;

« Carrying weapons of any kind on Employet premises and/or during work hours, unless
carrying a weapon is a function of your job duties;

«  Violation of established safety and fire regulations;

. Unauthorized absence from work area, and/or roaming or loitering on the premises, during
scheduled work hours;

«  Defacing walls, bulletin boards or any other property of the Employer or other employees;

«  Unauthorized disclosure of confidential Employer information;

« Gambling on Employer premises;

« Horseplay, disorderly conduct and use of abusive and/or obscene language on Employer
premises;

+  Deliberate delay or restriction of your work effort, and/or incitement of others to delay or
restrict their work effort;

« Conviction of a crime or disorderly persons offense;

+  Violating any Employer rules, procedures, regulations or policies;

«  Unauthorized use of computers, Internet, email, voicemail, telephone and cellular phone;
and

« Other sufficient cause.

DOMESTIC VIOLENCE POLICY

PURPOSE

The purpose of the State of New Jersey Domestic Violence Policy for Public Employers (herein "policy")
is to set forth a uniform domestic violence policy for all public employers to adopt in accordance with
N.J.S.A. 11A:2-6a. The purpose of this policy is also to encourage employees who are victims of domestic
violence, and those impacted by domestic violence, to seek assistance from their human resources officers
and provide a standard for human resources officers to follow when responding to employees.

DEFINITIONS

The following terms are defined solely for the purpose of this policy:

Domestic Violence - Acts or threatened acts, that are used by a perpetrator to gain power and contro! over
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a current or former spouse, family member, household member, intimate partner, someone the perpetrator
dated, or person with whom the perpetrator shares a child in common or anticipates having a child in
common if one of the parties is pregnant. Domestic violence includes, but is not limited to the following:
physical violence; injury; intimidation; sexual violence or abuse; emotional and/or psychological
intimidation; verbal abuse; threats; harassment; cyber harassment; stalking; economic abuse or control;
damaging property to intimidate or attempt to control the behavior of a person in a relationship with the
perpetrator; strangulation; or abuse of animals orpets.

Abuser/Perpetrator - An individual who commits or threatens to commit an act of domestic violence,
including unwarranted violence against individuals and animals. Other abusive behaviors and forms of
violence can include the following: bullying, humiliating, isolating, intimidating, harassing, stalking, or
threatening the victim, disturbing someone's peace, or destroying someone's property.

Human Resources Officer (HHRO) — An employee of a public employer with a human resources job title,
or its equivalent, who is responsible for orienting, training, counseling, and appraising staff. Persons
designated by the employer as the primary or secondary contact to assist employees in reporting domestic
violence incidents.

Intimate Partner - Partners of any sexual orientation or preference who have been legally married or
formerly married to one another, have a child or children in common, or anticipate having a child in common
if one party is pregnant. Intimate partner also includes those who live together or have lived together, as
well as persons who are dating or have dated in the past.

Temporary Restraining Order (TRO) - A civil court order issued by a judge to protect the life, health or
well-being of a victim. TROs can prohibit domestic violence offenders from having contact with victims,
either in person or through any means of communication, including third parties. TROs also can prohibit
offenders from a victim's home and workplace. A violation of a TRO may be a criminal offense. A TRO
will last approximately 10 business days, or until a court holds a hearing to determine if a Final Restraining
Order (FRO) is needed. In New Jersey, there is no expiration of a FRO.

Victim - A person who is 18 years of age or older or who is an emancipated minor and who has been
subjected to domestic violence by a spouse, former spouse, or any other person who is a present household
‘member or was at any time a household member. A victim of domestic viclence is also any person,
regardless of age, who has been subjected to domestic violence by one of the following actors: a person
with whom the victim has a child in common; a person with whom the victim anticipates having a child in
common, if one of the parties is pregnant; and a person with whom the victim has had a dating relationship.

Workplace-Related Incidents - Incidents of domestic violence, sexual violence, dating violence, and
stalking, including acts, attempted acts, or threatened acts by or against employees, the families of
employees, and/or their property, that imperil the safety, well-being, or productivity of any person
associated with a public employee in the State of New Jersey, regardless of whether the act occurred in or
outside the organization's physical workplace. An employee is considered to be in the workplace while in
or using the resources of the employer. This includes, but is not limited to, facilities, work sites,
equipment, vehicles, or while on work-related travel.

PERSONS COVERED BY THIS POLICY
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RESPONSIBILITY OF EMPLOYERS TO DESIGNATE A HUMAN RESOURCES OFFICER

The Employer hereby designates the following employee as the Primary HRO to assist employees Who are
victims of domestic violence. ‘ '

Acting Primary HRO:

Michael Laffey, Township Manager
609-886-2005, ext. 132
Mlaffey@townshipoflower.org

The designated Primary HRO shall have the ability to appoint designated employees for each instance, which
may require training on responding to and assisting employees who are domestic violence victims in
accordance with this policy. - '

Managers and supervisors are often aware of circumstances involving an employee who is experiencing
domestic violence. Managers and supervisors are required to refer any employee who is experiencing
domestic violence or who report witnessing domestic violence to the designated HRO. Managers and
supervisors must maintain confidentiality, to the extent possible, and be sensitive, compassionate, and
respectful to the needs of persons who are victims of domestic violence.

The name and contact information of the designated HRO will be provided to all employees.

This policy does not supersede applicable laws, guidelines, standard operating procedures, internal affairs
policies, or New Jersey Attorney General Directives and guidelines thatimpose a duty to report. For example,
ifthere is any indication a child may also be a victim, reporting is mandatory to the Department of Children
and Families, Child Protection and Permanency, under N.J.S.A. 9:6-8.13. '

DOMESTIC VIOLENCE REPORTING PROCEDURES

Employees who are victims of domestic violence are encouraged to seek immediate assistance from the
Manager. Employees who have information about or witness an act of domestic violence against an
employee, arc encouraged to report that information to the designated HRO, unless the employee is required
to report the domestic violence pursuant to applicable laws, guidelines, standard operating procedures,
internal affairs policies, or New Jersey Attorney General directives and guidelines that impose a duty to
report, in which case the employee must so report to the appropriate authority in addition to reporting to the
designated HRO. Nothing in this policy shall preclude an employee from contacting 911 in emergency
situations. Indeed, HRO shall remind employees to contact 911 if they feel they are in immediate danger.

The designated HRO shall:

A. Immediately respond to an employee upon request and provide a safe and confidential location to
allow the employee to discuss the circumstances surrounding the domestic violence incident and
the request for assistance.

B. Determine whether there is an imminent and emergent need to contact 911 and/or local law
enforcement. '
C. Provide the employee with resource information and a confidential telephone line to make

necessary calls for services for emergent intervention and supportive services, when approptiate.
The HRO or the employee can contact the appropriate Employee Assistance Program to assist with
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the request for assistance.

B. Determine whether there is an imminent and emergent need to contact 911 and/or local law
enforcement.

C. Provide the employee with resource information and a confidential telephone line to make
necessary calls for services for emergent intervention and supportive services, when appropriate.
The HRO or the employee can contact the appropriate Employee Assistance Program to assist
with securing resources and confidential services.

D. Refer the employee to the provisions and protections of The New Jersey Security and Financial
Empowerment Act, N.J.S.A. 34:11C-1 et seq. (NJ SAFE Act), referenced in this policy.

E. In cases where domestic violence involved a sexual touching or sexual assault between state
employees, the HRO is also required to report the incident to their agency's EEO Officer or Title
IX Officer, insert name and contact information.

F. If there is a report of sexual assault or abuse, the victim should be offered the services of the
Sexual Assault Response Team, insert contact information

G. Maintain the confidentiality of the employee and all parties involved, to the extent practical and
appropriate under the circumstances, pursuant to this policy.

H. Upon the employee's consent, the employee may provide the HRO with copies of any TROs,
FROs, and/or civil restraint agreements that pertain to restraints in the work place and ensure that
security personnel are aware of the names of individuals who are prohibited from appearing at
the work location while the employee who sought the restraining order is present. All copies of
TROs and FROs shall be maintained in a separate confidential personnel file.

CONFIDENTIALITY POLICY

In responding to reports of domestic violence, the HRO shall seek to maintain confidentiality to protect an
employee making a report of, witnessing, or experiencing domestic violence, to the extent practical and
appropriate under the circumstances and allowed by law. Thus, this policy does not supersede applicable
laws, guidelines, standard operating procedures, internal affairs policies, or New Jersey Attorney General
Directives and guidelines that impose a duty to report.

This confidentiality policy shall not prevent disclosure where to do so would result in physical harm to any
person ot jeopardize safety within the workplace. When information must be disclosed to protect the safety
ofindividuals in the workplace, the HRO shall limit the breadth and content of such disclosure to information
reasonably necessary to protect the safety of the disclosing employee and others and comply with the law.
The HRO shall provide advance notice to the employee who disclosed information, to the extent possible, if
the disclosure must be shared with other parties in order to maintain safety in the workplace or elsewhere.
The HRO shall also provide the employee with the name and title of the person to whom they intend to
provide the employec's statement and shall explain the necessity and purpose regarding the disclosure. For
example, if the substance of the disclosure presents a threat to employees, then law enforcement will be
alerted immediately.

This policy does not supersede applicable laws, guidelines, standard operating procedures, internal affairs
policies, or New Jersey Attorney General Directives and guidelines where mandatory reporting is required
by the appointing authority or a specific class of employees.
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CONFIPENTIALITY OF EMPLOYEE RECORDS

To ensure confidentiality and accuracy of information, this policy requires the HRO to keep all documents
and reports of domestic violence in confidential personnel file separate from the employee's other
personnel records. These records shall be considered personnel records and shall not be government
records available for public access under the Open Public Records Act. See N.J.S.A, 47:1A-10.

THE NEW JERSEY SECURITY AND FINANCIAL EMPOWERMENT ACT

The New Jersey Security and Financial Empowerment Act, N.J.S.A. 34:11C-1, et seq. (NJ SAFE Act),is a
law that provides employment protection for victims of domestic or sexual violence.

The NJ SAFE Act allows a maximum of 20 days of unpaid leave in one 12-month period, to be used within
12 months following any act of domestic or sexual violence. To be eligible, the employee must have
worked at least 1,000 hours during the 12-month period immediately before the act of domestic ot sexual
violence. Further, the employee must have worked for an employer in the State that employs 25 or more
employees for each working day during 20 or more calendar weeks in the current or immediately
preceding calendar year. This leave can be taken intermittently in days, but not hours.

Leave under the NJ SAFE Act may be taken by an employee who is a victim of domestic violence, as that
term is defined in N.J.S.A. 2C:25-19 and N.J.S.A. 30:4-27.6, respectively. Leave may also be taken by an
employee whose child, parent, spouse, domestic partner, civil union partner, or other relationships as
defined in applicable statutes is a victim of domestic or sexual violence.

Leave under the NJ SAFE Act may be taken for the purpose of engaging in any of the following activities,
for themselves, or a child, parent, spouse, domestic partner, or civil union partner, as they relate to an
incident of domestic or sexual violence:

1) Seeking medical attention;

2) Obtaining services from a victim services organization;

3) Obtaining psychological or other counseling;

4) Participating in safety planning, temporarily or petmanently relocating, or taking other actions to
increase safety;

5) Seeking legal assistance or remedies to ensure health and safety of the victim;or

6) Attending, participating in, or preparing for a criminal or civil court proceeding relating to an
incident of domestic or sexual violence.

PUBLIC EMPLOYER DOMESTIC VIOLENCE ACTION PLAN

The Employer has developed the following action plan to identify, respond to, and correct employee
performance issues that are caused by domestic violence, pursuant to N.J.S.A, 11A:2-6a, and in
accordance with the following guidelines:

¢

A. Designate an HRO with responsibilities pursﬁant to this policy.

B. Recognize that an employee may need an accommodation as the employee may experience
temporary difficulty fulfilling job responsibilities.

C. Provide reasonable accommodations to ensure the employee's safety. Reasonable accommodations
may include, but are not limited to, the following: implementation of safety measures; transfer or
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reassignment; modified work schedule; change in work telephone number or work-station focation;
assistance in documenting the violence occurring in the workplace; an implemented safety procedure,
or other accommodation approved by the employer.

D. Advise the employee of information concerning the NJ SAFE Act; Family and Medical Leave Act
(FMLA); or Family Leave Act (FLA); Temporary Disability Insurance (TOD); or Americans with
Disabilities Act (ADA); or other reasonable flexible leave options when an employee, or his or her
child, parent, spouse, domestic partner, civil union partner, or other relationships as defined in
applicable statutes is a victim of domestic violence.

E. Commit to adherence to the provisions of the NJ SAFE Act, including that the employer will not
retaliate against, terminate, or discipline any employee for reporting information about incidents of
domestic violence, as defined in this policy, if the victim provides notice to their Human Resources
Office of the status or if the Human Resources Office has reason to believe an employee is a victim of
domestic violence.

F. Advise any employee, who believes he or she has been subjected to adverse action as a result of
making a report pursuant to this policy, of the civil right of action under the NJ SAFE ACT. And
advise any employee to contact their designated Labor Relations Officer, Conscientious Employees
Protection Act (CEPA) Officer and/or Equal Employment Opportunity Officer in the event they
believe the adverse action is a violation of their collective bargaining agreement, the Conscientious
Employees Protection Act or the New Jersey Law Against Discrimination and corresponding
policies.

G. Employers, their designated HRO, and employees should familiarize themselves with this policy. This
policy shall be provided to all employees upon execution and to all new employeces upon hiring.
Tnformation and resources about domestic violence are encouraged to be placed in visible areas, such
as restrooms, cafeterias, breakrooms, and where other resource information is located.

RESOURCES

This policy provides an Appendix listing resources and program information readily available to assist
victims of domestic violence. These resources should be provided by the designated HRO to any victim of
domestic violence at the time of reporting.

DISTRIBUTION OF POLICY

The Township Manager will be responsible for distributing this policy to employees, volunteers, and
other employees identified above.

The Township Manager will be responsible for updating this policy at least annually to reflect
circumstances changes in the organization.

The Township Manager will be responsible for monitoring The Civil Service Commission and the
Division of Local Government Services in the Department of Community Affairs for modifications
thereto, to public employers.

OTHER APPLICABLE REQUIREMENTS
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In addition to this policy, the HRO and the public employer's appointing authority must follow all
applicable laws, guidelines, standard operating procedures, internal affairs policies, and New Jersey
Attorney General Directives and guidelines that impose a duty to repoxt. Additionally, to the extent that the
procedures set forth in this policy conflict with collective negotiated agreements or with the Family
Educational Rights and Privacy Act (FERPA), the provisions of the negotiated agreements and the
provisions of FERPA control.

POLICY MODIFICATION AND REVIEW

A public employer may seek to modify this policy, to create additional protocols to protect victims of
domestic violence but may not modify in a way that reduces or compromises the safeguards and
processes set out in this policy.

The Civil Service Commission will review and modify this policy periodically and as needed.

POLICY ENFORCEABILITY

The provisions of this policy are intended to be implemented by the Civil Service Commission. These
provisions do not create any promises or rights that may be enforced by any persons or entities.

POLICY INQUIRIES & EFFECTIVE DATE

Any questions concerning the interpretation or implementation of this policy shall be addressed to the
Chair/Chief Executive Officer of the Civil Service Commission, or their designee. This policy shall
be enforceable upon the HRO's completion of training on this policy.
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LAYOFF

Pursuant to NJJ.A.C. 4A: 8-1.1 the Township may institute layoff actions for economy, efficiency or other related
reasons, but will first consider voluntary alternatives. (Seniority, lateral or other re-employment rights for
employees in Career Service titles will be determined by the New Jersey Department of Personnel.}

The Township may implement pre-layoff actions in order to lessen the possibility, extent or impact of layoffs.
These pre-layoff actions may include but are not limited:

¢ Instituting temporary hiring or promotion freeze;

¢ Separating temporary, provisional, and unclassified employees;

¢ Returning provisional to permanent titles in affected department;
e Reassigning employee;

» Assisting employees with transfers or other jobs.

The Township will post a general notice of a layoff in all affected departments and distribute individual notices
of a layoff to affected employees at least forty-five days prior to the effective date of a layoff.

The New Jersey Department of Personnel will advise employees of appeal rights, layoff rights and identify
employment opportunities available to the employee based on permanent title and seniority. Layoff rights may
include lateral, demotion, and special re-employment rights,

The Township will consult with all affected unions prior to offering any alternatives to employees or initiating
any pre-layoff actions.

