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EQUAL EMPLOYMENT OPPORTUNITY/AFFIRMATIVE ACTION
POLICY STATEMENT

This is to affirm the Company's policy of providing equal opportunity to
all employees and applicants for employment in accordance with all applicable
equal employment opportunity/affirmative action ("EEQ/AA") laws, directives
and regulations of federal, state, and local governing bodies or agencies
thereof.

The Company will not discriminate against or harass any employee or
applicant for employment because of age, race, color, religion, national
origin, sex, sexual orientation, gender identity, disability, status as a
protected veteran, genetic information, because of inquiry or discussion about
or disclosure of compensation, and all other federal, state, and local
protected classes. The Company will not subject any employee or applicant to
harassment, intimidation, threats, coercion or retaliation for participating
in activities related to the administration of laws requiring affirmative
action and equal employment opportunity, for opposing any actions made
unlawful by those laws, or for exercising any other rights protected by those
laws.

The Company will take affirmative action to ensure that all employment
practices are free of discrimination. Senior Management, including the
Company'’'s top U.S. executive, fully supports the Company's affirmative action
program. The Company hires, upgrades, and transfers persons in all job
titles for which they are qualified without regard to disability, protected
veteran status, any other legally protected status, as required by law. It
also recruits, advertises jobs, lays off, disciplines, terminates, pays, and
selects for training, including apprenticeship, pre-apprenticeship, and/or on-
the-job training, without regard to disability, protected veteran status or
any other legally protected status. The Company bases employment decisions
only on valid job requirements so as to further the principle of equal
employment opportunity. The Company is committed to taking affirmative action
to employ and advance qualified individuals with known disabilities and
protected veterans at all levels, including the executive level, of the
Company.

The Vietnam Era Veterans' Readjustment Assistance Act, as amended
("Section 4212"), and Section 503 of the Rehabilitation Act of 1973 ("Section
503”) prohibit discrimination against and affirmative action benefitting
protected veterans and disabled individuals. The Company does not subject
employees or applicants to harassment, intimidation, threats, coercion,
discrimination, or retaliation because they have engaged in or may engage in
filing a complaint, assisting or participating in an investigation, compliance
evaluation, hearing, or any other activity related to the administration of
Section 4212, Section 503 or any other federal, state, or local law requiring
equal opportunity for individuals with disabilities or protected veterans,
opposing any act or practice made unlawful by Section 503, Section 4212 or
their implementing regulations, or any other federal, state or local law
requiring equal opportunity for individuals with disabilities and protected
veterans, or exercising any other right protected by Section 503, Section
4212, or their implementing regulations. The Company makes reasonable
accommodations for qualified protected veterans and individuals with known
disabilities unless doing so would result in an undue hardship or direct
threat to safety. Management also takes appropriate steps to provide
reasonable accommodation upon request to employees whose religiocus beliefs or
restrictions create a conflict with Company policies, practices, or procedures
so long as doing so does not create an undue hardship. If an employee needs a
reasonable accommodation, the employee should provide a written description of
the employee’s situation and needs to Human Resources and Human Resources will
contact the employee to discuss the request.
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The Company encourages its supervisors, forepersons and employees to
refer qualified /qualifiable females, minorities, protected veterans, and
disabled persons.

The Company will use its best efforts to afford minority and female
business enterprises with maximum practicable opportunity to participate in
the performance of subcontracts for projects that this Company engages in, to
the extent applicable.

The Company fully supports incorporation of nondiscrimination and
affirmative action rules and regulations into covered contracts, subcontracts
and subcontractor policies and any purchase orders or supply agreements, as
may be appropriate.

The Company will evaluate the performance of its management and
supervisory personnel on the basis of their involvement in achieving these
EEO/RA objectives as well as other established criteria. Any employee of the
Company, or subcontractor to this Company, who does not comply with the EEQ/AA
policies and procedures as set forth in this EEO/AA Program will be subject to
disciplinary action. Any covered subcontractor not complying with all
applicable EEO/AA laws, directives and regulations of the federal, state, and
local governing bodies or agencies thereof will be subject to appropriate
legal sanctions as determined by the Office of Federal Contract Compliance
Programs (OFCCP) or other similar agency.

The Company has appointed Megan Myllyla to manage the EEO/AA Program. The
EEC Officer responsibilities will include implementation, monitoring and
enforcement of the EEO/AA Program. The EEO Officer obtains information as may
be required to establish that this policy 1is being carried out at all levels
of executive, management and supervisory personnel. The EEO Officer
periodically reviews the Affirmative Action Program to ensure its
effectiveness, the need for any remedial action, the degree to which the
Company's objectives have been attained, whether known individuals with
disabilities and qualified protected veterans have had the opportunity to
participate in all Company-sponsored educational, training, recreational, and
social activities, measure the Company’s compliance with the affirmative
action program’s specific obligations, document the actions taken to comply
with these obligations, retain these documents as employment records, and
undertake necessary action to bring the program into compliance if any parl is
believed to be in need of improvement.

The EEOC Officer works with all levels of executive, management and
supervisory personnel to ensure that the Affirmative Action Program is
implemented in all day-to-day decisions concerning recruitment, job placement,
promotions, and other personnel actions. The EEO Officer carries out or
where necessary recommends such innovations in the Company’s practices as may
be required to ensure that the specific provisions and the spirit of this
policy are being implemented. The EEO Officer provides executive management
with a report, no less than once annually, measuring the effectiveness of the
Affirmative Action Program.

If any employee or applicant for employment believes he/she may have been
subjected to conduct or statements in violation of this policy, please contact
Megan Myllyla at the Fahrner office, 2800 Mecca Drive, Plover, WI 54467, at
(715) 341-2868 or her cell phone (715) 340-9327 or Mike Frodl, at (715) 341-
2868. The EEO Officer is responsible for ensuring that the complaint is
investigated and resolved in an appropriate fashion.

The EEO/RA Program 1is available for review by applicants and employees

during normal business hours, Monday through Friday. Appointments should be
made with the EEO Officer.
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NOTICE FOR ALL EMPLOYEES & APPLICANTS

OPERATING STATEMENT

It is the policy of Fahrner Asphalt Sealers, LLC to assure that applicants are employed, and that
employees are treated equal during employment, without regard to their age, race, color, religion, national
origin, sex, sexual orientation, gender identity, disability, protected veteran, genetic information, because
of inquiry or discussion about or disclosure of compensation, and all other federal, state, and local
protected classes. Such action shall include: employment, upgrading, demotion, or transfer; recruitment
or recruitment advertising, layoff or termination, rates of pay or other forms of compensation, and
selection for training, including: apprenticeship, preapprenticeship, or on-the-job training.

We encourage our employees to refer qualified and/or qualifiable minority and female applicants for
employment.

DESIGNATION OF EEO/AA OFFICER

Fahrner Asphalt Sealers, LLC has designated Megan Myllyla, 2800 Mecca Drive, Plover, WI 54467, at
(715) 341-2868 or at her cell phone (715) 340-9327 as the Company EEO/AA Officer. Megan Myllyla
has the responsibility to effectively administer and promote this Policy, and is assigned adequate authority
and responsibility to do so.