EMPLOYEE DATING POLICY

The Employer strongly believes that an environment where employees maintain clear boundaries between
employee personal and business interactions is most effective for conducting business. Although this policy
does not prevent the development of friendships or romantic relationships between coworkers, it does
establish very clear boundaries as to how relationships will progress during working hours and within the
working environment. Individuals in supervisory relationships or other influential roles are subject to more
stringent requirements under this policy due to their status as role models, their access to sensitive
information and their ability to influence others.

Procedures.

1. During working time and in working areas, employees are expected to keep personal exchanges limited so
that others are not distracted or offended by such exchanges and so that productivity is maintained.

2. During non-working time, such as lunches, breaks and before and after work periods, employees are not
precluded from having appropriate personal conversations in non-work areas as long as their conversations
and behaviors could in no way be perceived as offensive or uncomfortable to a reasonable person.

3. Employees are strictly prohibited from engaging in physical contact that would in any way be deemed
inapptopriate by a reasonable person while anywhere on Employer premises, whether during working hours
or not.

4. Employees who allow personal relationships with coworkers to affect the working environment will be
subject to the appropriate provisions of the Employer disciplinary policy which may include counseling for
minor problems. Failure to change behavior and maintain expected work responsibilities is viewed as a
serious disciplinary matter.
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5. Employee off-duty conduet is generally regarded as private, as long as such conduct does not create
problems within the workplace. An exception to this principle, however, is romantic or sexual relationships
between supervisors and subordinates.

6. Supervisors, managets, executives or anyone else in sensitive or influential positions must disclose the
existence of any relationship with another coworker that has progressed beyond a platonic friendship.
Disclosure may be made to the immediate supervisor or the Department Head. This disclosure will enable
the Employer to determine whether any conflict of interest exists because of the relative positions of the
individuals involved.

7. Where problems or potential risks are identified, the Employer will work with the parties involved to
consider options for resolving the problem. The initial solution may be to make sure that the parties
involved no longer work together on matters where one is able to influence the other or take action for the
other. Matters such as hiring, firing, promotions, performance management, compensation decisions,
financial transactions, etc. are examples of situations that may require reallocation of duties to avoid any
actual or perceived reward or disadvantage.

8. In some cases, other measures may be necessary such as transfer to other positions or departments.
9, Refusal of reasonable alternative positions, if available, will be deemed a voluntary resignation.

10. Continued failure to work with the Employer to resolve such a situation in a mutually agreeable fashion
may ultimately be deemed insubordination and therefore serve as cause for immediate termination. The
organization’s disciplinary policy will be consulted to ensure consistency, however, before any such extreme
measures are undertaken.

11. The provisions of this policy apply regardless of the sexual orientation of the parties involved.

12. Where doubts exist as to the specific meaning of the terms used above, employees should make
judgments on the basis of the overall spirit and intent of this policy.

13. Any employee who feels they have been disadvantaged as a result of this policy, or who believes this
policy is not being adhered to, should make their feelings known to the human resources official or other
designated individual.

EMPLOYMENT REFERENCES

To ensure that individuals who work for the Employer are well-qualified and have a strong potential to be
productive and successful, it is the policy of the Employer to check the employment references of all
applicants at the Employer’s discretion.

Employees should not, under any circumstances, provide another individual with information regarding a
current or former employee. Any employee, including Department Heads, who receives a request for
reference information should forward the request to the human resources official. Generally, unless
otherwise required by law, the Employer will only confirm employees’ name, title, salary, compensation,
dates of service, reason for separation, if applicable, and specific educational or medical qualifications
required for employment. The Employer’s response to a request for reference information shall be
communicated in writing only. The Employer does not honor oral requests for employment references.
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A current or former employee may also authorize the Employer to release additional information. Unless
otherwise required by law, the Employer will only release additional information if the current or former
employee provides authorization, in writing.

ANTI-NEPOTISM POLICY

Nepotism: the practice of giving preferential treatment to family members in areas of employment, including but
not limited to: hiring, promotion, transfer, compensation, evaluation and discipline.

The employment of relatives in the same area of the organization may cause serious conflicts and problems
with favoritism - or the perception of such - and negatively impact morale. Decisions concerning the
employment, evaluation, promotion and compensation of personnel should be based on considerations of
individual merit. It is the Township of Lower’s policy to hire, promote and transfer employees based on
individual merit.

Family members for the purpose of this policy shall include: employee’s spouse or ex-spouse, children, step-
children, parents, step-parents, siblings, niece or nephew, grandparents, step-grandparents, grandchildren,
step-grandchildren, and like relations of the employee’s spouse (in-law family members).

Family members shall not directly supervise another Family Member, and shall not be directly supervised
by a Family Member.

No employee shall be involved in any part of the process of influencing or controlling the terms and
condition of another Family Member’s employment including: hiring, evaluation of work performance,
establishing or changing work assignments, making recommendations for compensation or salary adjustments,
promotions or other personnel decisions

Township employees conducting interviews for the purpose of hiring a new employee shall inquire of all
interviewees or applicants whether the individual has a Family Member that is employed by the Township, along
with the name of the Family Member employee. This information shall be utilized to determine if hiring the
prospective employee would result in a violation of this policy.

Any pre-existing family relationships between emplayees of any Township Department that predates this
policy shall be exempt under this policy. However, if the existing employment relationship is changed so that the
conflict no longer exists, this Policy would apply in future employment decisions affecting employee Family
Members. ' '

The Township recognizes that employee Family Member conflicts may arise when one Family Member
gains an elected office where another Family Member already is employed. In such cases, the Township Manager
may work with the Department where the conflict exists to reduce any real or perceived conflict.

The requirements set forth in this Policy may only be overturned on a case-by-case basis with the approval of
the Township Manager, with consent of the Lower Township Council, upon a finding that there would be no
adverse impact on the operation of the Township and/or that the greater interests of the Township would be
furthered by not following the Policy.

96




PERFORMANCE EVALUATION

The Employer recognizes that an employee job performance evaluation system is the basis for assisting in
employee growth and development. The Employer requires supervisors to conduct performance appraisals
to ensure that:

(1) each employee receives feedback on objectives, accomplishments, strengths, and areas for improvement;

(2) each employee receives advice from his or her supervisor on ways to improve performance and has the
chance to identify with his or her supervisor areas where greater contribution is possible, or where either
feels more development would be beneficial; and

(3) essential information is recorded concerning strengths and weaknesses of all employees in relation to
carcer development, including potential for advancement and suitability for other positions and training.

The performance evaluation provides the vehicle for a dialogue between the employee and the supervisor
and ensures shared expectations of the requirements for the employec's job and the employee's performance
in the job. Accordingly, the Employer will use a performance review/evaluation system for all employees.

During performance reviews, supervisors will consider, among others:

« Initiative, dependability and effort
» Knowledge of work

» Attitude and willingness

» Quantity and quality of work

» Disciplinary record

« Attendance and tardiness

A copy of an employee performance evaluation shall be maintained in the employee’s personnel file.

POLITICAL ACTIVITY

Employees have exactly the same right as any other citizen to join political organizations and participate in
political activities, as long as they maintain a clear separation between their official responsibilities and their
political affiliations. In accordance with State law, employees are prohibited from engaging in political
activities while performing their public duties and from using the Employer’s time, supplies or equipment in
any political activity. Political activities include, but are not limited to, advocating the election or
appointment of any candidate for office, verbally or otherwise, and soliciting funds for campaigns or
campaign materials.

Additionally, State law precludes employees from directly or indirectly using their position to control or
affect the political action of another person. In accordance with the Hatch Act and Federal regulations, an
employee whose principal employment is with a program financed in whole or in part by Federal funds or
loans shall not:

« be a candidate for public office in a partisan election. (This provision does not apply to the elected head of
an executive department or an individual holding elective office, where that office is the sole employment
connection to federally funded programs.)
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« use his/her official authority to influence, to interfere with or affect election results or nominations for
office.

« directly or indirectly coerce contributions from any employee to support a political party or candidate. See
The Hatch Act, 5 U.S.C. § 1501 et seq.

Violations of either State or Federal laws are serious matters and such violations should not be taken lightly.
Any employee engaging in such political activities during working hours will be subject to disciplinary
action up to and including termination of employment. Employees who engage in political activities during
their non-working hours must not represent themselves as spokespersons for the Employer. Employees
should report any violation of this policy to their supervisor or Department Head.

SAFETY POLICY

The Employer endeavors to provide a safe and healthy work environment for all employees and shall
comply with the requirements of the Public Employees Occupational Safety and Health Act (“PEOSHA”).
The Employer is equally concerned about the safety of the public.

Consistent with this policy, employees will receive periodic safety training and will be provided with
appropriate safety equipment. Employees are responsible for observing safety rules and using available
safety devices including personal protective equipment. Failure to do so constitutes grounds for disciplinary
action.

Any occupational or unsafe public condition, practice, procedure or act must be immediately reported to the
supervisor or Department Head. Any on-the-job accident or accident involving the Employer’s facilities,
equipment, or motor vehicles must also be immediately reported to the supervisor or Department Head and
fhe Chief Administrative Officer. Failure to do so constitutes grounds for disciplinary action. Employees are
encouraged to discuss safety concerns with supervisory personnel.

SECURITY POLICY

The Employer makes every effort to provide for employees’ safety and security while at work. The
Employer, however, does not accept responsibility for the protection of employees’ personal property. The
Employer is not liable for loss or damage to personal property.

The Employer maintains a work environment that is free of illegal drugs, alcohol, unauthorized firearms,
explosives, or other improper materials. To this end, the Employer prohibits the possession, transfer, sale,
or use of such materials on its premises. The Employer requires the cooperation of all employees in
administering this policy. Desks, lockers, other storage devices, and Employer vehicles may be provided for
the convenience of employees, but remain the sole property of the Employer. Accordingly, they, as well as
any articles found within them, can be inspected by any agent or representative of the Employer at any time,
either with or without prior notice. The Employer may conduct video surveillance of Employer property to,
among other things, identify safety concerns, detect theft, and discourage or prevent acts of harassment and
workplace violence. Additionally, the Employer may monitor employee e-mails.

Security is everyone’s responsibility. If any employec sees or suspects that an individual is breaching
security, it is the employee’s responsibility to notify his or her supervisor or Department Head immediately.
In the event a serious incident occurs, employees must report it to their Departmeni Head promptly. The
following are examples of serious incidents that should be reported immediately:
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1. Any accident which results in the injury of a third party while on the premises.
2. Any incident in which physical force is either used by or against an employee.

3. Any incident which involves a crime, or an attempt to commit a crime, such as robbery or the theft of
money.

4. Any incident in which a serious unfavorable reaction from the public might be expected.
5. The loss of Employer keys.

6. Any other incident, which an employee believes is of a nature that it should be brought to the attention of
the Department Head without delay.

Employees are encouraged to make any reports, in writing, so that they may be properly addressed by the
Employer.

STATE RESIDENCY REQUIREMENT

Every employee shall have his/her principal place of residence in the State of New Jersey. New hires shall
have one year from the time of taking office, employment or position to satisfy the requirement of principal
residency. Failure to satisfy this requirement shall render the employee unqualified for holding office,
employment or position with the Employer.

If, however, an employee holds an office, employment, or position with the Employer as of Sept. 1, of 2011
(the effective date of P.L.2011, ¢.70), but does not have his or her principal residence in this State on that
effective date, he/shall will not be subject to the residency requirement while that employee continues to
hold office, employment, or position without a break in public service of greater than seven (7) days.

POLICY FOR USE OF EMPLOYER VEHICLES (NON-LAW ENFORCEMENT)

The Employer owns and maintains a fleet of vehicles ("Employer Vehicles") that are used in furtherance of
the business of the Employer. The following policy governs the use of all Employer Vehicles (with the
exception of vehicles utilized for law enforcement purposes), and supersedes all other vehicle policies
previously in effect. Any employee violating the provisions contained herein will be subject to disciplinary
action, up to and including termination, in accordance with applicable laws and regulations. Violations of
this policy may also result in the denial of indemnification and/or defense by the Employer to the employee
in any civil or criminal matter brought in any Court arising from improper use of an Employer vehicle. The
Employer also expressly reserves its right to seek indemnification and/or contribution from employees
(inctuding their personal automobile insurance policies) found to have acted in violation of this policy to the
maximum extent permitted by law. Personal use of Township vehicles is strictly prohibited.

Driving Privileges and Licensure. The use of an Employer Vehicle by an employee is subject to the
approval and discretion of the Chief Administrative Officer. Any employee operating an Employer Vehicle
must have, in his or her possession, a valid driver's license issued by a state regulatory body within the
United States. Licenses issued by any territory or possession of the United States, the District of Columbia,
ot any international agency (including any province of the Dominion of Canada) must be' expressly
approved by the Employer’s insurance carrier before an employee will be permitted to operate an Employer
Vehicle.
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A. Employees are required to file a copy of a valid driver's license with the Employer prior to the use of an
Employer Vehicle.

1. Upon request, an employee must provide a copy of their driver's license or other required
documents within twenty-four (24) hours of said request.

2. Employees shall inform the Employer within twenty-four (24) hours of any changes in the status
of their driving privileges.

3, Failure to comply with the requirements of this section will result in an immediate suspension of
an employee's privilege to operate an Employer vehicle and may also result in the denial of
indemnification and/or defense by the Employer to the employee in any civil or criminal matter
brought in any Court arising from the use of an Employer vehicle while said employee's driving
privileges were suspended or revoked.

B. The Employer reserves the right to obtain a driving abstract record from the New Jersey Motor Vehicle
Service Commission or other regulatory and law enforcement agencies.

1. The Employer reserves the right to suspend an employee's Bmployer driving privileges if the
Employer deems necessary based on the employee's driving record.

2. The Employer shall utilize information obtained pursuant to this section only for the purposes of
furthering the objectives of this Policy and for no other reason, and will not reveal personal or other
information contained in an employee's driving abstract record to any party except where required by
applicable law.

C. The Employer occasionally offers safe driving courses and reserves the right to compel employee
attendance at such courses.

D. If requested by the Chief Administrative Officer or human resources official, the employee must agree to
consent to a simulated road test to determine his/her fitness to safely operate a vehicle.

E. In the event that the employee is under the influence of any medication (prescribed or over-the-counter)
that might impair his/her ability to safely operate a vehicle, he/she must refrain from driving until he/she
notifies the Employer and await clearance to resume driving.

Official Use Only. The use of Employer Vehicles is restricted to official Employer business only.
Employees shall not be permitted to use Employer vehicles for travel or activity unrelated to Employer
business. Likewise, no supervisor may authorize such use or any use of an Employer Vehicle for other than
Employer business or use which is otherwise inconsistent with this policy.

Employer Vehicles assigned to employees under this policy are to be operated only by the employee while
acting within the scope of their employment. No employee shall authorize or permit any other non-
Employer employee, including but not limited to family members of the employee, to operate or ride as a
passenger in an assigned Employer Vehicle, unless said passengers arc assisting in the official business of
the Employer.

Accidents and Incidents. Prior to operation of any Employer vehicle, employees must consult their
Department Head as to the appropriate steps to take if they become involved in an accident (filling out
accident reports, obtaining witness names, etc.)
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A. Tn the event of an incident or accident involving the use of an Employer Vehicle, employees must
immediately contact their supervisor and/or Department Head. All required reports and
documentation must be submitted to the Chief Administrative Officer within two (2) business days
of receipt.

B. An employee may be required to submit to an alcohol or drug screening test following an accident
or incident if there is a reasonable suspicion to believe that the employee’s use of drugs or alcohol
may bave contributed to the cause of the accident or as otherwise required by law or other policy of
the Employer.

Citations and Violations. Operators of Employer Vehicles are expected to follow all laws, regulations and
rules proscribed by the Motor Vehicle Commission. Drivers are responsible for paying any moving
violation tickets and MUST notify the Employer of said violations within forty-eight (48) hours of receipt of
said ticket (regardless of the employee's decision to contest such ticket in municipal court). Drivers are
responsible for paying all parking tickets incurred. The Employer should be notified of the receipt of a
parking ticket within 48 hours of receipt of said ticket.

Drivers are responsible for all "Notice of Delinquent Toll Payment Violations" (including but not limited to
EZ-Pass). Upon having been notified of said violation, either by direct mail or notice from the Employer, an
employee shall, within ten (10) business days of such notice, provide acceptable proof to the Employer that
the outstanding toll and any related fees have been paid.