TRAINING LETTER

Fahrner Asphalt Sealers, LLC has an approved informal training and promotion program available
through various associations. We encourage your participation in these programs. Periodic random
interviews will be conducted to assess the training needs of our employees.

To be considered for our company’s training program, a prospective trainee must be an employee in good
standing and/or have supervisory approval. For further information, copies of outlines of individual job
classifications/area training programs contact Megan Myllyla at the office at 2800 Mecca Drive, Plover,
WI 54467, (715) 341-2868 or her cell phone (715) 340-9327.
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LETTER APPOINTING EEO OFFICER

Fahrner Asphalt Sealers, LLC has appointed Megan Myllyla, Equal Employment
Opportunity Officer, to manage the Company’s equal employment opportunity (EEQO)
program on this project. Her responsibilities include:

¢ Implement and monitor all Company EEO policies, procedures and activities
required by law, directive and regulations of Federal, State and Local
governments.

e Collect and analyze employment data, identify problem areas, measure
effectiveness of employment programs, and compile and submit all required
reports. Report at least quarterly to the Company President on progress to
achieve Company goals.

e Develop programs to assist in compliance with established goals as set forth in
contract specifications.

e Serve as liaison between the Company and government regulatory agencies,
minority and women’s organizations, minority contractor organizations, disabled
and veteran organizations, and other community based organizations.

e Assure that current legal information affecting EEO is disseminated to
responsible parties, both internally and externally.

e Where possible, participate in programs established by the WisDOT, Federal
Highway Administration, WTBA and other business and civic associations for the
purpose of advancing equal opportunity.

//A/zgza

Kent Kutnink, President Date
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EEO/DISCRIMINATION COMPLAINT PROCEDURE

Employees who become aware of or are subject to any prohibited discrimination or
harassment are strongly encouraged to immediately notify Megan Myllyla, EEO Officer, at
the Fahrner Asphalt Sealers office, 2800 Mecca Drive, Plover, W| 54467, at (715) 341-2868
or her cell (715) 340-9237 or Mike Frodl, at (715) 341-2868. The Company requires that all
complaints be put in writing and signed by the complainant. This helps ensure that all
complaints are thoroughly investigated. Complaint forms are available at the office at 2800
Mecca Drive, Plover, W| 54467. If the complainant has filed a complaint with the supervisor
and Megan Myllyla or Mike Frodl has not contacted the complainant five (5) business days
following the complaint, the complainant should contact Megan Myllyla or Mike Frodl. If
the complainant feels that the company did not resolve the complaint, he or she has the
right to notify the appropriate State and Federal compliance agency. The addresses and
telephone numbers for the different State and Federal compliance agencies can be located
on company wage boards.

. Supervisors who become aware of any incidents or alleged incidents of discrimination or
harassment must report the complaint within twenty-four (24) hours to Megan Myllyla or
Mike Frodl. The Company requires that all complaints be put in writing. This helps ensure
that all complaints are thoroughly investigated. Supervisors may not try to resolve
allegations of such behavior on their own. Any supervisor who fails to report allegations of
discrimination or harassment may be subject to discipline, up to and including discharge.

. The Company will thoroughly investigate allegations of prohibited discrimination or
harassment and aims to complete all such investigations within five (5) business days from
receipt of the written complaint. However, in certain circumstances, additional time may
be required. Based upon its investigation, the Company will take immediate and
appropriate action. Any employee found to have unlawfully discriminated against or
harassed another employee will be subject to appropriate discipline, up to and including
discharge. Immediate and appropriate steps will also be taken if any non-employee (such as
vendor, supplier or customer) is found to have unlawfully discriminated against or harassed
any employee of the Company. Timely responses indicating the outcome of the :
investigation will be communicated to all parties concerned.

Rev. 01/2019



EMPLOYEE RIGHTS

FOR WORKERS WITH DISABILITIES

PAID AT SUBMINIMUM WAGES

This establishment has a certificate authorizing the payment of subminimum wages to workers who are disabled for the work they are performing.
Authority to pay subminimum wages to workers with disabilities generally applies to work covered by the Fair Labor Standards Act (FLSA),
McNamara-O'Hara Service Contract Act (SCA), and/or Walsh-Healey Public Contracts Act (PCA). Such subminimum wages are referred to as
“commensurate wage rates” and are less than the basic hourly rates stated in an SCA wage determination and/or less than the FLSA minimum wage
of $7.25 per hour. A "commensurate wage rate" is based on the worker's individual productivity, no matter how limited, in proportion to the wage and
productivity of experienced workers who do not have disabilities that impact their productivity when performing essentially the same type, quality, and
quantity of work in the geographic area from which the labor force of the community is drawn.

Employers shall make this poster available and display it where employees and the parents and guardians of workers with disabilities can readily see it,
WORKE Rs WITH Subminimum wages urider swelion 14(c) are not appliceble unless a worker's digability actually impairs the

warker's earning or productive capacity for the work being parfurimad, The fact that o worker may have a
DISABILITI Es disability is not in and of itself sufficient to warrant the payment of a subminimum wage.

For purposes of paymani of commensutale wage tatss undar a certlficate, & warker with a disability is defined
as: An individual whoss earnings or produclive capacity is impaired by a physical or mental disability, including
those related to age or injury, for the work to be performed.

Disablliies which may alfect productive eapacity include an inteliectual or developmental disabiliity, psychiatric
clisability, a hearing or visual impairment, and cerlain other impairments, The following do not ordinarlly atfect
produstive capacity for pUrposes of paying commensdrate wage fates: educatlonal disabilities; chronic
uneinployment; receipt of welfare benafits; nonattendance at school, juvenile delinguancy; and correctional
parole or probation.

WORKE R NOTI FICATI ON Each worker with a disability and, where appropriate, the parent or guardian of such worker, shall be informed

orally and in writing by the employer of the terms of the certificate under which such waorker is employed.

KEY ELEM ENTS OF ¢ Nondisablad worker standard —The objsctiva gauge (usually a time study of the production of workera

who do nat havs disabilities that impair thalr productivity for the job) againat whiah the productivity of a

COM M ENSU RATE worker with a disability is measured.

WAG E RATES s Provalling wage rate—The wags paid lo experisnoed workers who do not have disabllities that impair their
productivity for the same or similar worl and whe are performing such work In the area. Most SCA cantracts
include a wage determination spacilying lhe prevalling wage rates lo be paid for SGA-povered wark.

+  Evaluation of the productivity of tha worker with a dlsability—[Documented messurement of the
praduction of the worker with a disabllity {in terms of quantily and quallty).

The wages of all workers paid commensurate wagea must be reviewad, and adjusted if appropriate, at perladic
intarvals, Al a minimum, the productivity of houry-paid warksrs must bo resvalunted at lsast every six montha
and & new prevalling wage survey must be conducled at least once every twelve months. In addition, pravalling
veages must be reviswed, and adjusted as appropriate, whanevet thate is a chatiga in the job or & change in the
prevaliing wage rate, such as whan the applicable state or fedaral minimum wage Is increasad.

WIOA The Workforce Innovation and Opportunity Act of 2014 (WIOA) amended the Rehabilitation Act by adding
section 511, which places limitations on the payment of subminimum wages to individuals with disabilities by
mandating the completion of certain requirements prior to and during the payment of a subminimurm wage.

EXECUTIVE ORDER Executive Order 13658, Establishing a Minimum Wage for Contractors, established a minimum wage that

generally must be paid to workers performing on or in connectlion with a covered contract with the Federal

1 3658 Government. Workers covered by this Executive Order and due the full Executive Order minimum wags include
workers with disabilitiss whose wages are calculated pursuant to certificates issued under section 14{c) of the
FLSA,

FRI NG E BENEF'TS Neither the FLSA nor the PCA have provisions requiring vacatlon, holiday, or sick pay nor other fringe benefits

such as health insurance or penaion plans, SCA wage determinationa may require such frings benefit payments
(or & cash equivalent). Workers paid under a certlficate authorizing commensurate wage rates must raceive the
full fringe benefita listed on the SCA wage determination,

OVERTI M E Generally, il a worker is performing work subject to the FLSA, SCA, and/or PCA, that worker must be paid at
least 1 1/2 timea their regular rate of pay for all hours worked over 40 in a workweek.

CHILD LABOR Minors younger than 18 years of age must be employed in accordance with the child labor provisions of the
FLSA. No peraons under 16 years of age may be employed in manufacturing or on a PCA contract.

PETITION PROCESS Warkers with disabilitles paid at subiminimuin wages may petition the Adminitrator of the Wage and Hour

Division of tha Departmant of Labor for a review of their wage rates by an Administretive Law Judge. No
particular form of petition is required, except that It must be signed by the workar with a disabllity ar his or har
parent o guandian and should contain the rame and address of the smployer, Patitiona should be mailed to:
Administrator, Wage and Hour Division, U.S. Dapartment of Labor, Asom 5-3502, 200 Constitution Avanue MW,
Washington, D.C, 20210,

1-866-487-9243 EI;
=WH * WAGE AND HOUR DIVISION TTY: 1-877-889-5627
_y 7
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DERECHOS DE EMPLEADOS

PARA TRABAJADORES CON
DISCAPACIDADES QUE PERCIBEN
UN SALARIO INFERIOR AL MINIMO

Este establecimiento cuenta con un certificado que autoriza el pago de salarios inferiores al minimo a trabajadores discapacitados por el rabajo que realizan. La avtorizacion para pagar
salarios infarioras a| minimo a trabajadares con dissapacidades por Io genaral s aplica a lrabajo regltla por la Ley de Normas Justas de Trabajo (FLSA, por sus siglas en inglits), la Ley
de Gontratos por Servicios McNamarn-0-Hara (SCA, por sus sighis en (ngls) y/o por la Ley Walsh-Healey Sobre Contratos Puablicos (PCA, por sus siglas en ingles), Toles salarios:
nfariores al miniimo se corncen como "lasas salatiales canmensurables” y aon inferlores a las lasas basicas por hora establesidas en la determinacian de salarios de la BCA y/a Inferlores
al salario minimo de $7.25 por hora seg(n la FLSA. Una “tasa salarial conmensurable” sa basa en la productividad individual del trabajador, no importa cuén limitada sea, en proporcion
al salario y a la productividad de los irabajadores experimentados que no tienen discapacidades que impactan su productividad cuando realizan esencialmente el mismo tipo, calidad y
cantidad de trabajo en el drea geografica de la que proviene la fuerza laboral de la comunidad.

Los empieadores deben hacer disponible y exhibir este cartel en un Jugar donde
los empleados y los padres y tutores de los lrabajadores con discapacidades lo puedan ver claramente.

TRABAJADORES CON
DISCAPACIDADES

NOTIFICACION AL TRABAJADOR

ELEMENTOS CLAVES DE
LAS TASAS DE SALARIO
CONMENSURABLE

WIOA

ORDEN EJECUTIVA 13658

BENEFICIOS COMPLEMENTARIOS

SOBRETIEMPO

TRABAJO DE MENORES DE EDAD

PROCESO DE SOLICITUD

DEPARTAMENTO DE TRABAJO DE LOS ESTADOS UNIDOS www.dol.gov/whd

L salarios jrteriores al salais minime sagln la seeeién 14() no se aplican & menes que la discapacidad del
{rabajator realmants perjudique sus ingresos o su capacidad productiva para el trabajo que realiza, El hecho de que
ol Wrahajaclor pueda tener Una discapacidad no es an & suficients pora justificar ol pago de un salaro Inferior al minimo.

Pura efectos de |as tasss salanales conmensurables segln un cerlificado, un tabajador con una discapacidad se
dafine como: Una persana cuyos ingrasos o capacidad productive se ve atectada por una discapacicad fisica o
mental, incluidas aquellas relacionadas oon la edadl o las leslones, pata que se realice el trabajo,

L9 discapacidades qus pusden alectar la capacidad productiva incluyen una discapacidad intelaclual o de
desarrollo, una discapacidad psiquiatrica, una discapacidsd suditiva o visual, y slgunas otras discapacidadas,
Lo siglienta normalmaente no afecta la capacidad productiva con el prepdaito de pagar lasas de solarios

| rabins: diacapacidades educativas, desemplec cronico, racibo de beneficios soclules, falla de anistenciea a
la escusls, delincuencia juveni! y livsrad condlcional o bajo palabra.

El emplsador detis informar ralmante y por escrito & cada trabajador con una discapacidad y, cuando corresponda,
al padra o tutar de dicho trabajador, sobre los términos del cartificado segun el cual dicho trabajndor aaté empleado.

¢ Norma de trabajadores no discapncitad Bl Indicador objstivo (gansralmanta un estudio gal tiempo de la
produccitn de trabajadores qua no tienen discapacidades que perjudi au produstividad para el trabajo)
contra ol cual a8 mids la productivicnd de un (rabajadar con una discapacidacd,

o Tasa de salario prevalociente—El salario que se paga o trabajadoras axpatimentados que no tienen
discapacidades que perjudiguen su produetividad por el mismo trabajo o trabajo simllar y que realizan tal trabajo
an ol drea. La mayor parte da loa conlratos SCA incluye una determinacion de salario que especifica las tasas
dal salario prevalecients que se tiens qua pagar por el trabajo sujeto a SCA,

o Eveluaclon de In productividad del trabajador con una discapacidud—Madida documentada de la
produccion del trabajadar con discapacidad (en términos da cantidad y calicad),

Los salarios de lodos los trabaladorss que perciben salarles conmensurablas tenen que ser rovisadas, y ajustados
sl corresponde, an intervales periddicos, Came minima, |a productividad de los {rabajadores asalarindos por hore
tisne que resvaluarss al manos cada sels masas y tiene que realizarse un estudio nuave de salarios prevalecienies
al manos Una vez cada doce meaes, Ademas, se tenen qus revisar, v ajustar segln cormesponda, los salarlos
pravataclentes slampre gua haya un cambio en el trabajo o sn la tasa del salajio pravaleclonte, tal coma cuando se
incremanta el salario minime aplicable estatal o ledaral,

La Lay da Innovacidn y Oportunidades Laborales de 2014 (WIOA, por sus siglas en inglss) animandé la Lay de
Rehabilitasidn al agragar la seccion 511, la cual impone limitaciones en el pego de selarics inferiares a |os minimos a
las parsanas con discapacidades al sxigh sl cumplimlent de clartos requisitos antes y durarte &l pago de un salario
inferior al minimo.