General Policies and Procedures. Employees authorized to use an Employer Vehicle for official business
must adhere to the policies and ptocedures set forth in this Policy. Failure to comply with the provisions
below will result in a loss of privileges:

A. Drivers must ensure that all required documents (driver's license, LD. badge/card, registration,
insurance card) are in their possession while operating the vehicle. Vehicle registration and
insurance cards should be kept in a locked compartment of the vehicle when not in use.

B. Employees assigned exclusive use of an Employer Vehicle are responsible for scheduling all
repairs and manufacturer recommended maintenance with the Employer, in order to maintain all
manufacturers' warranties (including routine oil changes).

C. Vehicles are to be kept clean at all times, and should be washed and vacuumed regularly (unless
prohibited by the New Jersey Department of Environmental Protection or other similar regulatory
body).

D. No smoking is allowed in Employer Vehicles at any time.

E. In accordance with N.JI.S.A. 39:4-97.3 and any other applicable statutes and regulations, the use of
hand-held phones or electronic devices (BlackBerry, navigation systems, etc...) while driving
Employer Vehicles is prohibited. This prohibition includes the sending or reading of e-mails, text
messages and other similar communications.

F. All occupants must wear seat belts at all times when the vehicle is in use and observe all road safe
rules and regulations, such as "Wipers On, Lights On."

G. Employees are expected to operate vehicles in a safe and courteous manner at all times and are
expressly reminded to avoid tailgating or other unsafe practices.
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. Employees are reminded of the risks inherent from driving while drowsy. In the event that a
driver becomes tired while operating a vehicle, they should pull off the road and seek appropriate
assistance.

Violation of this policy may result in disciplinary action up to and including the suspension of the
employee’s privilege to operate an Employer Vehicle and/or termination.,

TRANSITIONAL DUTY POLICY

1. Purpose: To establish guidelines and procedures for transitional duty work assignments to employees
who are recovering and recuperating from a work-related injury or illness, with temporary physical work
restrictions or limitations, as diagnosed by a treating physician. Transitional duty assignments are temporary
in nature.

2. Policy and Benefits: According to a report authored by the American College of Occupational and
Environment al Medicine, unnecessary, prolonged work absence can cause significant harm to a worker's
well-being. Workers who are on extended disability often lose social relationships with co-workers, as well
as the self -respect and self-esteem that comes from earning a living. For many workers, their job is part of
their identity, and being kept away by illness or injury is a very stressful experience. By allowing a more
accelerated return to work and more significant support during recovery, transitional duty programs can help
employees reduce the siress and disruption that injuries or illness cause in their daily lives, leading to better
recovery. Transitional Duty programs offer time-limited, modified and meaningful work assignments to
employees who, due to an on the job injury or iliness, have been rendered temporarily incapable of meeting
the physical demands of their usual duties. These assignments are modified to accommodate the physical
limitations imposed by injury or illness, as determined by medical professionals involved in the care of the
worker.

The Employer is committed to providing opportunities for employees who have been injured on the job to
return to the workforce as soon as possible. The Employer views the Transitional Duty Program as a
partnership with the employees who have been injured, with the sole objective of enhancing the recovery of
employees to facilitate their return to work in their previous position as soon as possible.

The Employer will make every effort on a case by case basis to accommodate an employee under the
Americans with Disabilities Act (ADA) absent an undue hardship by the Employer. ‘

Benefits of an effective transitional duty program include:

e Greater control and monitoring of worker's compensation claims, and an increased
chance for a positive resolution of those claims.

o Retaining the services of trained and valuable cmployees.

e Avoidance of replacement and training costs of hiring a new employee.

o Faster recovery by injured employees, both physically and psychologically.

e Discouragement of fraudulent claims.

s Enhancement of employee morale.

e Compliance with the Ameticans with Disabilities Act (ADA) by accommodating
disabilities and avoiding costly and unnecessary lawsuit s.

e Tdentification of cross-training opportunities.

e TFnhanced awareness of safe work practices and injury prevention.
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3. Definitions:

Americans with Disabilities Act (ADA): Federal legislation passed in 1990 that prohibits discrimination
against people with disabilities. The ADA makes it unlawful to discriminate against a disabled person in
terms of employment opportunities, access to transportation, public accommodations, communications, and
government activities. The law prohibits state and local governments from discriminating against the
disabled. Employers are required to make reasonable accommodations in order for a disabled person to
perform their job function,

Fair Labor Standards Act (FLSA): Federal legislation enacted in 1938, and subsequently amended,
setting forth the standards for minimum wage requirements, overtime payments, necessary recordkeeping
provisions, and child labor in the U.S., which affect those employees working both on a full- time and part-
time basis in the federal, state, and local government as well.

Functional Capacity Evaluation (FCE): A series of tests used to evaluate an injured employee's work-
related physical abilities. A functional capacity evaluation is designed to be safe and to provide impartial
information about an injury or illness. The tests in an FCE are performed by an evaluator certified to
conduct these examinations.

Injured Worker (IW): An employee (including persons on probationary, regular, casual or temporary
status) of the Employer who, due to an on the job injury or illness, has been rendered temporarily incapable
of meeting the physical demands of their usual duties

Job Bank: A listing of the job assignments available to injured employees under the Transitional Duty
Program compiled, update and maintained by, the Transitional Duty Coordinator. The assignments may be
in ANY department of the Employer, and not necessarily in the department where the injured employee
works typically.

Maximum Medical Improvement (MMI): The point at which the Treating Physician determines that (1)
the condition resulting from the injury or illness is stable, (2) additional medical treatment or physical
therapy will not improve the patient's condition or (3) the patient has reached the medical plateau of
recovery.

Meaningful Work: Work assigned under the transitional duty program which in the judgment of the
Employer, has a serious, meaningful or useful quality and purpose. A written description of the work to be
performed and the expected outcome shall be provided to each employee assigned meaningful work.

Nurse Case Manager (NCM): The medical professional assigned to each worker's compensation case who,
along with the Treating Physician, works with the employee and the Employer in directing the care of the
injured employee.

Transitional Duty Assicnment: A temporary work assignment that does not exceed an employee's medical
work restrictions during a period of recovery from a work-related injury or illness. A transitional duty
assignment does not evolve at any time into a permanent position, and the injured employee is returned to
work on a regular full-time basis as soon as possible.

Transitional Duty Program Coordinator (IDC): An employee of the Employer who has been duly
assigned the responsibility of managing and directing the Transitional Duty Program by the Chief
Administrative Officer or governing body of the Employer.
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Treating Physician (TPJ): The authorized medical professional assigned to each worket's compensation
case by the Employer’s insurance professionals who, along with the Nurse Case Manager, works with the
employee and the Employer in directing the care of the injured employee. The Treating Physician is
ultimately responsible for recommending an injured employee's ability to return to work under the
transitional duty policy, and what restrictions should be imposed.

4. Transitional Duty Program Guidelines:
The Employer has established the following guidelines for the Transitional Duty Program:

a. Transitional Duty assignments are temporary in nature, and made at the sole discretion of the
Employer Transitional Duty Coordinator (TDC).

b. In order for transitional duty to be offered to an employee, the employee must be qualified to
perform the transitional duty assignment. If the employee is not qualified to perform the assignment (or
cannot be trained by the Employer to perform the assignment), the transitional duty assignment may be
refused by the Employer.

C. Transitional Duty is temporary, lasting no more than 90 calendar days. This time frame may
be extended at the sole discretion of the Employer Transitional Duty Coordinator (TDC). (NOTE: THE
TYPICAL RANGE IS FROM 45 TO 90 DAYS FOR THE INITIAL ASSIGNMENT, WHICH MAY BE
EXTENDED)

d. All employees who are receiving Workers® Compensation indemnity payments and
working Transitional Duty assignments must follow the restrictions imposed by the Treating Physician
(TP) while engaging in all activities. PLEASE NOTE: It is recommended that local units seek the
advice of their municipal attorney or labor counsel prior to seeking to bar injured workers who are
veceiving indemnity payments from engaging in oulside employment.

e. The Transitional Duty policy does not affect the rights and privileges of employees under the
provisions of the, Fair Labor Standards Act OR Americans with Disabilities Act or other federal or state law
or regulations.

f. Refusal of a transitional duty assignment may adversely affect the employee's worker's
compensation temporary disability benefits.

g. As long as the assignment involves "meaningful work” (as defined herein), and it falls within
the physical restrictions established by the medical professionals, the employees may be assigned
{ransitional duty work in ANY department of the Employer.

h. Employees shall follow the policy of the Employer regarding time off to attend medical
appointments and physical therapy sessions which have been scheduled by the Nurse Case Manager.
However, the employee is responsible for notifying the Employer when they are unable to report to their
transitional duty assignment due to a scheduled medical appointment.

i Transitional duty assignments are not guaranteed. Each assignment is reviewed on a case by
case basis in accordance with the procedure set forth herein.
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i The Employer reserves the right at any time to request a functional capacity evaluation (FCE)
of the injured employee to determine their fitness for assignment.

k. Employees will be paid in accordance with applicable policies, salary ordinances, and
collective bargaining agreements while on Transitional Duty. Employees participating in Transitional Duty
assignments shall receive the full salary as long as they are working a full work day. (VOTE: THE
EMPLOYER WILL DETERMINE IF THIS PROVISION IS APPLICABLE. TYPICALLY, T. HE
EMPLOYER WILL PAY THE INJURED WORKER THE BALANCE OF HIS/HER FULL SALARY,
LESS THE AMOUNT OF TEMPORARY TOTAL DISABILITY BENEFITS PAID IF THE WORKER
PARTICPATES IN THE TD PROGRAM.) All overtime assignments must be approved in advance by the
department head, and must be in accordance with the transitional duty assignment and limitations set forth
by the Treating Physician.

1. The employee's time card or work hours shall be maintained by the department to which the
employee is regularly assigned.

5. Creation of the Job Bank:

In order to set up the "Job Bank," the Transitional Duty Coordinator (TDC) will contact all of the
department heads in Employer, and encourage cach to fill out the Form found in the Appendix entitled,
"Possible Transitional Duty Assignments." Based on the input from Department Heads, the TDC will
establish a "Job Bank," which will be used for the assignments under the Transitional Duty program. The
TDC will update the Job Bank assignments as frequently as necessary. In addition, the TDC will collaborate
with the Nurse Case Manager assigned to the Employer, and formulate brief job descriptions for each of the
assignments, including any medical restrictions that may be accommodated (i.e. standing, sitting, lifting,
driving, bending, etc.).

6. Transitional Duty Program Procedure:

Transitional duty assignments are the collective responsibility of the employer, (specifically the Transitional
Duty Coordinator), along with the Claims Administrator, Treating Physician and Nurse Case Manager. The
Transitional Duty Coordinator shall pay particular attention to the following:

e The TDC will make assignments with the goal of returning the employee to full duty as soon as
possible. This may require the adjustment or modification of duties in the assignment as the
employee's medical condition progresses (or regresses).

e The TDC shall maintain the confidentiality of all medical information related to the transitional duty
assignments. Only individuals with an administrative "Need to Know" shall be included in
discussions on transitional duty.

e The TDC shall contact upper management and the Claims Administrator if he or she becomes aware
that an injured employee may have permanent medical restrictions. Permanent restrictions must be
treated differently than temporary restrictions, and must be evaluated in accordance with possible
'implications under the Americans with Disabilities Act'(ADA).

The Transitional Duty assignment process is as follows:

A. An initial medical assessment of the injured employee is completed by the Treating Physician in
order to determine {1) the work restrictions imposed, and (2) the estimated duration of the recovery period.
The results of the written medical assessment are provided to the Nurse Case Manager for review. The
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Nurse Case Manager will consult the Treating Physician if any clarification is necessary. The Employer will
maintain an updated copy of all job descriptions and will forward job descriptions to the Nurse Case
Manager for review as part of the assessment process.

B. The NCM will contact the TDC to discuss the results of the initial medical assessment, and whether
ot not the injured employee is a candidate for a Temporary Duty assignment, and, if so, what Temporary
Duty assignments are available. The TDC will consider the employee's skills, knowledge, abilities, risks (if
any) to the motoring public or other employees, in addition to the physical limitations set forth by the TP.
The following skills may be necessaty to participate in a transitional duty assignment:

Sit or stand for some tasks

Understand and follow directions and procedures

Accept direction and function cooperatively

Communicate effectively and coherently using telephone, or when initiating or responding to
verbal communication

e.  Read and understand documents

f.  Exercise independent judgment.

e op

If the injured employee is not a candidate for an assignment, the NCM will review the case after each
medical appointment with the Treating Physician to determine if the injured worker's status has changed,
and if so, the NCM will contact the TDC.

It is extremely important for the TDC to communicate with the NCM regarding the employec's disposition
relative to a Temporary Duty assignment.

C. If a work assignment is available, prior to an assignment, the injured worker will meet with the TDC
to go over the work assignment, what the expectations are, and any other concerns the injured worker may
have. If necessary, the TDC shall arrange for training for the IW. During that meeting, the IW will be given
the Letter Offering Transitional Duty Assignment. The IW will be asked to sign the letter acknowledging
his/her acceptance OR rejection of the work assignment. If the IW declines the assignment, he/she will be
directed to state the reasons in writing on the letter, and the TDC shall notify the IW that failure to accept
the TD assignment may adversely affect his/her ability to collect worker s’ compensation temporary
disability benefits. If the injured worker's objection is based on a disagreement with the Treating Physician's
or Nurse Case Manager's work-related restrictions, the TDC shall discuss the case with the NCM and, if
necessary the TP, prior to making a final decision. The decision of the TDC will be final, and shall be
communicated to the IW and NCM.

D. The TDC will review ALL assignments in 14 day intervals, and, if necessary meet with the injured
worker. The NCM shall update the TDC on the employee's medical status after each medical visit. If it
appears as if the JW will not be able to return to work after the initial 60 to 90 day (NOTE: CHOICE OF
THE EMPLOYER) limit, the TDC will consult with the NCM, and, if necessary, the TP, to determine
whether the assignment should be continued until the employec reaches maximum medical improvement
(MMI) OR until the employee can return to work to his/her former position without restrictions.

CONFLICT OF INTEREST POLICY

Employees including Township officials must conduct business according to the highest ethical standards of
public service. Employees are expected to devote their best efforts to the interests of the Township. Violations

of this policy will result in appropriate discipline including termination.
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The Township recognizes the right of employees to engage in outside activities that are private nature and
unrelated to Township business. However, business dealings that appear to create a conflict between the
employee and the Township's interests are unlawful under the New Jersey Local Government Ethics Act. Under
the Act, certain employees and officials are required to annually file with the Township Clerk a state mandated
disclosure form. The Township Clerk will notify employees and Township officials subject to the filing
requirements of the Act.

A potential or actual conflict of interest occurs whenever an employee including a Township official is ina
position to influence a Township decision that may result in a personal gain for the employee or an immediate
relative including a spouse or significant other, child, parent, stepchild, sibling, grandparents, daughter-in-law,
son-in-law, grandchildren, niece, nephew, uncle, aunt, or any person related by blood or marriage residing in an
employee's household. Employees are required to disclose possible conflicts so that the Township may assess
and prevent potential conflicts. If there are any questions whether an action or proposed course of conduct
would create a conflict of interest, immediately contact the Manager or the Township Solicitor to obtain
clarification.

Employees are allowed to hold outside employment as long as it does not interfere with their Township
responsibilities. Employees are prohibited from engaging in outside employment activities while on the job or
using Township time, supplies or equipment in the outside employment activities. The Manager may request
employees to restrict outside employment if the quality of T ownship work diminishes. Any employees who
holds an interest in, or is employed by, any business doing business with the Township must submit a written
notice of these outside interests to the Manager.

Employees may not accept donations, gratuities, contributions or gifts that could be interpreted to affect their
Township duties. Under no circumstances accept donations, gratuities, contributions or gifts from a vendor
doing business with or seeking to do business with the Township or any person or firm seeking to influence
Township decisions. Meals and other entertainment valued in excess of $5.00 are also prohibited. Employees
are required to report to the Manager any offer of a donation, gratuity, contribution or gift including meals and
entertainment that is in violation of this policy.

JOB DESCRIPTION POLICY

A job description including qualifications shall be maintained for each position pursuant to New Jersey
Department of Personnel guidelines. Job titles are based on job qualifications, level of responsibility, difficulty,
working conditions, skill, hazard, and amount of supervision required for the specific job title. Job
specifications are used to describe examples of work for a particular title that are for illustrative purposes only
and include a descriptive summary of duties and responsibilities of the position.