La Ordan Elecutiva 13658, que satablecs un salario minimo para contratistas, ioy urt aalario minlmo aus
gutwralments tisne que pegarsa a los trabajadores que cumplon un conlralo o un conexlén con un cantrata sujata
al Goblerng Faderal. Lon trabaiadores sujetos a esta Orden Ejecutiva y a los gua sa les deba «l salario minima
completo da la Ordan Ejscutiva incluyen a los trabajadores con di idades ouyos salarios se calculan conforme
a los certificados emilidos segin la seccidn 14(c) de ln FLSA,

Ni ta FLSA nl [a PGA tienen disposiciones que requieran vacacipnes; dias fastivos, o paga por enfermodad, ni otros
banaficios complamentarios come seguto de salud o planes de pensién, Las determinacienss da salario de SCA

pledean requetr pages de dicho benaficlo compl tarlo (o un equivalants an sfective), Loa trabajadores & los
auales sa las paga segin un cerlificado que iza taasas salarales co urables lensn gue recibir enteramante
los benaficios complamentarios adicionales enumerados en la delsmminacion de salario de BCA,

En general, si un trabajador se encuentta reallzando un trabajo suleto a la FLSA, SCA y/o PCA, se le tisne que pagar
a ese trabiajador tiampo y medio, es decir, 1 1/2 de su tasa regular de pago por todas las horas trabaladas después
de las 40 horas en una semana laboral.

Ls menares da stad da menaa da 18 afios tlensh que ser empleados de acuerda con las dispos|clonaa faderalas
para al trabaio da manores de edad de |a FLSA. Ninguna parsana menor de 16 afos de edad puede ser ampleada en
la manulactira o en un contrato de In PCA,

Los irabajadores coh discay {es 0 los que sa las paga salarios Inferiores al salario minima pueden solicitarle
al Administrador de |a Dlvisién de Horss y Salarlos del Deparamento de Trabajo que un Jusz de Derecho
Administrativo haga unn revision da las tasas de aus selarios, No 2a requisre ningdn formularia paricular da solicitud,
suceplo gue tiens que sar firmado por o trabajador con una discal idad o su padre & tutar ¥ tlane que contener el
nombre v la direscitn dol smpleadion. Las sollcitudes se pueden enviar por corrso a: Administrator, Waga and Hour
Divisian, U,S. Departiment of Labor, Aoom S-3503, 200 Conatitution Avenua N\W, Washington, DC 20210,

1-866-487-9243 [E]
DIVISION DE HORAS Y SALARIOS TTY: 1-877-889-5627 '3
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Equal Employment Opportunity is

THE LAW

Private Employers, State and Local Governments, Educational Institutions, Employment Agencies and Labor Organizations

Applicants to and employees of most private employers, state and local governments, educational institutions,
employment agencies and labor organizations are protected under Federal law from discrimination on the following bases:

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN

Title VII of the Civil Rights Act of 1964, as amended, protects applicants and
employees from discrimination in hiring, promotion, discharge, pay, fringe benefits,
job training, classification, referral, and other aspects of employment, on the basis
of race, color, religion, sex (including pregnancy), or national origin. Religious
discrimination includes failing to reasonably accommodate an employee’s religious
practices where the accommodation does not impose undue hardship.

DISABILITY

Title I and Title V of the Americans with Disabilities Act of 1990, as amended, protect
qualified individuals from discrimination on the basis of disability in hiring, promotion,
discharge, pay, fringe benefits, job training, classification, referral, and other

aspects of employment. Disability discrimination includes not making reasonable
accommodation to the known physical or mental limitations of an otherwise qualified
individual with a disability who is an applicant or employee, barring undue hardship.

AGE

The Age Discrimination in Employment Act of 1967, as amended, protects
applicants and employees 40 years of age or older from discrimination based on
age in hiring, promotion, discharge, pay, fringe benefits, job training, classification,
referral, and other aspects of employment.

SEX (WAGES)

In addition to sex discrimination prohibited by Title VII of the Civil Rights Act, as
amended, the Equal Pay Act of 1963, as amended, prohibits sex discrimination in
the payment of wages to women and men performing substantially equal work,
in jobs that require equal skill, effort, and responsibility, under similar working
conditions, in the same establishment.

GENETICS

Title II of the Genetic Information Nondiscrimination Act of 2008 protects applicants
and employees from discrimination based on genetic information in hiring,
promotion, discharge, pay, fringe benefits, job training, classification, referral, and
other aspects of employment. GINA also restricts employers’ acquisition of genetic
information and strictly limits disclosure of genetic information. Genetic imformation
includes information about genetic tests of applicants, employees, or their family
members; the manifestation of diseases or disorders in family members (family
medical history); and requests for or receipt of genetic services by applicants,
employees, or their family members.

RETALIATION

All of these Federal laws prohibit covered entities from retaliating against a
person who files a charge of discrimination, participates in a discrimination
proceeding, or otherwise opposes an unlawful employment practice.

WHAT TO DO IF YOU BELIEVE DISCRIMINATION HAS OCCURRED

There are strict time limits for filing charges of employment discrimination. To
preserve the ability of EEOC to act on your behalf and to protect your right to file a
private lawsuit, should you ultimately need to, you should contact EEOC promptly
when discrimination is suspected:

The U.S. Equal Employment Opportunity Commission (EEQC), 1-800-669-4000
(tolifree) or 1-800-669-6820 (toll-free TTY number for individuals with hearing
impairments). EEOC field office information is available at www.eeoc.gov or

in most telephone directories in the U.S. Government or Federal Government
section. Additional information about EEOC, including information about charge
filing, is available at www.eeoc.gov.



Employers Holding Federal Contracts or Subcontracts

Applicants to and employees of companies with a Federal government contract or subcontract
are protected under Federal law from discrimination on the following bases:

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN

Executive Order 11246, as amended, prohibits job discrimination on the basis
of race, color, religion, sex or national origin, and requires affirmative action to
ensure equality of opportunity in all aspects of employment.

INDIVIDUALS WITH DISABILITIES

Section 503 of the Rehabilitation Act of 1973, as amended, protects qualified
individuals from discrimination on the basis of disability in hiring, promotion,
discharge, pay, fringe benefits, job training, classification, referral, and

other aspects of employment. Disability discrimination includes not making
reasonable accommodation to the known physical or mental limitations of an
otherwise qualified individual with a disability who is an applicant or employee,
barring undue hardship. Section 503 also requires that Federal contractors take
affirmative action to employ and advance in employment qualified individuals
with disabilities at all levels of employment, including the executive level.

DISABLED, RECENTLY SEPARATED, OTHER PROTECTED,

AND ARMED FORCES SERVICE MEDAL VETERANS

The Vietnam Era Veterans’ Readjustment Assistance Act of 1974, as amended, 38
U.S.C. 4212, prohibits job discrimination and requires affirmative action to employ
and advance in employment disabled veterans, recently separated veterans (within

three years of discharge or release from active duty), other protected veterans
(veterans who served during a war or in a campaign or expedition for which a
campaign badge has been authorized), and Armed Forces service medal veterans
(veterans who, while on active duty, participated in a U.S. military operation for
which an Armed Forces service medal was awarded).

RETALIATION

Retaliation is prohibited against a person who files a complaint of discrimination,
participates in an OFCCP proceeding, or otherwise opposes discrimination
under these Federal laws.

Any person who believes a contractor has violated its nondiscrimination or
affirmative action obligations under the authorities above should contact
immediately:

The Office of Federal Contract Compliance Programs (OFCCP), U.S.
Department of Labor, 200 Constitution Avenue, N.-W., Washington, D.C.

20210, 1-800-397-6251 (toll-free) or (202) 693-1337 (TTY). OFCCP may also be
contacted by e-mail at OFCCP-Public@dol.gov, or by calling an OFCCP regional
or district office, listed in most telephone directories under U.S. Government,
Department of Labor.

Programs or Activities Receiving Federal Financial Assistance

RACE, COLOR, NATIONAL ORIGIN, SEX

In addition to the protections of Title VII of the Civil Rights Act of 1964, as
amended, Title VI of the Civil Rights Act of 1964, as amended, prohibits
discrimination on the basis of race, color or national origin in programs or
activities receiving Federal financial assistance. Employment discrimination

is covered by Title VI if the primary objective of the financial assistance is
provision of employment, or where employment discrimination causes or may
cause discrimination in providing services under such programs. Title IX of the
Education Amendments of 1972 prohibits employment discrimination on the

basis of sex in educational programs or activities which receive Federal financial
assistance.

EEOC 9/02 and OFCCP 8/08 Versions Useable With 11/09 Supplement

INDIVIDUALS WITH DISABILITIES

Section 504 of the Rehabilitation Act of 1973, as amended, prohibits employment
discrimination on the basis of disability in any program or activity which receives
Federal financial assistance. Discrimination is prohibited in all aspects of
employment against persons with disabilities who, with or without reasonable
accommodation, can perform the essential functions of the job.

If you believe you have been discriminated against in a program of any
institution which receives Federal financial assistance, you should immediately
contact the Federal agency providing such assistance.

EEOC-F/E-1 (Revised 11/09)



La igualdad de oportunidades de empleo es

LA LEY

Empleadores privados, gobiernos locales y estatales, instituciones educativas, agencias de empleo y organizaciones de trabajo

Los postulantes y empleados de la mayoria de los empleadores privados, los gobiernos locales y estatales, las instituciones educativas,
las agencias de empleo y las organizaciones de trabajo estédn protegidos por la ley federal contra la discriminacién en funcién de:

RAZA, COLOR, _wm_-_ﬂaz. SEXO, PROCEDENCIA

El Tttulo VII de la Ley de Derechos Civiles (Civil Rights Act) de 1964, con sus modificaciones,
protege alos postulantes y a los empleados contra la discriminacion en lo que respectaala
contratacion, los ascensos, los despidos, los pagos, las compensaciones adicionales, la capacitacion
laboral, la clasificacién, las referencias y los demas aspectos del empleo, en funcién de raza, color,
religion, sexo (incluidas las embarazadas) o procedencia. 2 discriminacién religiosa se refiere a
la falta de adaptacién razonable a las practicas religiosas de un empleado, siempre y cuando dicha
adaptacién no proveque una dificultad econdémica desmedida para la compariia.

DISCAPACIDAD

Los Titulos 1y V de la Ley de Estadounidenses con Discapacidades (Americans with
Disabilities Act) de 1990, con sus modificaciones, protege a las personas idéneas contra

la discriminacion por discapacidad en lo que respecta a la contratacion, los ascensos, los
despidos, los pagos, las compensaciones adicionales, la capacitacion laboral, Ia clasificacion,
las referencias y los demas aspectos del empleo. La discriminacion por discapacidad se
refiere a la falta de adaptaciones razonables para las limitaciones fisicas o0 mentales de una
persona iddénea que tiene una discapacidad y que es un postulante o un empleado, salvo
que dichas adaptaciones provoquen una dificultad econdémica desmedida para la compaiiia.

EDAD

La Ley contra la Discriminacion Laboral por Edad (Age Discrimination in Employment
Act) de 1967, con sus modificaciones, protege a los postulantes y empleados de 40 afios
0 mas contra la discriminacién por cuestiones de edad en lo que respecta a la contratacién,
los ascensos, los despidos, los pagos, las compensaciones adicionales, la capacitaciéon
laboral, 1a clasificacién, las referencias y los demas aspectos del empleo.

SEXO (SALARIOS)

Ademas de lo establecido en el Titulo VII de la Ley de Derechos Civiles, con sus
modificaciones, la Ley de Igualdad en las Remuneraciones (Equal Pay Act) de 1963, con
sus modificaciones, también prohibe la discriminacion sexual en el pago de los salarios
a las mujeres y los hombres que realicen basicamente el mismo trabajo, en empleos que
requieran las mismas habilidades, esfuerzo y responsabilidad, en condiciones laborales
similares, en el mismo establecimiento.

GENETICA

El Titulo I de 1a Ley de No Discriminacién por Informaciéon Genética (Genetic Information
Nondiscrimination Act, GINA) de 2008 protege a los postulantes y empleados contra la
discriminacion basada en la informacién genética en lo que respecta a la contratacion, los
ascensos, los despidos, los pagos, las compensaciones adicionales, la capacitacién laboral,
la clasificacion, las referencias y los demas aspectos del empleo. La GINA también limita

la adquisicion de informacién genética por parte de los empleadores y condiciona de
manera estricta su divulgacién. La informacién genética incluye las pruebas genéticas de
Jos postulantes, empleados o integrantes de sus familias, la manifestacion de enfermedades
o trastornos de los miembros de la familia (historia médica familiar) y las solicitudes o la
recepcion de servicios genéticos por parte de los postulantes, empleados o integrantes de
sus familias.

REPRESALIAS

Todas estas leyes federales prohiben a las entidades cubiertas que tomen represalias
en contra de una persona que presenta una cargo por discriminacion, participa en un
procedimiento por discriminacion o que, de algiin otro modo, se opone a una practica
laboral ilicita.

QUE DEBE HACER SI CONSIDERA QUE ES VICTIMA DE LA DISCRIMINACION
Existen plazos estrictos para presentar cargos por discriminacion laboral. A fin de
preservar la capacidad de la Comisién para la Igualdad de Oportunidades en el Empleo
(Equal Employment Opportunity Commission, EEOC) de actuar en representacion suya
y proteger su derecho a iniciar una demanda privada si fuese necesario en tltima
instancia, debe comunicarse con la EEOC apenas sospeche que se produjo un hecho

de discriminacion: Comisiéon para la Igualdad de Oportunidades en el Empleo de los
Estados Unidos, 1-800-6694000 (linea gratuita) o 1-800-669-6820 (linea gratuita TTY para
las personas con problemas auditivos). Puede encontrar informacién sobre las sucursales
de la EEOC en www.eeoc.gov o en la mayoria de las guias telefonicas en la seccion
Gobierno Federal o Gobierno de los Estados Unidos. También puede obtener informacion
adicional sobre la EEOC, incluse cémo presentar un cargo, en www.eeoc.gov.