Job specifications are distributed to new employees or whenever there is a change in title. Since the job
specifications do not describe all duties performed, assignments of specific duties are the responsibility of the
supervisor. Copies of job specifications are available upon request

. NO SMOKING POLICY

The New Jersey Legislature has declared that in all governmental buildings the rights of non- smokers to
breathe clean air supersedes the rights of smokers. In accordance with State law, the Township has adopted a
smoke-free policy for all buildings. Township facilities shall be smoke- free and no employee or visitor will be
permitted to smoke anywhere in Township buildings. Employees are permitted to smoke only outside
Tawnship buildings and such locations as not to allow the re-entry of smoke into building entrances. Smoking
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inside vehicles owned by the Township and near equipment that may be sensitive to smokKe is also prohibited.
This policy shall be strictly enforced and any employee found in violation will be subject to disciplinary action.

VIDEO SURVEILLANCE

The Township may install video surveillance camera systems within public buildings and throughout public
areas within the Township, primarily as visual deterrents of criminal behavior and for the protection of
employees and municipal assets. In implementing these video camera systems, the Township will ensure
compliance with federal, state and local laws governing such usage.

The Township's video surveillance camera systerns are a significant tool to which the employees of the
Township will avail themselves in order to complete the goals and objectives of the Township. Employees are
only permitted to use the video surveillance camera systems for a legitimate purpose and with proper
authorization. The Manager's designee will be responsible for authorization of users. The improper use of these
systems can result in discipline up to and including termination.

No employee is permitted to view, continually watch, search, copy or otherwise use one of the Township's
video surveillance camera systems or tamper with access, archive, alter, add to, or make copies of any data that
has been recorded and stored within any of these systems without a specific legitimate purpose and (2)
permission form the Township Manager.

The Manager shall designate a person to be responsible for the maintenance and administration of the video
surveillance camera system. Such designee will be responsible for maintaining a user access log detailing the
date and name of individuals who view/access a stored recording.

Any employee who becomes aware of any unauthorized disclosure of a video record in a contravention of this
policy and/or a potential privacy breach has the responsibility to ensure that the Township Manager is
immediately informed of such breach.

The bulletin boards located in the Township administrative building and other facilities are intended for official
notices regarding policies, procedures, meetings and special events. Only personnel authorized by the Manager
may post, remove, or alter any notice.

EMPLOYMENT APPLICATION FORM POLICY

The Township will provide a standardize employment application to be utilized for all job applicants. The
Township considers applicants for all positions without regard to race, color, religion, creed, gender national
origin, age, disability, marital or veteran status, sexual orientation, or any other legally protected status.

The Township relies upon the accuracy of information contained in the employment application. A Background
check is mandatory upon offer of employment for all positions. Any misrepresentations, falsifications, or
material omissions in any of this information or data may result in the exclusion of the individual from further
consideration for employment or, if the person has been hired, termination of employment.

TRAINING/EDUCATION/TRAVEL REIMBURSEMENT

The Township will provide training to all employees in the proper use and safety of any equipment required in
the performance of job duties. The Township encourages employees to attend seminars, conferences and
courses providing information and instruction relative to the performance of duties including administrative
and statutory requirements. The employee must receive approval from the department head prior to
submitting an application to attend any aforementioned program. The “Seminar/Conference Request” form
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must be submitted prior to commitment. Said form must be approved by the Department Head and the
Township Manager

The Township will pay for the cost of approved program fees subject to available budget appropriations. Use of
a Township vehicle for transportation to an approved program is allowed, with prior approval.
Reimbursement for travel expense is available for the following:

e Mileage - when personal vehicle is used, at the current IRS rate, with mileage worksheet
¢ Tolls -amount paid, with receipt
¢ Parking - amount paid, with receipt
e Meals -up tothe following amounts:
o $7.00 breakfast, with detailed receipt -for classes which require overnight accommodations
only-
o $10.00 lunch, with detailed receipt -
o  $17.00 dinner, with detailed receipt - when class is scheduled for 8 hours or more out of
County for classes which require overnight accommodations only

Overnight accommodations may be reimbursed in certain circumstances, with prior approval from the
Township Manager. All reimbursements are subject to available budget appropriations and prior approval
from the department head.

Payment to eligible employees for approved college credits is covered in the collective bargaining
agreement(s), if applicable.

Township sponsored and required training shall generally be arranged during regularly scheduled work hours.
A department head may change the standard work hours to accommodate or require attendance at such
training activities.

Such required training shall be recorded as "training" time worked.’

When Training for a certification or other training in addition to required training, at a college or certified
training facility that requires payment for said training, it shall be the responsibility of the Township Employee
receiving the training to complete the course with a passing grade. If the employee does notreceive a passing
grade, it is the responsibility of the employee to reimburse the Township for all costs associated with the
training unless their direct Supervisor and the T ownship Manager have agreed to an exception. (10/01/2007)

For training/educational programs that are sponsored by someone other than the Township, an application is
submitted to the department head for approval. Itis the responsibility of the department head to determine
adequate budget appropriations, personnel scheduling and appropriateness of program content when
authorizing application. If application is approved, a requisition is submitted by the department head to
appropriate the funds necessary to pay program fees. The purchase order is sighed by the Treasurer and the
Township Manager and returned to the department. The application may then be sent to the appropriate
vendor.

The Township will permit employees attending authorized training/educational programs to count those hours
as "training” time worked.

W,

If overtime is earned due to training, the employee should notify the department head as soon as possible.
Every effort should be made to use the time earned prior to the end of that pay period.

For reimbursement of travel expenses, submit a completed reimbursement worksheet signed by the
department head along with receipts and a completed requisition.
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RESIGNATION POLICY

An employee who intends to resign must notify the Department Head in writing at least two weeks in advance.
After giving notice of resighation, employees are expected to assist their supervisor and co-employees by
providing information concerning their current projects and help in the training of a replacement. During the
last two weeks, the employee may not use paid time off except paid holidays. The payroll department will
prepare an Employee Action form showing any pay or other money owed the employee. The Manager or
his/her designee will conduct a confidential exit interview to discuss benefits including COBRA options,
appropriate retirement issues and pay due. A COBRA notification letter will be sent to the employee's home
address. The exit interview will also include an open discussion with the employee. On the last day of work, and
prior to receiving the final paycheck, the employee must return the Employee Identification Card, all keys and
equipment. At this time, the employee will sign the termination memo designating all money owed and this
memo will be retained in the official personnel file.

RETIREMENT POLICY

Under State law, all employees must enroll in the New Jersey Public Retirement System, DCRP or the Police and
Fire Fighters Retirement System as applicable. The employee's contribution to the Plan will be deducted from
the employee's pay. An employee who has completed the required number of years and who has reached the
required age under the Plan may retire by notifying the Department Head in writing. The State retirement
plans request six months advance notice to process the application. After giving notice of retirement,
employees are expected to assist their supervisor and co-employees by providing information concerning their
current projects and help in the training of a replacement. The Payroll Department will prepare an Employee
Action form showing any pay or other money owed the employee. The Township Manager, or his designee, will
conduct a confidential exit interview to discuss benefits including COBRA options, appropriate retirement
issues and pay due. A COBRA notification letter will be sent to the employee’s home address. The exit interview
will also include an open discussion with the employee. On the last day of work, and prior to receiving the final
paycheck, the employee must return the Employee identification Card, all keys and equipment. At this time, the
employee will sign the termination memo designating all money owed and this memo will be retained in the
official personnel file.

OPEN PUBLIC MEETINGS ACT PROCEDURE CONCERNING PERSONNEL MATTERS (RICE
NOTICE)

Discussions by the governing hody of the Township of Lower concerning appointment, termination, terms and
conditions of employment, performance evaluation, promotion or discipline of any current or prospective
officer or employee shall be in closed session unless the individual requests in writing that the discussion be
held in open session. Such request must be granted. Prior to the discussion by the governing hody of the
Township of Lower concerning such matters, the Clerk shall notify the affected person(s) of the meeting date,
time and place, the matters to be discussed and the person's right to request that the discussion occur in open
sessior. In the event more than one person is affected by the discussion and one of the affected persons does
not request that the discussion be in open session, then the discussion shall be in closed session. If the
individual(s) does not request that the discussion be held in open session, the governing body of the Township
of Lower may at its sole discretion invite the affected individual(s) to'attend the applicable portion of the closed
session.
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TOWNSHIP OF LOWER
NOTICE OF PERSONNEL DISCUSSION

RICE NOTICE

To:

Address:

This is to notify you, pursuant to the Open Public Meeting Act, that the (body name) plans to discuss the subject
matter(s) checked below relating to your employment.

Application for Employment
Promotion or Transfer
Compensation

Performance Evaluation
Special Leave Request
Grievance

Discipline

Possible Termination
Other(Specify):

e o @& o @O

. & B

The discussion will take place at the following meeting(s):

Date of Meeting(s):

Time:

Location:

The discussion will be in closed session, not open to the public, unless before the meeting the Township, the
Township Clerk receives a request, in writing, in which you ask that the discussion be held in public. If the
discussion will affect other employees or potential employees, it may be closed to the public unless all such
affected persons submit such signed requests. You are not required to attend this meeting.

Notice Date:

Signed: . Date:
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INITIAL EMPLOYMENT PERIOD PROCEDURE

Except where State Requirements direct otherwise, new employees (or present employees transferring to new
positions) will be hired subject to a three month working (provisional) test period specified in the Employee
Evaluation Policy. The working test period shall begin on the date of regular employment. During the working
test period, an employee shall perform the duties of the title for which appointment was made with training
and guidance from the supervisor. At the end of the working test period, the supervisor will conduct an
employee evaluation. New employees may be discharged at any time during this period if the Township
Manager concludes that the employee is not progressing or performing satisfactorily.

112




SECTION FIVE: FORMS AND NOTIFICATIONS
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LEAVE REQUEST

114

LOWER TOWNSHIP
LEAVE REQUEST/REPORT
NAME
DATE: TYPE OF HEQUEST/REPORT _

‘ VACATION LEAVE REQUEST [] SICKLEAVE REPORT [
TOTAL TIME: SPECIAL LEAVE REGUEST [ LINE OF DUTY INJURY [
ETART: END: RETURN TO WORK DATE: SHIFT:

MONTH s |m |7 |w T {F {8 |5 |[M |7 [W T (F IS

HOURS

HOURS

HOURS

REASON FOR SPECIAL LEAVE: PERSONAL DA OTHERL]

EXPLANATION, |

EMPLOYEE SIGNATURE: RECOMMEND AFEROVAL
APPROVALIDISAPPROVAL A

DiSAPPROVAL

COMMENTS:

Added to Ernplqyee’s Recordl_|

. Leve Request




Name: Date of Request:

Department:

Seminar/Conference Name: Dates: From _ to

Location: Number of Work Days out of the Office

My attendance at this seminar/conference will benefit the Township in the following manner:

Seminar/Conference Cost: Budget Appropriation:

Township Vehicle Requested: Yes No

ANY ADDITIONAL COSTS MUST BE APPROVED BY TOWNSHIP MANAGER PRIOR TO COMMITMENT

** Training Request: Name of Class Date:

Location of Class:
** Training will be covered per the Personnel Policy

| acknowledge that | am voluntarily attending this seminar for information gathering and educational
fraining. | will not receive any overtime compensation or additional days off for my attendance. | also
acknowledge that any Training Request will be covered per the Personnel Policy

Employee Signature:

Department Head Signature Approved Not Approved

Manager Signature: Approved Not Approved
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CONSCIENTIOUS EMPLOYEE PROTECTION ACT

Employer retaliatory action; protected employee actions; employee responsibilities

1. Newlersay law jrohibite an-emplayer from takihg any retafiatory action agjainst s emplayes becauze the employes
doea any of the following: '

a, Discloses, or threalans 1o discioss, to & sipervisor of 10 4 public body an activity, palicy or practics of tha
amployer of snother emgloyer. with whom there is a businese ratationship, that the employes resaonably balieves:
fain vielation of a faw, ora fule o regulation issuad under ihe 8w, or, in the case of an employse who'ia a
hidenasd or conifiad heslth cate prafsesiona, fedeonably believds eondsittites improper quality of patient care;

b. Provides informasion 1o, or fatifies befors, any publie body conducting en iwastigation, hearing or inquiry to any

iokation of law, or a nale or regulation Isaued under.the law by the empkayed or another employer, with whom there
I8 0 businaas relationshiip, of, in the case of an employss wha s g Ticansad of cerified health care profeasional,
providaa information 1o, of 1esiifias bafare, any public body conducting on inveatigation, haaring or inquiry into
quality of patient care; o '

¢. Providea information involving dacaption of, o misrapresantation 10, any sharsholdess, investor, client, patient,
customer, employse, former amployes, reties OF panainer of the employer or any governmantal entity.

d. Provides informaticn regarding ony parcaived criminal pr fraudulsnt ammitypolmy or practioe of docagtion or
niiaraesentation which the employes resscnably believea may defraiid any sharaholder, inveator, client, patient,
customer, eimployes, fanter smployes; 1efites of pensianaf of the employer or any govammental entity,

. Objects to; or fafuses ko paricipats in, any activity, policy or prattice which the eniployse reasonably believes:

{1} ke i1 wiciation of a law, or a rul or fagulation issued undar the iow o, if the amployae js a lieensed of
cartfiad heaith cars professional, conatitutes improper quality of patient cars;
(2 12 fraidulent or crirninal; of
@is imqmpnii,biaﬁ&ii cizaf mandate of public paficy concatning the public health, sakaly of welfara of
" protection of the smwirenmant. N.J.S.A_ 34:19-3. ' ' :
2. The protection agairet retaliation, when a disloeure i mada to & puiblic body, does not apply uniesa the employes
hm_b_rpugm the activity, policy or practice to ma;ar‘lenﬁm of a aupernvisar of the employes by wriltan natice and givan

Tha smployér a raisonabla apportimity to cotrect the activity. poliay o7 prattios. Howaver, diaciosura ia ot required

whate the employes reasonably believes that the asthity, policy of practice ia friown to one of mome auparviaors of

the amployer of whare the employea feaara phyaics! hatm oz a result of the discloaurs, pravided that the situation is
emergency in nature,

CONTACT INFORMATION
Your employef ias designated the fofiowing tomact pataon
to 1ecaive Wiften posfications, pursiiant to paragraph 2 sbove (NLJ.S A 33:10-4):
Michael Laffey '

Name: . :
ame “ZoU Bayshore R

Addresa;

Viflas, NJ 08751
Tolsphone Number, 505-886-2005 ext, 133

This notice must be conspleuously dispiayed.

Once sach year, employerz wih 10-ormore employsss must distibute notice of iz inw to thelr smploysss.
1 you niead thia documient in a language other than Engfish br Spanish, please eali 609-202.7632

Mer st
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FAMILY LEAVE INSURANCE

'Na&w Jersoy Department of Laper an Jayalopment

Yeur'em;}'ioyér_ié subjectto the

Family Leave Insurance
provisions of the New Jersey Temporary Disabilty Benefils Law

Néw Jorsey law provides tp to 6 weoks of family lsava insurance bensfits. Beginning July 1, 2020, the faty will
aflow up to 12 weeks of continuous family leave or 66 days of inteimittent leave. Employees who are coverad by
family leave insurance can apply for banefits to: '

» Bond with a child within 12 months of the chikd's birth or placement by adoption or fostar care. The
applicant, or the applicant's spouse or domastic or ¢ivil Union partner, must bs tho child's bialogical,
adoptive or foster parent, uniass a suITogate carried the child. '

» pare for afamily member with a safious health candition. Supporting documentation from & health cam
providar is mandatory. ‘

» carp for.a victim of damestic. violence or a sexually violent offence of for a victim's family mesiber.

“Family member” means a child, parent, parent-in-iaw, sibling, grandparent, grandchild, spousa, domestic

partney, civl union pariner, and any other parson related by blood 1o the employesa of with whom the

employes has a close association that is the equivalent of a family relationship.

*Child” means a biological, adoptad, or foster chitd, stapchild or fagal ward of a parent. A child gained by way

of & valid written contract betwean the parent and a sumogate {geatational carmio s included in this definition.

State Family Leave Insurance Plan (“state plan™

You can get program information and an application for family [8ave benefits {form FL-1) online at
mylsavehenafits.nj.gav, by phone at 603-282-7060, or by mail: Division of Family Leave Insurance, RO.Box:
487, Trenton, i) DBE25-0387.

New mothers who teceive temporary disability benefits through the state plan for their pregnancy will gat
instructions on how to fila for family lsave benefits after the child is bom. ’

Privato Family Leave Insurance Plan (“private plan™

An amployar may provide family leava insurance throught a private insurance cairiel, if this Divizion dpproves the
plan. If your employer has an approved private plan, your smployer must provida information about coverage
and provide the forms to apply for benefits. '

Who pays for Family Leave insurance?

‘Payroll contributions from employses finanice this program. Family leave insuranice coverage under the state
plan will requite contributions to be deducted from employee Wages. The dedictions must be noted on the
emplayes’s pay anvelops, paycheck; oron soms othiar form of notice. in 2018, the taxable wage hasa'fqrffarnily
Ierive insurance benefita is the same as the taxable wage basa for unsmployment and temporary disability
insurance.

Enforcad by? MJ Deariment of Labof and Workioroe Development MEW 0Ly BERARTMENT OF
‘Division of Temporary Hisabiity Insyrance, PO Box 387, Trenfon, N dasgs-0387 X\

This and other required ExTipioyer posIers are svsiiabie frae onlinie ot o govikaboc, of from A\

the Gifceof Donstiheant Retations, PO Bax 110, Trewmton, N4 MB;O’!W H] _309-77.7-'32;30_ .

Tive tiew dersey Deparant bf Labor and Worklore DeveldpmEnt & ai qusl oppoftuily

Empioyer with Egusl DPpOMRty BrOGrams. Awdiary akis and S2vices afe svaiahla upon
TRquest 1o WKihiduals with disabidies. ’ '

LA A WO PP ERU
nj.gov/labor

Display this poster in a conspicuous place PR D)
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GENDER EQUALITY

R.igfht to "be Fte__e._o:f Gender Inequity

or Bias in Pay, Compensation, Benefits
or Other Terms and Conditions of Employment

New Jersey and federal laws prohibit employers from discriminating against an individual with
respsct to histher pay, compensation, benefits, or terms, conditions or privilages of amployment
bacause of the individual's sex.

FEDERAL LAW

Tate Vi of the Civil Rights Act of 1964 prohibits gmpioymsn; discrimination based on, among other things,
an individual's sex. Title VH ¢laims must be filed with the United States £qual Employment Opportunity
Commission (EEQC) belore they can be brought in count. Remediés under Titlz Vil may mclude an order
restraining untawful discrimination, back pay, and compensatofy and punitive damages.

The Equal Pay Act of 1963 (EPA) prohibits discrimination in compengation based on sex. EPA claims can be
fitad efther with the EECC o1 directly with the count. Remedies under th EPA may include the amount of the
salafy of wages due from the employer, plus an additional equal amount as tiquidated damages.

Please be mindful that in order for a disparity in compensation based on sex 1o be actionable under the EPA,
it must be for equal work on jobs the pérformance of which requires aqual skill, éffort, and 1esponsibfiity, and
which are performed under similar working conditions.

Thete ate shict tme limis for fii'gng charges of employment disciimination. For furthet information, contact the
EEOQC at 800-669-4000 o1 at W 2e0C GOV,
NEW JERSEY LAW

The New Jersey Law Against Discrimination {LAD) prohibits employment digerimination based on, among other
things, an individual’s sex. LAD cldims can be filed with the New Jersay, Divigion ont Clvil Rights (NJDCH) of
directly in coutt, Remedies under the LAD may include an order restraining unlawful discrimination, back pay,

and compensatory and punitve damages.
Angther Stats law, N8 A 34:11-56.1 etseq,, prohibils discrimination in the rate of method of payment of

‘wages 16 an employee because of his of her sex. Claims under this wage discrimination faw may be led with
the New Jersey Department of Labor and Workforce Development (NJOLWD) or directly in court. Remedies
gndgl,mis law mnay include the full amount of the salary or wagas owed, plus an additional equal amotnt as
Tiquidated damages.
Please be mindfid that undet the State wage discriminafion law a ditferential in pay between employees baged
on a reasonable {acior of factors othes than sex shall net constitute discrimination.

There are shict time fimits for filing charges, of employmenit discrimination. Fot more information regarding LAD
claims, contact the NJDCR at 609-202-4605 or at www.nicivilrights gov. For information concaming N.J.8.A.

'34:11-56.1 et Seq., contact the Division of Wage and Houi Compiiance within the NJDLWD at 609-292-2305 or
A -y conact , & and g L- W redetedis

This notice must be conspicuously displayed.

WEW JERAEY CRPAR THERT OF

N/D

| AR AN WIS 00 CE VAL it
AD-200(114) nj.guylliaboar
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EMPLOYER OBLIGATION TO MAINTAIN AND REPORT RECORDS

New Jersey Department of Labor and Workforce Development

Chapter 194, Laws of New Jersey, 2009, Relating to

Employer Obligation to Maintain and Report Records

Wage Payment Law (N.J.S.A. 34:11—4.1 et seq.} and Wage
and Hour Law {N.1.5.A. 34:11---56a et seq.)

Each employer must keep a record of each employee which contains the following information:

. The name of the employee;

. The address of the employee;

. The hirth date of the employee if the employee is under the age of 18,

_ The total hours worked by the employee each day and each workweek;

. The earnings of each employee, including the regular hourly wage, gross to net amounts with itemized

deductions, and the basis on which wages are paid;

6. Regarding each employee who receives gratuities, the total gratuities received by the employee during the
payroll week;

7. Regarding each employee who receives gratuities, daily or weekly reports completed by the employee containing
the following information: (a) the employee’s name, (b} the employee’s address, {c) the employee’s social
security number, (d) the name and address of the employer,

8. The calendar day or week covered by the report, and (f} the total amount of gratuities received; and

9. Regarding each employee for whom the employer claims credit for food or lodging as a cash substitute for the

employee who receives food or lodging supplied by the employer, information substantiating the cost of

furnishing such food or lodgings, including but not limited to the nature and amount of any expenditures entering
into the computation of the fair value of the food or lodging and the date required to compute the amount of the
depreciated investment in any assets allocable to the furnishing of the lodgings, including the date of acquisition
or construction, the original cost, the rate of depreciation and the total amount of accumulated depreciation on
such assets.

o W

The employer may use any system of time keeping provided that it is a complete, true and accurate record.
The employer must keep the wage and hour records described above for a period of six years.
The employer must keep the wage and hour records described above at the place of employment or in a central office

in New Jersey.

Prevailing Wage Act (N.J.S.A. 34:11---56.25 et seq.}

The Prevailing Wage Act applies to employers pnly under certain circumstances.

Specifically, it applies only when an employer enters into a contract in excess of the prevailing wage contract
threshold amount for any public work (as the term “public work” is defined at N.J.S.A. 34:11---56.26) to which any
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public body is a party or for public work to be done on a property or premises owned by a public body or leased or to
be leased by a public body.

Each public works contractor must submit to the public body or lessor which contracted for the public works project a
certified payroll record containing the following employee information:

Name;

Address;

Social security number;

Craft or trade;

Actual hourly rate of pay;

Actual daily, overtime and weekly hours worked in each craft or trade;

Gross pay;

ltemized deductions;

. Net pay paid to the employee; ‘
10. Any fringe benefits paid to approved plans, funds or programs on behalf of the employee; and
11. Fringe benefits paid in cash to the employee.

©CENOU R W

Each public works contractor must, within 10 days of payment of wages, submit the certified payroll record to the
public body or the lessor which contracted for the public works project.

Each public works contractor which employs one or more apprentices on a public works project must maintain with
its records written evidence that the apprentice or apprentices are registered in an approved apprenticeship program
while performing work on the project.

Unemployment Compensation Law {N.J.S.A. 43:21---1 et seq.),
Tempotrary Disability Benefits Law (N.J.S.A, 43:21---25etseq.)and

Family Leave Insurance Benefits Law, P.L. 2008,c.17.

Payroll records: Each employing unit must maintain a record for each worker engaged in employment, which record
must contain the following information about the worker:

1. Full name, address and social security number;

2. Total remuneration paid in each pay period showing separately cash, including commissions and honuses; the
cash value of all compensation in any medium other than cash; gratuities received regularly in the course of
employment if reported by the employee, or if not so reported, the minimum wage rate prescribed under
applicable laws of this State or of the United States, or the amount of remuneration actually received by the
employee, whichever is higher, and service charges collected by the employer and distributed to workers in lieu
of gratuities and tips;

3. Anentry under the heading “special payments” of the amount of any special payments, such as bonuses and

gifts, which have been paid during the pay period but which relate to employment in a prior period. The

following shall be shown separately under this heading: cash payments, cash value of other remuneration, the
nature of such payments, the period during which the services were performed for which special payments were
payable;

The date hired, rehired and returned to work after temporary layoff;

The date separated from employment and the reason for separation;

Such information as may be necessary to determine remuneration on a calendar week basis; and

The number of base weeks {as the term “base week” is defined in N.L.S.A. 43:21---19(t}} and wages.

N oo
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All records referred to in 1. through 7. above must be kept safe and readily accessible at the New Jersey place of
business of the employing unit.

All records referred to in 1. through 7. above must be retained for the current calendar year and for the four
preceding calendar years.

Once an employer becomes inactive, the employer must keep all records referred to In 1. through 7. above for the
subsequent six quarters.

Wage reporting: Each employer (other than employers of domestic service workers) must electronically file a WR---30,
“Employer Report of Wages Paid,” with the Division of Revenue, within the Department of the Treasury, within 30
days after the end of each quarter, The WR-~-30 lists the name, social security number and wages paid to each
employee and the number of base weeks worked by the employee during the calendar quarter.

Each employer of domestic service workers {as the term “domestic service worker” is defined at N.J.A.C. 12:16-—
13.7(b})) must file an annual, rather than quarterly, WR---30 with the Division of Revenue, within the Department of the
Treasury.

Contribution reporting: Each employer {other than employers of domestic service workers) must electronically file an
NJ---927, “Employer’s Quarterly Report,” with the Division of Revenue, within the Department of the Treasury, and

remit the corresponding unemployment insurance, supplemental workforce fund, workforce development partnership
fund, temporary disahility insurance and family leave insurance contribution payments, within 30 days after the end of
each quarter. The NJ---927 lists the total of all wages paid, the wages paid in excess of the taxable maximum, the
taxable wages on which contributions are due, the number of workers employed during the pay period, the number of
workers insured under a “private plan” for temporary disability insurance and the number of workers insured under a
“private plan” for family leave insurance.

Each employer of domestic service workers (as the term "domestic service worker” is defined in N.J.A.C. 12:16---
13.11{c}) must file an annual, rather than quarterly, NJ--927H, “Domestic Employer’s Annual Report,” with the Division
of Revenue, within the Department of the Treasury.

Temporary Disability Insurance and Family Leave Insurance information: Each employer must retain all records
pertaining to any election to discontinue a private plan for temporary disability insurance and/or family leave
insurance benefits and must make such records available for inspection by the Division of Temporary Disability
Insurance for a one---year period from the date that the private plan is terminated.

Each employer having a private plan for temporary disability insurance and/or family leave insurance must, within 10
days after the Division of Temporary Disability insurance has mailed the employer a request for information with
respect to a period of disability, furnish the Division with any information requested or known to the employer which
may bear upon the eligibility of the claimant.

Each employer having two or more approved private plans in effect during a calendar half---year or any portion thereof
must, oh or before the 30" day following the close of the calendar half—-year, file a report showing the amount of
taxable wages paid during such calendar half--year to employees while covered under each such private plan.

fach employer who provides temporary disability insurance to its employees through a self-—insured private plan
must, for the six-—month periods ending June 30 and becember 31 of each calendar year during which the self--insured
private plan is in effect, file a statement with the Division of Temporary Disability Insurance, on or before the 30% day
following the end of the respective six-—-month period showing:

1. The number of claims received during the six---month period,
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2. The number of claims accepted during the six---month period,

The amount of benefits paid during the six---month period, and

4. Such other information as the Division of Temporary Disability Insurance may require with respect to the
financial ability of the self-—-insurer to meet the self—insured’s obligations under the plan.

W

On or before the 30t day following the close of each calendar year during which a seff—insured private plan for
temporary disability insurance is in effect, the employer must file a report with the Division of Temporary Disability
insurance showing:

12. The amount of funds available at the beginning of that year for payment of disability benefits,
13. The amount contributed by workers during that year,

14. The amount contributed by the employer during that year,

15. The amount of disability benefits paid during that year,

16. Direct cost of administration of the plan during that year, and

17. The number of employees covered by the plan as of December 31.

Each employer who provides family leave insurance toits employees through a self-—-insured private plan must forthe
one—year period ending December 31 of each calendar year during which a self-—insured private planis in effect filea
statement with the Division of Temporary Disability Insurance, on or before the 30 day following the end of the one---
year period showing the following information with regard to each of the following types of claims: care of asick child,
care of a sick spouse, care of a sick domestic partner, care of a sick civil union partner, care of a sick parent, bonding by
biological parent with a newborn child, bonding by domestic partner or civil union partner of biological parent witha
newborn child, bonding by individual with newly adopted child:

The number of claims for family leave insurance benefits received during the one--year period,

The number of claims for family leave insurance benefits accepted during the one---year period,

The number of workers who received family leave insurance benefits during the one-—year period,

The amount of family leave insurance benefits paid during the one—year period,

The average weekly family leave insurance benefit during the ane—-year period,

The amount of sick leave, vacation leave or other fully paid time, which resulted in reduced benefit duration

during the one-—year period, ,

7. With regard solely to family leave insurance benefit claims to care for sick family members, the amount of
intermittent family leave insurance benefits paid during the one-—-year period, and

8. The average duration of family leave insurance benefits, in days, during the one--year period.

S

The information reported in 1. through 8. above must be proken down by sex and by age group, beginning at 25 years
and under and increasing in increments of 10,

On or before the 30t day following the close of each calendar year during which a self-—insured private plan for family
leave insurance is in effect, the employer must file a report with the Division of Temporary Disability Insurance
showing:

The amount of funds available at the beginning of that year for payment of family leave insurance benefits,
The amount contributed by workers during that year,

The direct cost of administration of the plan during that year,

The number of employees covered by the plan as of December 31, and

Such other information as the Division of Temporary Disability Insurance may require with respect to the
financial ability of the seff—insurer to meet the self-—insured’s obligation underthe plan.
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Workers’ Compensation Law (N.J.S.A. 34:15--1 et seq.)

Upon the happening of an accident or the occurrence of any occupational disease, an employer who has insurance
coverage or utilizes a third—-party administrator shall promptly furnish the insurance carrier orthe third---party
administrator with accident or occupational disease information.

Within three weeks after an accident or upon knowledge of the occurrence of an occupational disease, every
insurance carrier, third---party administrator, statutory non-—insu red employer, includingthe State, counties,
municipalities and school districts, and duly authorized self—insured employer not utilizing a third---party administrator
must file a report designated as “first notice of accident” in electronic data interchange media with the Division of
Workers’ Compensation through the Compensation Rating and Inspection Bureau in a format prescribed by the
Compensation Rating and Inspection Bureau. When filed by an insurance carrier or third-—party administrator, the
report must also be sent to the employer. If the employer disagrees with the report, the employer may prepare and
sign an amended report and file the amended report with the insurance carrier or third—-party administrator. The
amended report must then be filed electronically with the Division through the Compensation Rating and Inspection
Bureau.

Every insurance carrier providing workers’ compensation insurance and every workers’ compensation self—insured
employer shall designate a contact person who is responsible for responding to issues concerning medical and
temporary disability benefits where no claim petition has been filed or where a claim petition has not been answered.
The full name, telephone number, mailing address, email address and fax number of the contact person must be
submitted to the Division of Workers' Compensation utilizing the Division’s contact person form in the manner
instructed on the form.

Each employer, when directed to do so by the Division of Workers’ Compensation, must submit to the Division of
Workers' Compensation capies of such medical certificates and reports as it may have on file,

Gross Income Tax Act (N.J.S.A. 54A:1--1 et seq.}
Employer’s Quarterly Report: The Employer’s Quarterly Report, NJ---927, reports New Jersey Gross Income Tax

withheld, unemployment insurance, supplemental workforce fund, workforce development partnership fund, family
leave insurance and temporary disability insurance wage and withholding information.