Empleadores que tengan contratos o subcontratos con el gobierno federal

Los postulantes y empleados de las compaiifas que tengan un contrato o subcontrato con el gobierno federal
estan protegidos por la ley federal contra la discriminacion en funcién de:

RAZA, COLOR, RELIGION, SEX0O, PROCEDENCIA

Fl Decreto Ejecutivo 11246, con sus modificaciones, prohibe la di i6n en el trabajo
en funcién de raza, color, religion, sexo o procedencia y exige que se implementen acciones
afirmativas para garantizar la igualdad de oportunidades en todos los aspectos laborales.

PERSONAS CON DISCAPACIDADES

La Seccion 503 de la Ley de Rehabilitacion (Rehabilitation Act) de 1973, con sus
modificaciones, protege a las personas idoneas contra la discriminacion por discapacidad en
lo que respecta a la contratacion, los ascensos, los despidos, los pagos, las compensaciones
adicionales, la capacitacién laboral, 1a clasificacion, las referencias y los demas aspectos del
empleo. La discriminacion por discapacidad se refiere a la falta de adaptaciones razonables
para las limitaciones fisicas o mentales de una persona idénea que tiene una discapacidad y
que es un postulante o un empleado, salvo que dichas adaptaciones provoquen una dificultad
economica desmedida para la compariia. La Seccion 503 también exige que los contratistas
federales implementen acciones afirmativas para emplear y avanzar en el empleo de personas
idéneas con discapacidades en todos los niveles laborales, incluido el nivel ejecutivo.

VETERANOS DISCAPACITADOS, RECIEN RETIRADOS, BAJO PROTECCION

Y CON MEDALLA POR SERVICIO A LAS FUERZAS ARMADAS

La Ley de Asistencia a la Readaptacién de Veteranos de Vietham (Vietnam Era
Veterans’ Readjustment Assistance Act) de 1974, con sus modificaciones, 38 U.S.C. 4212,
prohibe la discriminacion laboral y exige que se implementen acciones afirmativas
para emplear y avanzar en el empleo de los veteranos discapacitados, recién retirados

(en el plazo de los tres afos posteriores a la baja o al cese del servicio activo), otros
veteranos bajo proteccion (los veteranos que prestaron servicio durante una guerra o

en una campaiia o expedicién para la cual se les autoriz6 una insignia de campaiia) y los
veteranos con medalla por servicio a las Fuerzas Armadas (aquellos que durante el servicio
activo, participaron en una operacién militar de los Estados Unidos por la cual se los
reconocié con una medalla por servicio a las Fuerzas Armadas).

REPRESALIAS

Quedan prohibidas las represalias contra una persona que presenta una demanda por
discriminacion, participa en un procedimiento de la Oficina de Programas de Cumplimiento
de Contratos Federales (Office of Federal Contract Compliance Programs, OFCCP) o que se
oponga, de algiin otro modo, a la discriminacion segun estas leyes federales.

Toda persona que considere que un contratista viold sus obligaciones de accién afirmativa
o no discriminacién segtin las autoridades mencionadas anteriormente debe comunicarse
de inmediato con:

La Oficina de Programas de Cumplimiento de Contratos Federales (OFCCP), Departamento
de Trabajo de los Estados Unidos, 200 Constitution Avenue, N.W., Washington, D.C. 20210,
teléfono 1-800-397-6251 (linea gratuita) o (202) 693-1337 (linea TTY). También puede enviar
un mensaje de correo electronico ala OFCCP (OFCCP-Public@dol.gov) o bien, llamar a
una de sus oficinas regionales o del distrito, las cuales aparecen en la mayoria de las guias
telefonicas en la seccion Gobierno de los Estados Unidos, Departamento de Trabajo.

Programas o actividades que reciben asistencia financiera federal

RAZA, COLOR, PROCEDENCIA, SEXO

Ademas de las protecciones establecidas en el Titulo VII de la Ley de Derechos Civiles de 1964
y sus modificaciones, €] Titulo VI de dicha ley, con sus modificaciones, prohibe la discriminacion
por raza, color o procedencia en los programas o las actividades que reciban asistencia financiera
federal. La discriminacion laboral esti cubierta por el Titulo VI si el objetivo principal de la
asistencia financiera es brindar empleo, o si la discriminacion laboral provoca o puede provocar
discriminacion cuando se proporcionan los servicios de dichos programas. El Titulo IX de las
Reformas Educativas de 1972 prohibe la discriminacion laboral segiin el sexo en los programas
o las actividades educativas que reciben asistencia financiera federal.

Versiones utilizables de la EEOC 9/02 y la OFCCP 8/08 con el Suplemento 11/09

PERSONAS CON DISCAPACIDADES

La Seccion 504 de la Ley de Rehabilitacién de 1973, con sus modificaciones, prohibe la
discriminacion laboral por discapacidad en cualquier programa o actividad que reciba
asistencia financiera federal. Queda prohibida la discriminacion en todos los aspectos
laborales contra las personas discapacitadas que, con o sin adaptaciones razonables,
pueden desempenar las funciones esenciales del trabajo.

Si cree que ha sido victima de discriminacion en algan programa de una institucién que
reciba asistencia financiera federal, debe comunicarse de inmediato con la agencia federal
que brinda dicha asistencia.

EEOC-F/E-1 (Revisado 11/09)



IF YOU HAVE THE RIGHT TO WORK

Don’t let anyone take it away.

Contact IER

There are laws to protect you from

discrimination in the workplace.

For assistance in your own language
Phone: 1-800-255-7688
TTY: 1-800-237-2515

You should know that... _
Email us

IER@usdoj.gov

In most cases, employers cannot deny

you a job or fire you because of your Or write to

national origin or citizenship status or U.S. Department of Justice — CRT
refuse to accept your legally acceptable Immigrant and Employee Rights — NYA
documents. 950 Pennsylvania Ave., NW

Washington, DC 20530

Employers cannot reject documents
because they have a future expiration
date.

If any of these things happen to you, contact

Employers cannot terminate you because
of E-Verify without giving you an
opportunity to resolve the problem.

the Immigrant and Employee Rights Section

In most cases, employers cannot require
you to be a U.S. citizen or a lawful
permanent resident.

B — DEPARTMENT OF JUSTICE —
;:;:3 IMMIGRANT & EMPLOYEE RIGHTS SECTION
r — CIVIL RIGHTS DIVISION —

|mmigrant and Employee Rights Section

U.S. Department of Justice, Civil Rights Division www.justice.gov/ier




Existen leyes que lo protegen contra la

discriminacion en el trabajo.

Usted debe saber que...

En la mayoria de los casos, los empleadores no
pueden negarle un empleo o despedirlo
debido a su nacionalidad de origen o estatus
de ciudadania, ni tampoco negarse a aceptar
sus documentos validos y legales.

Los empleadores no pueden rechazar
documentos porque tengan una fecha de
vencimiento futura.

Los empleadores no pueden despedirlo debido
a E-Verify sin darle una oportunidad de
resolver el problema

En la mayoria de los casos, los empleadores no
pueden exigir que usted sea ciudadano
estadounidense o residente legal permanente.