Each employer is required to electronically file an Employer’s Quarterly Report, NJ---927, for each calendar quarter,
regardless of the amount of tax actually due for a particular quarter. Quarterly reports are due on the 30th day of the
month following the end of each quarter.

Employers of “domestic service workers” may report and pay New lersey Gross Income Tax withheld on an annual,
ratherthan guarterly, basis onan NJ-—-927H.

Records to be kept: Every employer is required to keep all pertinent records available for inspection by authorized
representatives of the New Jersey Division of Taxation. Such records must include the following:

The amounts and dates of all wage payments subject to New Jersey Gross Income Tax;
The names, addresses and occupations of employees receiving such payments;

The periods of their employment;

Their social security numbers;

Their withholding exemption certificates;

The employer’s New Jersey Taxpayer |dentification Number;

rRecord of weekly, monthly, quarterly remittances and/or returns and annual returns filed;

Noon N E
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8. The dates and amounts of payments made; and
9, Days worked inside and ouiside of New lersey for all nonresident employees.

ContactInformation

fan employee or an employee’s authorized representative wishes to contact a State representative in order to provide
nformation to or file a complaint with the representative regarding an employer's possible failure to mest any of the
equirements set forth above, he or she may use the following contact information:

“or possible faflure to meet the record keeping or reparting requirements of the Wage Payment Law, Wage and Hour Law or
‘revailing Wage Act:

hane: - 609--292—-2305

—maik wagehour@dol.nj.gov

vail: New Jersey Department of Labor and Workforce Development Division
»f Wage and Hour Compliance

1.0. Box 383

‘renton, NI 08625—0389

‘or possible failure to meet the record keeping or reperting reguirements of the Unemployment Compensation Law,
‘emporary Disability Benefits Law or Family Leave Insurance Benefits Law:

'hone: 603—292—-2810

—miait: emplaccts@dol.nf.gov

Aail: New lersey Department of Eabor and Workforce Development Division
f Esnployer Accounts

0. Box 947

renton, NI 08625—0947

or possible failure ta meet the record keeping or reporting requirerents of the Workers’ Compensation Law: Phone:
600—202--2515

—mail: dwe@dol.nj.gov

Azil: New Jersey Department of Labor and Workforce Development Division

f Workerst Compensation

0. Box 381

rentan, NI 086250381

ar possible failure ta meet the record keeping or reporting reguirements of the Gross income Tax Act: Phone:
609—292—6400

~mail: nitaxation@treas.state.nf.us

lail: New lersey Department of the Treasury

iviston of Taxation + Information and Puklications Branch

0. Box 281

‘enton, N 086250281

W JGASCY DEPARTMENT OF [This notice must be conspicuously posted. Not later than December

L D 7, 2011, each emplayee must also be provided o written topy of the
hatiee or, for employees hired after November 7, 2011, a written
Fapy of the notice must be provided ot the time of the employee’s

i’"-m;“:ﬁ?ﬁm lhiring. See NJLA.C. 12;2—1.3 for alternote methods of posting and

. Wistribution by electronic means.
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NEW JERSEY EARNED SICK LEAVE

Jew Jersey Department of Labor and Workforce Development
Jotice of Employee Rights

Under New Jersey's Earned Sick Leave Law, most employees have a right to accrug up to 40 hours of eamed sick
leave per year. Go to fitipsnj.govdabor/ o learn which employees are covered by the law.

New employees must recelve this written notice from thelr employer when they begin employment, and existing
employees must receive it by November 28, 2018, Employers must also post this notice in a conspicuous and
accessible place at all work sites, and provide copies to employees upon request.

f0U HAVE A RIGHT TO EARNED SICK LEAVE.

Amount of Earnegd Sick Leave

four employer must provide up to a total of 40 hours of earned sick leave every benefit year. Your employer’s benefit year is
anuary 1 threugh Dacember 31.

ate of Accrual

fou accrite earned sick leave at the rate of 1 hour for every 30 hours worked, uptoa maximum of 40 hours of leave per benefit
sear. Afternatively, your employer can provide you with 40 hours of zarned sick feave up front.

date Accrual Beging
fou begin to accrue earned sick leave on October 29, 2018, or on your first day of employment, whichever is later.

Ixception: If you are covered by a collective bargaining agreement that was in effect en October 29, 2018, you begin to accrue
sarned sick leave under this law beginning on the date that the agreement expires.

Jate Earned Sick Leave is Available for Use

fou can begin using earned sick eave accrued under this law on February 26, 2019, or the 120th calendar day after you begin
mmployment, whichever is later, However, your employer can provide henefits that are more generous than those required
1nder the law, and can permit you to use sick leave at an earlier date.

\cceptable Reasons to Use Earned Sick Leave

*  Youcanuse earned sick jeave to take time off from work when:

s Youneed diagnosis, care, ireatment, or recovery for a «  Youneed te attend school-related conferences, meetings,
mental or physical illness, injury, or health condi- or events regarding your chiid's education; or to attend a
tion; or you need preventive medical care. schoo}-related meeting regarding your child’s health.

s Youneed to care for a family member during diag- s Youremployer's business closes due to a pubtic health
nhosis, care, treatment, or recovery for a mental or emergency or you ieed to care for a child whose school
physical illness, injury, or health condition; or your or child care provider closed due to a public health
family member needs preventive medical care. emergerncy.

e Youorafamily member have been the vicim of
domestic violence or sexual violence and need time
for treatment, counseling, or to prepare for legal
proceedings,

famnily Members

*he law recognizes the following individuals as "family members:*

»  Child (biological, adopted, or foster child; stepchiid; s Grandparent
iegal ward; child of a domestc partner or civil union s Spouse, domestic pariner, or civil union partner of an
partner) employee’s parent or grandparent
»  Grandchild « Sibling of an employee's spouse, domestic parmer, or civil
« Sibling union partmer
s Spouse +  Any other individual related by blood to the employee
+ Domestic partner or civil union partner s Any individual whose close association with the employee
» Parent is the equivalent of family
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Advance Notice

If your need for earned sick leave is foreseeable (can be planned in advance), your employer can require
up to 7 days’ advance notice of your intention to use earned sick leave. If your need for earned sick leave
is unforeseeable (cannot be planned in advance), your employer may require you to give notice as soon
as it is practical.

Documentation

Your employer can require reasonable documentation if you use earned sick leave on 3 or more
consecutive work days, or on certain dates specified by the employer. The law prohibits employers from
requiring your health care provider to specify the medical reason for your leave.

Unused Sick Leave

Up to 40 hours of unused earned sick leave can be carried over into the next benefit year. However, your
employer is only required to let you use up to 40 hours of leave per benefit year. Alternatively, your
employer can offer to purchase your unused earned sick leave at the end of the benefit year.

You Have a Right to be Free from Retaliation for Using Earned Sick Leave

Your employer cannot retaliate against you for:

e Requesting and using earned sick leave

e Tiling a complaint for alleged violations of the law

« Communicating with any person, including co-workers, about any violation of the law
¢ Participating in an investigation regarding an alleged violation of the law, and

» Informing another person of that person’s potential rights under the law.

Retaliation includes any threat, discipline, discharge, demotion, suspension, or reduction in hours, or
any other adverse employment action against you for exercising or attempting to exercise any right
guaranteed under the law.

You Have a Right to File a Complaint

You can file a complaint with the New jersey Department of Labor and Workforce Development online at
nj. gov/labor/wagehour/complnt/ﬁh’ng_wage_claim,html

or by calling 609-292-2305 between the hours of 8:30 a.m. and 4:30 p.m., Monday through Friday.
Keep a copy of this notice and all documents that show your amount of sick leave accrual and usage.
You have a right to be given this notice in English and, if available, your primary language.

For more information visit the website of the Department of Labor and Workforce Development:
nj.gov/labor.

Enforced by: NJ Department of Labor and Workforce Development
Division of Wage and Hour Compliance, PO Box 389, Trenton, Nj 08625-0389 » 609-292-2305

This and other required employer posters are available free online at njgov/labor, or from the Office of Constituent
Relations, PO Box 110, Trenton, NJ 08625-0110 + 609-777-3200.

If you need this document in Braille or large print, call 609-292-2305. TTY users can contact this department threugh
the New Jersey Relay: 7-1-1.
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WORKER'S COMPENSATION
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RECEIPT FOR EMPLOYEE HANDBOOK

] acknowledge that I have received a copy of the Township of Lower's Employee Handbook. I agree
to read it thoroughly. I agree that if there is any policy or provision in the Handbook that I do not
understand, ] will seek clarification from my supervisor, Department Head or Township Manager. |
understand that this Handbook states Lower Township's personnel policies in effect on the date of
publication. I understand that nothing contained in the Handbook may be construed as creating a
promise of future benefits or a binding contract with Lower Township for benefits or for any other
purpose. 1 also understand that these policies are continually evaluated and may be amended,
modified or terminated at any time.

Please sign and date this receipt and return it to the Manager.

Signature:

Print Name:

Department:
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Title:

WHEREAS, the Township Tax Collector has certified an overpayment due to the reasons listed below; and

TOWNSHIP OF LOWER, COUNTY OF CAPE MAY, STATE OF NEW JERSEY

'RESOLUTION #2022-131

AUTHORIZATION FOR REFUND OF TAXES

WHEREAS, a refund is due.

NOW, THEREFORE, BE IT RESOLVED by the Township Council of the Township of Lower, County of
Cape May, State of New Jersey that the CFO/Treasurer is authorized and directed to refund the overpayments

according to the Tax Collector’s certification on file with the CFO/Treasurer.

Block Lot Refund To Reason Tax
49915 8 Dennis & Nancy Reed Refund Homestead Credit . § 36755
115 Old Mill Drive
496.21 1 Robert & Margaret Williams Refund Homestead Credit $ 252.48
1 Cape Woods Rd '
F 49629 36 Charles McBrearty Refund Homestead Credit $ 49839
1 Grebe Court
507.02 @ Donald & Evelyn Munno Refund Homestead Credit $ 61548
981 Tecumseh Rd
762 34 Edward Melega Refund Homestead Credit $ 274.87
1098 Seashore Rd
717 18C-005 Kathleen Ziroll Refund Homestead Credit $ 522.31
126 E Austin Ave
510 2422 Claudia Weber ~ Refund Homestead Credit $ 1,000.00
1 Eagle Court
| 50801 1203 MaryLou & Jared Jordon’ Refund Homestead Credit $ 525.84
813B Weeks Landing Road
51227 6 Anthony & Lis DeAngelis Refund Homestead Credit $ 451.36
3008 Bybrook Drive :
MOTION | SECOND | AYE NAY RECUSE ABSTAIN | ABSENT
CONRAD
COOMBS
ROY
PERRY
SIPPEL

I, Julie A, Picard, Township Clerk of the Township of Lower, County of Cape May, State of New Jersey, do hereby certify the

foregoing to be a true and exact copy of a resolution duly authorized by the Township Council at a meeting held on

Aprit 4, 2022,

Julie A Picard, Township Clerk




TOWNSHIP OF LOWER, COUNTY OF CAPE MAY, STATE OF NEW JERSEY
RESOLUTION #2022-132

Title: A RESOLUTION OPPOSING THE NEW JERSEY DEPARTMENT OF ENVIRONMENTAL
PROTECTION’S PROPOSED COASTAL REGULATIONS

WHEREAS, the Township of Lower recognizes that climate change and sea level rise are a documented
threat to New Jersey and its barrier island communities requiring a thoughtful- and well-reasoned response from all
levels of government; and : :

WHEREAS, on January 27, 2020, New Jersey Governor Philip Murphy issued Executive Order 100 which
directed the New Jersey Department of Environmental Protection (hereinafter “NJDEP”) to research and develop
regulations to address the threats associated with climate change and sea level rise; and

WHEREAS, NJDEP is planning to adopt new regulations commonly known Protecting Against Climate
Threats regulations (hereinafter "PACT") that will, if implemented, significantly devalue land and stymie canstruction in
the Township of Lower; and : :

WHEREAS, the PACT rules and regulations will necessitate existing homes which are substantially improved
and new construction within identified flood zones be elevated five (5) feet above the base flood elevation; and

WHEREAS, the costs associated with elevating new and substantially improved homes an additional five feet
above the base flood elevation will be prohibitively expensive for our residents and presents practical difficulties for
many sites located throughout the Township; and

WHEREAS, historically, when NJDEP has proposed and/or issued new rules and regulations they have been
promulgated in accordance with enacted legistation; and

WHEREAS, in this case there is no adopted legisiation which has authorized the NJDEP to impose and/or
enact more stringent requirements than the federal regulations that are currently in place; and

WHEREAS, in accordance with scienfific studies commissioned by NJDEP, the prospective five-foot
freeboard requirement is based on sea leve! rise projections for the year 2100 that have a probability of only 17% of
coming to fruition; and '

_ WHEREAS, pursuant to the New Jersey Municipal Land Use Law, Municipalities are required to prepare
| Master Plans utilizing a 20- or 30-year planning horizon, and, consequently, the Township of Lower strongly suggests
that the State of New Jersey utilize the same timeframe in connection with proposed PACT regulations; and

WHEREAS, there has been absolutely no public discussion concerning the magnitude of the economic impact
of these proposed regulations or how to assist residents and property owners who will be negatively impacted and
NJDEP must engage in a meaningful, holistic economic impact analysis, and not simply rely on a one-sided analysis
of potential economic impacts from future, projected climate change related threats; and

WHEREAS, NJDEP has directed and is requiring Municipalifies to adopt a new model Flood Damage
Protection Ordinance that appears to require that municipafities automatically impose the NJ PACT regulations prior to
their legistative adoption through the State rule making process; and

WHEREAS, among other propesed regulations, the new model Flood Damage Protection Ordinance also
requires that road and parking areas proposed in the flood hazard be constructed at least one foot above the Flood
Hazard Area Design elevation, that flood permits be required for ordinary maintenance and minor work that does not
require a building permit under the Uniform Construction Code, that seasonally occupied structures be built on a
foundation even though no such requirement exists in the Uniform Construction Code.

~ NOW, THEREFORE, BE IT RESOLVED, that the Township Council of the Township of Loﬁer opposes the
adoption of the PACT Regulations and the State's proposed Flood Damage Protection Ordinance as currently

presented;




BE IT FUﬁTHER RESOLVED, that NJDEP's decision to use sea level rise projections with only a 17%
confidence level should be subject to a scholarly peer review prior to commenging the rufe making process.

, BE IT FURTHER RESOLVED, that the PACT regulations should be based on a 20- or 30-year timeframe and
adjusted over time to address then current science and resiliency measures, rather than be based on an 80-year
projection. o

BE T FURTHER RESOLVED, that NJDEP sesk the counsel from an independent economist to considering
potential economic impacts prior to release of the NJ PACT proposals, so as to better understand the economic impact
to coastal communities. ‘

BE IT FURTHER RESOLVED, that NJDEP adhere to the same practice as FEMA and provide detailed maps
so that communities and residents can clearly understand how these regulations will impact specific properties.

BE IT FURTHER RESOLVED, that the Legislature be encouraged to exercise its legislative oversight
authotity to review and approve the PACT Regulations prior to their adoption so as to ensure the faimess and the
public acceptance of those regulations. ' '

BE IT FURTHER RESOLVED, NJDEP must take seriously its obligation to accept public comments on the
proposed rule changes and carefully consider the opinions and views-of the individuals, business interests, and
municipal and County governments who will be affected by these regulations. :

BE IT FURTHER RESOLVED, that the NJDEP abandon all efforts to require the adoption of the current
proposed local Flood Damage Protection Ordinance untit such time as the PACT regulations are approved by the State
Legislature. '

BE IT FURTHER RESOLVED that a copy of this resofution be sent to Governor Philip Murphy, Lt.
Govemor Sheila Oliver, New Jersey Department of Environmental Protection Commissioner Shawn LaTourette,
Senate President Nicholas Scutari, Assembly Speaker Craig Coughlin, Senator Michael Testa, Senator Vince
Polistina, Assemblyman Don Guardian, Assemblywomen Clair Swift, Assemblyman Eric Simonsen, and
Assemblyman Antwan McClellan. '

MOTION SECOND | AYE NAY RECUSE | ABSTAIN | ABSENT

CONRAD
COOMBS

ROY
PERRY

SIPPEL

|, Julie A. Picard, Township Clerk of the Township of Lower, County of Cape May, State of New Jersey, do hereby certify the
foregoing to be a true and exact copy of a resolution duly authorized by the Township Councif at a meeting held on April 4, 2022,

Julie A Picard, Township Clerk




TOWNSHIP OF LOWER, COUNTY OF CAPE MAY, STATE OF NEW JERSEY
RESOLUTION #2022-133

Tifle:  AUTHORIZING THE SALE OF TOWNSHIP OF LOWER SURPLUS NO LONGER NEEDED FOR PUBLIC
USE ON GOVDEALS ONLINE AUCTION WEBSITE

WHEREAS, the Township of Lower has determined that the property described on Schedule A attached
hereto is no longer needed for public use; and

WHEREAS, the Local Unit Technology Pilot Program and Study Act (P.L. 2001, c. 30) authorizes the sale of
surplus personal property no longer needed for public use through the use of an online auction service; and

WHEREAS, the Township of Lower intends to utilize the online auction services of GovDeals located at
www.govdeals.com; and sell the Township surplus property.