“Seccion de Deré'c'hos de Inmigrantes y Empleadbs

SI USTED TIENE DERECHO A TRABAJAR

———

Comuniquese con la [ER

Para ayuda en su propio idioma:
Teléfono: 1-800-255-7688
TTY: 1-800-237-2515

Mandenos un correo:
IER@usdoj.gov

O escribanos a:
U.S. Department of Justice — CRT
Immigrant and Employee Rights — NYA
950 Pennsylvania Ave., NW
Washington, DC 20530

Si alguna de estas cosas le ha sucedido, comuniquese
con la Seccion de Derechos de Inmigrantes y

Empleados (IER, por sus siglas en inglés)

) = DEPARTAMENTO DE JUSTICIA DE LOS EE. UU. ——.
SECCION DE DERECHOS DE INMIGRANTES Y EMPLEADOS
j —— DIVISION DE DERECHOS CIVILES —

www.justice.gov/ier
www.justice.gov/crt-

Departamento de Justica de los EE. UU,, Divisién de Derechos Civiles about/espanol/ier -



This Organization
Participates in E-Verify

-

This employer participates in E-Verify and will
provide the federal government with your
Form |-9 information to confirm that you are
authorized to work in the U.S.

If E-Verify cannot confirm that you are
authorized to work, this employer is required
to give you written instructions and an
opportunity to contact Department of
Homeland Security (DHS) or Social Security
Administration (SSA) so you can begin to

issolve the issue before the employer can
take any action against you, including
terminating your employment.

Employers can only use E-Verify once you
have accepted a job offer and completed the
Form [-9.

E-Verify Works for Everyone

For more information on E-Verify, or if
you believe that your employer has
violated its E-Verify responsibilities,

please contact DHS.

Esta Organizacion
Participa en E-Verify

Este empleador participa en E-Verify y proporcionara
al gobierno federal la informacion de su Formulario |-9
para confirmar que usted esta autorizado para trabajar
en los EE.UU..

Si E-Verify no puede confirmar que usted esta
autorizado para trabajar, este empleador esta
requerido a darle instrucciones por escrito y una
oportunidad de contactar al Departamento de
Seguridad Nacional (DHS) o a la Administracion del
Seguro Social (SSA) para que pueda empezar a
resolver el problema antes de que el empleador pueda
tomar cualquier accién en su contra, incluyendo la
terminacion de su empleo.

Los empleadores solo pueden utilizar E-Verify una vez
que usted haya aceptado una oferta de trabajo y
completado el Formulario 1-9.

E-Verify Funciona Para Todos

Para mas informacion sobre E-Verify, o si
usted cree que su empleador ha violado
sus responsabilidades de E-Verify, por
favor contacte a DHS.

888-897-7781
dhs.gov/e-verify

E-VERIFY (8 A SERVICE OF DNS AND SSA
The E-Verily logo end mark ore ragistared trademarks of Dejiartmenl of Homeland
Secwrily. Commatcial onle of this puster ls strictly prohibited,

English / Spanish Poster



EMPLOYEE RIGHTS

EMPLOYEE POLYGRAPH PROTECTION AGT

The Employee Polygraph Protection Act
prohibits most private employers from using

lie detector tests either for pre-employment
screening or during the course of employment.

PROHIBITIONS

EXEMPTIONS

EXAMINEE
RIGHTS

ENFORCEMENT

Employers are generally prohibited from requiring or requesting

any employee or job applicant to take a lie detector test, and from
discharging, disciplining, or discriminating against an employee or
prospective employee for refusing to take a test or for exercising other
rights under the Act.

Federal, State and local governments are not affected by the law. Also,
the law does not apply to tests given by the Federal Government to
certain private individuals engaged in national security-related activities.

The Act permits polygraph (a kind of lie detector) tests to be administered
in the private sector, subject to restrictions, to certain prospective
employees of security setvice firms (armored car, alarm, and guard), and
of pharmaceutical manufacturers, distributors and dispensers.

The Act also permits polygraph testing, subject to restrictions, of certain
employees of private firms who are reasonably suspected of involvement
in a workplace incident (theft, embezzlement, etc.) that resulted in
economic loss to the employer.

The law does not preempt any provision of any State or local law or any
collective bargaining agreement which is more restrictive with respect to
lie detector tests.

Where polygraph tests are permitted, they are subject to numerous strict
standards concerning the conduct and length of the test. Examinees
have a number of specific rights, including the right to a written notice
before testing, the right to refuse or discontinue a test, and the right not
to have test results disclosed to unauthorized persons.

The Secretary of Labor may bring court actions to restrain violations and
assess civil penalties against violators. Employees or job applicants may
also bring their own court actions.

THE LAW REQUIRES EMPLOYERS TO DISPLAY THIS POSTER
WHERE EMPLOYEES AND JOB APPLICANTS CAN READILY SEE IT.

1-866-487-9243 Bl Rl
WAGE AND HOUR DIVISION R I

UNITED STATES DEPARTMENT OF LABOR

www.dol.gov/whd E

WH1462 REV 07/16



DEREGCHOS vee EMPLEADO

LEY PARA LA PROTECCION DEL EMPLEADO
CONTRA LA PRUEBA DEL POLIGRAFO

La Ley Para La Proteccion del Empleado contra la
Prueba de Poligrafo le prohibe a la mayoria de los
empleadores del sector privado que utilice pruebas

con detectores de mentiras durante el periodo
de pre-empleo o durante el servicio de empleo.

PROHIBICIONES Generalmente se le prohibe al empleador que le exija o requiera a un
empleado o a un solicitante a un trabajo que se someta a una prueba
con detector de mentiras, y que despida, discipline, o discrimine de
ninguna forma contra un empleado o contra un aspirante a un trabajo por
haberse negado a someterse a la prueba o por haberse acogido a otros
derechos establecidos por la Ley.

EXENCIONES Esta Ley no afecta a los empleados de los gobiernos federal, estatales
y locales. Tampoco se aplica a las pruebas que el Gobierno Federal
les administra a ciertos individuos del sector privado que trabajan en
actividades relacionadas con la seguridad nacional.

La Ley permite la administracion de pruebas de poligrafo (un tipo de
detector de mentiras) en el sector privado, sujeta a ciertas restricciones,
a ciertos aspirantes para empleos en companias de seguridad (vehiculos
blindados, sistemas de alarma y guardias). También se les permite el uso
de éstas a compariias que fabrican, distribuyen y dispensan productos
farmacéuticos.

La Ley también permite ia administracién de estas pruebas de poligrafo,
sujeta a ciertas restricciones, a empleados de empresas privadas que
estén bajo sospecha razonable de estar involucrados en un incidente
en el sitio de empleo (tal como un robo, desfalco, etc.) que le haya
ocasionado dafios econémicos al empleador.

La Ley no substituye ninguna provisién de cualquier otra ley estatal
o local ni tampoco a tratos colectivos que sean mas rigurosos con
respecto a las pruebas de poligrafo.

DERECHOS En casos en que se permitan las pruebas de poligrafo, éstas deben

DE LOS ser administradas bajo una cantidad de normas estrictas en cuanto a

EXAMINADOS su admmistraciéq y duracién. Los examinados tienen un nimero de
derechos especificos, incluyendo el derecho de advertencia por escrito
antes de someterse a la prueba, el derecho a negarse a someterse a la
prueba o a descontinuarla, al igual que el derecho a negarse a que los
resultados de la prueba estén al alcance de personas no autorizadas

CUMPLIMIENTO El/La Secretario(a) de Trabajo puede entablar pleitos para impedir
violaciones y puede imponer penas pecuniarias civiles contra los
violadores. Los empleados o solicitantes a empleo también tienen
derecho a entablar sus propios pleitos en los tribunales.