NOW, THEREFORE, BE IT RESOLVED by the Township Council of the Township of Lower, County of
Cape May, State of New Jersey, that the Township of Lower is hereby authorized to utilize the online auction
services of GovDeals located at www.govdeals.com; and sell the surplus property as indicated on Schedule A on an
online auction website.

MOTION SECOND | AYE NAY RECUSE | ABSTAIN | ABSENT

CONRAD

COOMBS

ROY

PERRY

SIPPEL

I, Julie A, Picard, Township Clerk of the Township of Lower, County of Gape May, State of New Jersey, do hereby certify the
foregoing to be a true and exact copy of a resolution duly authorized by the Township Council at a meeting held on April 4, 2022,

Julie A Picard, Township Clerk
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TOWNSHIP OF LOWER, COUNTY OF CAPE MAY, STATE OF NEW JERSEY

RESOLUTION #2022-134
Title: RESOLUTION FOR SELF-EXAMINATION OF BUDGET

WHEREAS, N.J.S.A. 40A: 4-78b has authorized the Local Finance Board to adopt rules that permit
municipalities in sound fiscal condition to assume the responsibility, normally granted to the Director of the Division
of Local Government Services, of conducting the annual budget examination, and

WHEREAS, N.J.A.C. 5:30-7 was adopted by the Local Finance Board on February 11, 1997; and

WHEREAS, N.J.A.C. 5:30-7.2 through 7.5 the Township of Lower has been declared eligible to participate
in the program by the Division of Local Government Services, and the Chief Financial Officer has determined that
the local government meets the necessary conditions to participate in the program for the 2022 budget year.

NOW THEREFORE, BE IT RESOLVED, by the Township Council of the Township of Lower, County of
Cape May, State of New Jersey that in accordance with N.J.A.C. 5:30-7.6a & b and based upon the Chief Financial
Officers certification, the governing body has found the budget has met the following requirements:

1. That with reference to the following items, the amounts have been calculated pursuant to law and
appropriated as such in the budget:

Payment of interest and debt redemption charges
Deferred charges and statutory expenditures

Cash deficit of preceding year
Reserve for uncollected taxes

Other reserves and non-disbursement items
Any inclusions of amounts required for school purposes

mopo TP

2. That the provisions relating to limitation on increases of appropriations pursuant to N.J.S.A. 40A: 4-
45.2 and appropriations for exceptions ta limits on appropriations found at 40A: 4-45.3 et seq. are fully
met (Complies with the “CAP" law).

3. That the budget Is in such form, arrangement, and content as required by the Local Budget Law and
N.J.A.C. 5:30-4 and 5:30-5. :

4. That pursuant to the Local Budget Law:

a2 All estimates of revenue are reasonable, accurate, and correctly stated,

. ltems of approptiation are properly set forth
c. Initemization, form, arrangement, and content the budget will permit the exercise of the

comptroller function within the municipalty.

5. The budget and associated amendments have been introduced and publicly advertised in accordance
with the relevant provisions of the Local Budget Law, except that failure to meet the deadlines of
N.J.S.A. 40A: 4-5 shall not prevent such certification.

6. That all other applicable statutory requirements have been fulfilled




BE IT FURTHER RESOVED that a copy of this resolution is forwarded to the Director of the Division of
Local Government Services upon adoption.

MOTION

SECOND

AYE

NAY

RECUSE

ABSTAIN

ABSENT

CONRAD

COOMBS

ROY

PERRY

SIPPEL

I, Julie A. Picard, Township Clerk of the Township of Lower, County of Cape May, State of New Jersey, do hereby certify the
foregoing to be a true and exact copy of a resolution duly authorized by the Township Council at a meeting held on April 4,

2022.

Julie A Picard, Township Clerk




TOWNSHIP OF LOWER, COUNTY OF CAPE MAY, STATE OF NEW JERSEY
ORDINANCE # 2022-03

" Title; AN ORDINANCE OF THE TOWNSHIP OF LOWER AMENDING CHAPTER 157, ALCOHOLIC
BEVERAGES, SUBSECTION 157-7(B), OF THE CODE OF THE TOWNSHIP OF LOWER.

WHEREAS, Chapter 157, Alcoholic Beverages, of the Code of the Township of Lower sets forth and
memorializes regulations and restrictions associated with the consumption and licensing of Alcoholic Beverages within
the Township of Lower; and

WHEREAS, section 157-7(B) of the Code of the Township of Lower restricts the sale and consumption of
alcohol on a licensed premises on Sundays between the hours of 3:00 a.m. and 10:00 am.; and

WHEREAS, pursuant to the provisions of the New Jersey Alcohol Beverage Contro! Act, N.J.S.A. 33:1-1 et
seq., a municipality is permitted to regulate the hours during which alcoholic beverages may be sold at a licensed
premises; and

WHEREAS, over the course of the past several years the popularity of Sunday “Brunch” has significantly
increased and the Township of Lower has received several requests from licensed establishments to expand the hours
during which alcohol may be sold and consumed on Sundays.

NOW, THEREFORE, BE IT ORDAINED by the Township Council of the Township of Lower, County of
Cape May, State of New Jersey, that Chapter 157, Alcoholic Beverages, of the Code of the Township of Lower, shall
be amended as follows:

Section 1. Chapter 157 Alcoholic Beverages, Subsections 157-7(B) of the Code of the Township of Lower
is hereby repealed and replaced as follows: '

B. Sundays. Nolicensee shall sell, serve, deliver, allow, permitor suffer the sale or delivery of any afcoholic
heverages or allow the consumption of any alcoholic beverages on a licensed premises on Sundays
between the hours of 3:00 a.m. and 9:00 a.m. prevailing fime; except as provided by § 157-8.

Section 2. Al other ordinances in conflict or inconsistent with this Ordinance are hereby repealed to the
~ extent of such conflict or inconsistency.

Section 3. Should any section, paragraph, sentence, clause or phrase of this Ordinance be declared
unconstitutional or invalid for any reason, the remaining portions of this Ordinance shall not be affected
thereby and shall remain in full force and effect, and to this end the provision of this Ordinance are hereby
declared to be severable.

Section 4. This Ordinance shall become effective 20 days after final passage and publication according to
law.

Thomas Conrad, Councilmember

Kevin Coombs, Councilmember

Roland Roy, Jr., Councilmember
First Reading: April 4, 2022

Adopted: Dave Perry, Deputy Mayor

Attest: Frank Sippel, Mayor
Julie A Picard, Township Clerk




TOWNSHIP OF LOWER, COUNTY OF CAPE MAY, STATE OF NEW JERSEY
ORDINANCE #2022-02

Tile: AN ORDINANCE ADOPTING A REDEVELOPMENT PLAN FOR THE FULLING MILL ROAD PROJECT
AS AN AREA IN NEED OF REDEVELOPMENT IDENTIFIED AS BLOCK 410.01, LOTS 82,83,84 & 87.01
IN THE TOWNSHIP OF LOWER, NEW JERSEY AND AMENDING THE ZONING MAP ACCORDINGLY

WHEREAS, pursuant to N.J.S.A. 40A:12A-7, a redevelopment project must be undertaken pursuant to a
"Redevelopment Plan” adopted by Township Ordinance, and said Redevelopment Plan must provide a framework for
the planning, development, redevelopment or rehabilitation of the area in question; and

WHEREAS, on April 15, 2019, the Township Council of the Township of Lower adopted Resolution #2019-
150 authorizing and directing the Lower Township Planning Board to conduct a preliminary investigation and to prepare
a map of the area to determine whether the property located at Block: 410.01, Lots 82, 83, 84 & 87.01 met fhe criteria

in order to be deslgnated as an Area In Need of Rehabifitation; and

WHEREAS, on May 16, 2019, the Lower Towniship Planning Board held a public hearing and determined that
the area in question satisfied the criteria outlined within the LRHL and should be designated as an Area in Need of
Rehabilitation; and

WHEREAS, on May 20, 2019, the Township.Council of the Township of Lower adopted Resolution #2019-
190, accepting and adopting the findings and recommendations of the Lower Township Planning Board and formally
designated the area in question as an Area in Need of Redevelopment; and

WHEREAS, on January 3, 2022, the Township Council of the Township of Lower adopted Reso[utibn #2022-
31 authorizing and directing the Lower Township Planning Board to Review and Report on the Fulling Mill Road

Redevelopment Plan (Block 410.01, Lots 82, 83, 84 & 87.01) pursuant to the Local Redevelopment and Housing Law;
and :

WHEREAS, on February 17, 2022, the Lower Township Planning Board held a pubiic hearing to review and
consider the Fulling Mill Road Redevelopment Plan (Block 410.01, Lots 82, 83, 84 & 87.01) (hereinafter the
“Redevelopment Plan”} prepared by Tiffany A. Morrissey, PP, AICP, which is attached hereto as EXHIBIT A, and the
Board found the Redevelopment Plan to be consistent with the Township of Lower's Master Plan, and recommended
to the Township Gouncil of the Township of Lower, via Resolution #22-14, that the Township adopt the proposed
Redevelopment Plan for the Property with minor revisions; and

WHEREAS, the Township Council of the Township of Lower specifically finds that the Redevelopment Pian
and the Property itself meet the requirements of N.J.S.A. 40:12A-1, ef seq., and are consistent with the Township of
Lower's Master Plan.

NOW, THEREFORE, BE IT ORDAINED AND ENACTED by the Township Council of the Township of
Lower, County of Cape May, State of New Jersey as follows:

Section 1. The recitals set forth above are incorporated herein and made a part hereof as if set forth at length.

Section 2. The Township Council of the Township of Lower hereby approves and adopts the Redevelopment Plan,
attached hereto as Exhibit A, for the property located at Block 410.01, Lots 82, 83, 84 & 87.01.

In accordance with the provisions of the Redevelopment Plan, Cape Atlantic Energy, LLC is hereby designed as the
Redevelopment Entity, subject to the execution of a future Redevelopment Agreement pursuant to N.J.S.A, 40A112A-

9.

Section 3. The zoning standards set forth in the Redevelopment Plan shall supersede and replace all underlying
zoning standards for the properties identified as Block 410.01, Lots 82, 83, 84 & 87.01 pursuant to N.J.S.A. 40A:12A-
7, and the Township of Lower's zoning map is hereby amended accordingly.




Section 4. All other ordinances in conflict or inconsistent with this Ordinance are hereby repealed to the extent of
such conflict or inconsistency.

Section 5. Should any section, paragraph, sentence, clause or phrase of this Ordinance be declared
unconstitutional or invalid for any reason, the remalning portions of this Ordinance shall not be affected thereby and
shall remain in full force and effect, and to this end the provision of this Ordinance are hereby declared to be

severable.

Section 6. This Ordinance shall become effective 20 days after final passage and publication according to law.

Thomas Conrad, Councilmember

Kevin Coombs, Councilmember

Roland Roy, Jr., Counciimember

David Perry, Deputy Mayor

First Reading: March 7, 2022 Frank Sippel, Mayor

Adopted:

Atfest:

Julie A Picard, Township Clerk
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INTRODUCTION

By statutory authorization, this Redevelopment Plan, consistent with the New
Jersey Local Redevelopment and Housing Law (N.J.S.A. 40A:12A-1 et seq.) (“LRHL"), is
being implemented to enable a more focused approach for the redevelopment and
rehabilitation of a designated rehabilitation area within the Township of Lower {the
“Township”). The Township is committed to eliminating conditions that have a
detrimental effect on the community and fostering an environment which promotes the
public health, safety and welfare of the community

The project area encompasses Block 410.01, Lots 82, 83, 84, & 87.01 in the
Township of Lower (the “Project Area”). In order to address the conditions in the Project
Area and stimulate private investment, the Mayor and Council of the Township of Lower
have determined that the appropriate course of action to prevent underutilization and
further deterioration of the Project Area is to redevelop and rehabilitate the Area in
accordance with the LRHL.

Redevelopment plans are necessary in order to improve the conditions that
have resulted in this Redevelopment Area determination; therefore, the Township
Planning Board was referred this Redevelopment Plan for consideration by the Lower
Township Governing Body.

DESIGNATION OF AREA AND PLAN DEVELOPMENT

On April 15, 2019 the Township Mayor and Council, pursuant to Resolution
#2019-150, directed the Planning Board to investigate the Project Area to determine if it
was in Need of Rehabilitation in accordance with the New Jersey Local Redevelopment
and Housing Law N.J.5.A. 40A:12A-1 et seq. (“LRHL"). On May 16, 2019, the Planning
Board determined that the Project Area satisfied the criteria under the LRHL as an area
in need of rehabilitation. On May 20, 2019, the Lower Township Mayor and Council
adopted Resolution #2019-190 designating the Project Area as an Area in Need of
Rehabilitation.

Pursuant to N.J.S.A. 40A;12A-7(f), this Redevelopment Plan has been prepared
specifically to support the overall rehabilitation and redevelopment of the Project
Area. A redevelopment plan must be prepared and adopted by ordinance prior to
undertaking any rehabilitation or redevelopment in all or a portion of the area in need
of rehabilitation. This process, which is consistent with applicable state statutes, was
followed by the Township in the preparation of this Redevelopment Plan.

Lower Township, Cape May County, NJ Page 1
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STATUTORY REQUIREMENTS OF REDEVELOPMENT PLAN

Pursuant to the LRHL, a redevelopment plan shall include an outline for the
planning, development, rehabilitation or redevelopment of the area sufficient to indicate:

1. Its relationship to definitive local objectives as to appropriate land uses,
density of poputation and improved traffic and public transportation,
public utilities, recreational and community facilities and other public

improvements.
2. Proposed land uses and building requirements in the Project Area.
3. Adequate provision for the temporary and permanent relocation, as

necessary, of residents in the Project Area, including an estimate of the
extent to which decent, safe and sanitary dwelling units affordable to
displaced residents will be available to them in the existing local housing
market.

4, An identification of any property within the Project Area which is proposed
to be acquired in accordance with the Redevelopment Plan.

5. Any significant refationship of the Redevelopment Plan to:

e the municipality’s Master Plan;

e the Master Plans of contiguous municipalities;

e the Master Plan of the County in which the municipality is located;

e the State Development and Redevelopment Plan adopted pursuant to
the “State Planning Act” PL 1985, C398 (C52:18A-196 et al.); and

e the local ordinances and master plan.

6. A housing inventory of all affordable housing units to be removed; and

7. A plan for replacement of any affordable housing removed pursuant to the
Redevelopment Plan.

Lower Township, Cape May County, NJ Page 2
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DESCRIPTION OF REDEVELOPMENT AREA

The Redevelopment Area includes vacant parcels along Fulling Mill Road on the
border of Middle Township. The property is within an Industrial zoning district and
consists of just over 53 acres as depicted on the Plan included as Exhibit I. The
Redevelopment Area is bound by Middle Township to the north and residential
development along Centennial Drive, The Cape May Par 3 Golf and Driving Range is
located across Fulling Mill Road to the east, to the west is undeveloped land on Lot
87.02 in Block 410.01, and a self-storage facility to the south on lot 85 in Block 410.01.

The Redevelopment Area is located in the Industrial zoning district. The
surrounding neighborhood contains residential development bordering the site in
Middle Township, and the Cape May Airport is located to the south of the site. The
properties are outside of the Airport Hazard Zone.

Lower Township, Cape May County, NJ Page 3
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GOALS AND OBIJECTIVES

The Township seeks to alleviate the conditions found in this Project Area and to
redevelop the Area in a manner which will serve the public health, safety and welfare of
the community and the region by eliminating those conditions that cause the area to be
considered “in need of rehabilitation”. To achieve this overall goal, the following goals
and objectives have been established:

1. The primary goal of this Redevelopment Plan is to eliminate those conditions that
caused the area to be considered an “area in need of rehabilitation”, and to
facilitate and encourage the development of the subject property.

2. The stimulation of private investment in the Project Area by assisting as necessary
and appropriate to support such rehabilitation and redevelopment,

3. To foster public-private partnerships to accomplish revitalization of the Project
Area in a manner that best serves the needs of the community, strengthens the
local economy and attracts residents to the area and contributes to the continuing
vitality of the Township of Lower.

PLAN PROPOSALS

This Redevelopment Plan is designed to address the redevelopment in Block
410.01 Lots 82, 83, 84 & 87.01, and shall be referred to as the “Fulling Mill Road
Redevelopment Plan.” As required by N.1LS.A. 40A:12A-7c, the zoning map will be
amended to include the Fulling Mill Road Redevelopment Plan for the referenced
property.

The intent of the goals and objectives of the Redevelopment Plan are to ensure
the future development of the subject property is compatible with the surrounding area.
The site is bounded by a mid-high density rasidential neighborhood to the north in
Middle Township. The current industrial zoning is not compatible with the surrounding
residential development. The development to the south is a self-storage facility, a low
intensity industrial development.

The existing industrial zoning is not as suitable to the surrounding area therefore,
the Redevelopment Plan proposes to create a new Fulling Mill Road Redevelopment
Area. The use, bulk, design and performance standards, and all other standards, set
forth in the City Zoning and Land Development Ordinances shall be superseded by the
Redevelopment Area Standards.
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It is intended and expressly understood that with respect to any issue of relevant

fand use and building requirements not specifically addressed in this Redevelopment
Plan, those issues are subject to the Zoning and Land Development Ordinances and all
other ordinances and regulations of the Township of Lower not contravened in this
Redevelopment Plan as permitted by N.J.S.A. 40A:12A-7(a)(2).

Definitions

The definitions provided in N.J.S.A. 40A:12A-3 are incorporated into this pian by

reference.

Intent and Purpose

The Zoning Map shall be amended to inciude a new Fulling Mill Road
Redevelopment District (FMRR) zoning district on the Redevelopment Properties
(Block 410.01 Lots 82, 83, 84 & 87.01). The FMRR zone shall supersede the local
zoning ordinance as provided for in the Local Redevelopment and Housing Law
(N.).S.A. 40A:12A-7c.)

The FMRR district will effectuate the goals and objectives of the Redevelopment
Plan. The FMRR district creates the design and bulk standards for the
Redevelopment Area.

The Planning Board is authorized to grant reasonable exceptions for minor
deviations from the Redevelopment Plan Standards. For purposes of this
Redevelopment Plan, an exception for a minor deviation is akin to an approval
which could be granted pursuant to N.J.S.A. 40:55D-70(c) or N.J.S.A. 40:55D-
51(a) or {b).

Land Use and Building Requirements

1)

2)

Permitted Uses consisting of any combination of the following:

a) Single-Family Detached Residential — Age-Restricted
b) Townhomes/Stacked Townhomes — Age Restricted

Accessory Uses
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3)

b)

c)

Private Residential Swimming Pools and other usual recreational facility
customarily associated with residential dwelling units.

Private Residential Sheds for storage (other than vehicles} and other customary
residential accessory structures.

Fences and Walls

Bulk Standards

a)

Townhouses

i)  Minimum Lot Area — 1,920 square feet

i) Minimum Lot Width for individual unit — 20 feet

ili) Minimum Lot Frontage — 20 feet

iv) Minimum Lot Depth — 80 feet

v} Minimum Front yard setback - 20 feet

vi) Minimum Rear yard Setback — 10 feet

vii) Minimum Side Yard Setback — 5 feet (0-feet for attached units)
viii) Maximum Lot Coverage — 90%

ix} Maximum Building Height -~ 35 feet

Single-Family units age-restricted units.

i) Minimum Lot Area — 5,000 square feet

ii) Minimum Lot Width — 50 feet

i) Minimum Lot Depth — 100 feet

iv) Minimum Front yard setback —
(1) Front Yard (Traditional Lot) - 20 feet
(2) Front Yard (Corner Lot} — 20 feet

v) Minimum Rear yard Setback — 20 feet

vi) Minimum Side Yard Setback — 6 feet and 10 feet

vii) Maximum building coverage — 50%

viii)Accessory structures — Minimum setback of 4-feet from property lines and 6-
feet from any other structures. No accessory structure shall be permitted in
a front yard.

ix) Maximum Building Height — 35 feet

4) Design Standards and Guidelines.

a)

There shall be a minimum total open space of 25% for the entire Redevelopment
Area. Open Space can include stormwater management areas, landscape
buffers, steep slopes, flood hazard areas, riparian zone buffers, wetlands and
wetland buffers.
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b) There shall be a minimum 25ft. buffer, with staggered fencing, berms, and
landscaping along the perimeter of the property.

¢} The plan shall provide for walkways and pedestrian connections where
appropriate. These can include sidewalks along the street line and passive trails
throughout the open space areas.

d) Parking will be provided in accordance with the Residential Site Improvement
Standards “RSIS” (Sections 400-34, 400-49, 400-52 & 400-61C are superseded by
RSIS requirements).

General Provisions

The continued revitalization of this area is important to the Township. In order
to facilitate the revitalization of the Redevelopment Area, the Township shail have ali of
the powers granted to a municipality or redevelopment entity to carry out this
Redevelopment Plan as set forth in the Local Redevelopment and Housing Law at
N.J.S.A. 40A:12A-8.

Any development that occurs within the Redevelopment Area shall comply with the
following as required by N.J.S.A. 40A:12A-1 et seq.:

1. The Township and any redeveloper shall comply with ali statutes of the State of
New Jersey governing development and redevelopment including but not limited
to the Municipal Land Use Law, N.J.S.A. 40:55D-1 et seq. and the Local
Redevelopment and Housing Law, N.J.5.A. 40A:12A-1 et seq

2. The Township Planning Board shall review and approve all plans and
specifications for development with respect to conformance with this
Redevelopment Plan and the Municipal Land Use Law, N.J.S.A. 40:55D-1 et seq..

3. The redeveloper shall be required to furnish escrows and performance

guarantees as required by the Township. N.J.S.A. 40:55D-53.

Relocation

The property in the Project Area is vacant, therefore, there is no need to make
accommodations for the temporary or permanent relocation of residents. N.J.S.A.
40A:12A-7(a)(3).
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Acquisition

The Project Area is a rehabilitation area and therefore, pursuant to the LRHL,
property acquisition by eminent domain is not authorized.

Affordable Housing

The Project Area is undeveloped. Therefore, there is no removal of any
affordable housing units as a result of the implementation of this Redevelopment Plan.
Because no affordable housing units are to be removed as a result of the
implementation of this Redevelopment Plan, no affordable housing units are anticipated
to be replaced. N.J.S.A. 40A:12A-7(a)(7).

RELATIONSHIP TO OTHER PLANS

An important requirement of a Redevelopment Plan is consistency with the goals
and objectives of already adopted plans for the area. This Redevelopment Plan is
specifically designed to promote the improvement of the subject property. N.1.S.A,

- 40A:12A-7(a)(1).

Municipal Plans — (N.J.S.A. 40A:12A-7(d))

The Master Plan for the Township was reexamined in 2014. This Redevelopment
Plan helps to achieve the following Master Plan Objectives as updated in the 2014
Reexamination Report:

OBIJECTIVE: The desire to integrate and organize new residential development into
cohesive neighborhoods using development techniques and densities compatible
with established residential development, roads, not only for vehicular traffic, but
for access for emergency vehicles, fire safety, traffic patterns, and maximum use of
utility capabilities.

OBJECTIVE: The desire to consider the physical limitations of the land and the
infrastructure e.g. water, sewer, streets and roads, most appropriate locations for
various kinds of intensities of fand use and the Environmental Constraints of the
area.

Not only is this Redevelopment Plan consistent with the Master Plan’s objectives
identified above, it is also designed to effectuate the Master Plan. This development of
this site as residential is more consistent and compatible with the surrounding land uses
in the area. The development of this property as residential allows for the protection of
the environmental constraints to the rear of the site. The property is outside of the
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Airport Hazard Zone and borders medium to high density residential development in
Middle Township. The development of the site as residential is not inconsistent with the
Master Plan objectives and the surrounding land uses.

Plans of Surrounding Municipalities - (N.J.5.A. 40A:12A-7(a)(5)(a))

The Redevelopment Area immediately borders Middle Township. The site to the
northeast in Middle Township is zoned Residential. The area immediately northwest is
zoned Rural Conservation. The zoning and land use in Middle Township is inconsistent
with the Industrial zoning in Lower Township. The proposed residential development
would be more consistent with the surrounding area.

County Plans - (N.J.S.A. 40A:12A-7(a){5)(b))

The Cape May County Comprehensive Plan was adopted in 2005, it is currently
being updated. The County Plan includes several Land Use Policies in the current plan.
These are as follows:

Policy 2. Where appropriate, development shall maintain its original character,
with wooded areas, water features, and vistas providing buffer strips between
any natural feature considered a prime resource to be preserved. Site design,
with open space, controlied density, and proper public facilities as an integral
part of any development, should be required.

Policy 3. Industrial areas should be limited and be required to conform to proper
performance standards in keeping with the County’s resort econamy.

Additionally, Policy 4 under growth and management are also relevant to the
proposed redevelopment:

Policy 4. To provide for limited, balanced and planned growth. Promoting
limited growth and balancing such growth against our natural resources and
sensitive areas is part and parcel of maintaining the resort economy and
preserving the quality of life.

This policy shall be pursued as follows:
A. Channel population growth and economic expansion away from areas with

significant environmental or ecological vulnerability or which are otherwise
unsuitable for development or hazardous to potential occupants.
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B. Channel growth to areas with greater capacity for development. This includes
the adoption of suitable public policies reinforced by capital investment in
infrastructure. Land use ptanning should be coordinated with available
wastewater treatment capacity. Similarly, municipal zoning ordinances should
not authorize development densities which exceed available water supply or
wastewater treatment capacities.

C. Providing for the wise use and conservation of air, land, water, and energy
resources with special consideration for those which are non-renewable.

D. Providing for the wise management of pollutants and waste in ways that will
avoid or minimize environmental impacts and promote the reuse and
conservation of material resources.

The proposed Redevelopment Plan which encourages the residential
improvement of an undeveloped site, a site which is zoned for an industrial land use
which is inconsistent with the surrounding land uses, is therefore consistent with the
Policies if the current Comprehensive Management Plan of Cape May County.

State Development and Redevelopment Plan - (N.J.S.A. 40A:12A-
7(a)(5)(c))

The State Development and Redevelopment Plan (“SDRP”) was adopted in 2001.
The Redevelopment Area is located in a Fringe Planning Area (PA3) abutting the
Designated Regional Center of Rio Grande. The following are Policy Objectives of the
PA3 Planning Area which are furthered through the use of this Redevelopment Plan:

Land Use: Focus development and redevelopment in appropriately located and
designed Centers to accommodate growth that would otherwise occur in the
Environs. Protect the Environs primarily as open lands. Development and
redevelopment in the Environs should not exceed the carrying capacity of the area
and should maintain or enhance the character of the Environs.

Housing: Provide for a full range of housing choices primarily in Centers at
appropriate densities to accommodate projected growth. Ensure that housing in
general—and in particular affordable, senior citizen, special needs and family
housing—is developed with maximum access to a full range of commercial,
educational, recreational, health and transportation services and facilities in
Centers. Focus multi-family and higher-density single-family housing in Centers.
Any housing in the Environs should be planned and located to maintain or enhance
the character of the Environs.
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Redevelopment: Encourage appropriate redevelopment in existing Centers and
existing developed areas that have the potential to become Centers, or in ways
that support Center-based development, to accommodate growth that would
otherwise occur in the Envirans. Redevelop with intensities sufficient to support
transit, a broad range of uses, efficient use of infrastructure, and physical design
features that enhance public safety, encourage pedestrian activity and reduce
dependency on the automobile,

This Redevelopment Plan furthers these Policies by encouraging housing choices
and proposing development in an area that is a natural extension if the abutting Regional
Center. The proposed redevelopment clusters the housing options to the front of the site
and protects the natural environs to the rear of the site. The redevelopment of the site
allows for appropriate housing development that would otherwise be proposed in areas
that are not as suited to the natural environs and to the transportation systems. This
Redevelopment Plan furthers the State Development and Redevelopment Pian.

ADMINISTRATION

General Provisions

The definitions provided in N.L.S.A. 40A:12A-3 are incorporated into this plan by
reference.

Redevelopment Entity

As permitted under N.J.S.A. 40A:12A-4, subject to the execution of a
Redevelopment Agreement, Cape Atlantic Energy, LLC is hereby designated the entity to
implement this Redevelopment Plan. When necessary for the implementation of this
Plan, the Township may enter into an agreement with a redeveloper for any
construction or other work forming a part of this Redevelopment Plan. N.J.S.A.
40A:12A-4{c).

Agreements with Redevelopers

Any redevelopment agreement entered into pursuant to this Redevelopment
Plan shall comply with the requirements of the Local Redevelopment and Housing Law.
N.J.S.A. 40A:12A-1, et. seq.

Pursuant to N.J.S.A. 40A:12A-8 and upon adoption of this Redevelopment Plan,
the Township may select one (1) or more redevelopers for the construction of a
development project on the Redevelopment Area. Once a redeveloper has heen
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selected, the Township shall enter into a Redevelopment Agreement with the
redeveloper which comports with the requirements of N.1.S.A. 40A:12A-8 and any such
development or construction within the Project Area shall be undertaken in accordance
with the Redevelopment Agreement between the Township and a redeveloper
designated by the Township.

Any redeveloper who wishes to avail itself of this Redevelopment Plan must first
have been named as a redeveloper and entered into a redevelopment agreement with
the Township. Execution of a redevelopment agreement with the Township shall be a
pre-requisite to the filing of any application with the Planning Board and any such
application shall not be deemed complete pursuant to N.J.S.A. 40:55D-10.3 until proof
of an executed redevelopment agreement has been submitted as part of the
application.

Time Limits

The redeveloper of a specific project within the Redevelopment Area shall begin
the development of land and construction of improvements within a reasonable period
of time to be determined in a redevelopment agreement between the Township and a
duly designated redeveloper. N.J.S.A. 40A:12A-8(f).

Discrimination Ban

No covenant, lease conveyance or other instrument shall be executed by the
redevelopment entity or the redeveloper whereby land or structures with this
redevelopment is restricted upon the basis of race, creed, color, gender, marital status,
age, disability, familial status or national origin.

The termination of this plan shall in no way permit the land or structures of the
redevelopment area to be restricted on the basis of race, creed, color, gender, marital
status, age, disability, familial status or national origin.

Deviations from Provisions of Approved Redevelopment Plan

The Planning Board may review and retain jurisdiction over applications requiring
relief for deviations from this Redevelopment Plan or other Township development
ordinances, except as set forth below. All requests for such relief shall be made to the
Planning Board accompanied by a complete application for development as otherwise
required by Township ordinance.

No deviations shall be granted that result in any of the following effects or
conditions:
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1. To allow a use not specifically permitted within the Redevelopment Area;

2. Any deviation sought which would necessitate the granting of a variance
under N.J.S.A. 40:55D-70(d), as the same shall require an amendment of
this Redevelopment Plan.

Duration of Redevelopment Plan Restrictions

This Redevelopment Plan and any modification thereof shall be in full force and
effect for a period of thirty (30) years from the date the Township Council first approves
this Redevelopment Pian.

Amendments to Approved Redevelopment Plan

This Redevelopment Plan may be amended from time to time in accordance with
the provisions of the Local Redevelopment and Housing Law of 1992, as may be amended.

Repeal and Severability Statements

Alt ordinances or parts of ordinances inconsistent with this Redevelopment Plan
are repealed to the extent of such inconsistency only. if any provision or regulation of
this Redevelopment Plan should be judged invalid by a court of competent jurisdiction,
such order or plan shall not affect the remaining portions of this plan which shall remain
in full force and effect.

CONCLUSION

This Redevelopment Plan is designed to improve the conditions of an existing
property which has been undeveloped and underinvested. The property is within an
industrial zoning district which abuts an established well-maintained neighborhood. The
industrial development is inappropriate on this site and the investment to redevelop the
site with new housing stock, that provides a variety of housing types in the community,
will provide a better neighbor to the residential area in Middle Township.
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