LA LEY EXIGE QUE LOS EMPLEADORES EXHIBAN ESTE AVISO DONDE LOS
EMPLEADOS Y LOS SOLICITANTES DE EMPLEO LO PUEDAN VER FACILMENTE.

1-866-487-9243
TTY. 1-877-889-5627
www.dol.gov/whd

DIVISION DE HORAS Y SALARIOS

DEPARTAMENTO DE TRABAJO DE LOS EE.UU.

WH1462 SPA  REV 07/16




EMPLOYEE RIGHTS

UNDER THE FAMILY. AND MEDICAL LEAVE ACT

THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

LEAVE
ENTITLEMENTS

BENEFITS &
PROTECTIONS

ELIGIBILITY
REQUIREMENTS

REQUESTING
LEAVE

EMPLOYER
RESPONSIBILITIES

ENFORCEMENT

Ellgible employees who work for a covered employer can take up to 12 weeks of unpald, Job-protected leave in a 12-month period
for the followlng reasons:

e The birth of a chlld or placement of a child for adoptlon or foster care;
o To bond with a chlld (leave must be taken within 1 year of the chlid's birth or placement);
o To care for the employee's spouse, chlld, or parent who has a qualifying serlous health condltion;
s Forthe employce's own qualifylng serlous health condltion that makes the employee unable to perform the employee's job;
o For qualifying exigencles related to the forelgn deployment of a military member who Is the employee's spouse,
child, or parent.
An ellgible employee who Is a covered servicemember's spouse, chlld, parent, or next of kin may also take up to 26 wecks
of FMLA leave in a single 12-month period to care for the servicemember with a serlous Injury or fliness.

An employee does not need to use leave In one block. When It Is medically necessary or otherwlse permitted, employees
may take leave intermlttently or on a reduced schedule.

Employees may choose, or an employer may requlre, use of accrued pald leave while taking FMLA leave. If an employce
substitutes accrucd pald leave for FMLA leave, the employee must comply with the employer's normal pald leave policies.

While employees are on FMLA leave, employers must continue health Insurance coverage as If the employees were not on leave.

Upoen return from FMLA leave, most employees must be restored to the same Job or one nearly ldentlcal to it with
equivalent pay, benefits, and other employment terms and conditions.

An employer may not Interfere with an Individual's FMLA rights or retallate agalnst someone for using or trylng to use FMLA lcave,
opposing any practice made unlawful by the FMLA, or belng involved In any proceeding under or related to the FMLA.

An employee who works for a covered employer must meet three criteria In order to be ellgible for FMLA lcave. The employee must:

s Have worked for the employer for at least 12 months;
s Have at least 1,250 hours of service in the 12 months before taking leave;* and
»  Work at a locatlon where the employer has at least 50 employees wlithin 75 mlles of the employee's workslte,

*Special “hours of service” requirements apply to alrline flight crew employees.

Generally, employees must glve 30-days' advance hotlce of the need for FMLA leave. If it Is not possible to glve 30-days' notlce,
an employee must notlfy the employer as soon as possible and, generally, follow the employer's usual procedures.

Employees do not have to share a medical dlagnosls, but must provide enough Informatlon to the employer so It can determine
If the leave quallfles for FMLA protection. Sufficient Informatlon could Include Informing an employer that the employee Is or
will be unable to perform his or her Job functions, that a famlly member cannot perform dally activities, or that hospltalizatlon or
continulng medical treatment Is necessary. Employees must inform the employer If the heed for leave Is for a reason for which
FMLA lcave was previously taken or certifled.

Employers can require a certiflcation or periodic recertiflcation supporting the need for leave. If the employer determines that the
cettification Is incomplete, it must provide a written notice Indicating what additional information s required.

Once an employer becomes aware that an employce's need for leave Is for a reason that may qualify under the FMLA, the
employer must notlfy the employee If he or she is ellgible for FMLA leave and, If ellgible, must also provide a notice of rights and
responslbllitles under the FMLA. If the employee Is not eligible, the employer must provide a reason for Ineliglbllity.

Employers must notify lts employees If leave will be deslgnated as FMLA leave, and If so, how much leave will be deslgnated as
FMLA leave.

Employees may flle a complaint with the U.S. Department of Labor, Wage and Hour Divislon, or may bring a private Jawsuit
agalnst an employer.

The FMLA does not affect any federal or state law prohlbiting discrimination or supersede any state or local law or collective
bargalning agreement that provides greater family or medical leave rights. f
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 DERECHOS DEL EMPLEADO

SEGUN LA LEY DE AUSENCIA FAMILIAR Y MEDICA

DIVISION DE HORAS Y SALARIOS DEL DEPARTAMENTO DE EE. UU.

DERECHOS DE LA

LICENCIA

BENEFICIOS Y
PROTECCIONES

REQUISITOS DE
ELEGIBILIDAD

PEDIDO DE LA
LICENCIA

RESPONSABILI-
DADES DEL
EMPLEADOR

CUMPLIMIENTO

Los empleados elegibles que trabajan para un empleador sujcto a esta ley pucden tomarse hasta 12 semanas de licencia sin pagay sin perder su

empleo durante un periodo de 12 meses por |as slguicntes razones:

o El nacimlento de un hljo o la colocaclén de un hijo en adopcion o en hogar de crianza;

. Para establecer lazos afectivos con un nlie (la licencia tlene que ser tomada dentro del primer afo del nacimiente o de la colocacion del nlfio);
»  Para culdar al cényuge del emploado, al hijo, o al padre que tenga una condicién soria de salud que calitiquo;

«  Debido a una condicion seria de salud que califiquo del empleado mismo y que resulte en que el ompleado no pueda realizar su trabajo;

+  Por exigencias que califlquen relacionadas con el desplioguc al extranjoro de un miembro de las fuerzas armadas que sea conyuge
del empleado, hljo o padre.
Un empleado eleglble que es conyuge, hljo, padre o famlllar més cercano del mlombro de las fuerzas armadas que csta cubierto, puede
tomarse hasta 26 semanas de licencla bajo la Ley de Ausencla Familiar y Médlca (FMLA, por sus siglas en Inglés) en un perlodo (nlco de 12
meses para cuidar al miembro de las fuerzas armadas que tenga una losion o enfermedad serla.

El empleado no tlene que tomarse toda la llcencla seguida de una sola vez. Cuando es medicamente necesario o de otra manera permitido,
los empleados pueden tomarse la licencla de forma Intermitente o cn una Jornada reducida.

Los empleados puceden eleglr, o un empleador puede exigir, el uso de licenclas pagadas acumuladas micntras se toman la licencia bajo la
FMLA. Si el empleado sustituye 1a licencla pagada acumulada por la licencia bajo la FMLA, ¢l empleado tlene que cumplir con las politicas de
pago de licenclas norimales del empleador.

Mlentras los empleados estén de licencia bajo la FMLA, los empleadores tienen que continuar con la cobertura del seguro de salud como si los
empleados no estuvicran de licencla,

Después de regresar de la licencla bajo la FMLA, a la mayor parte de los empleados se les tiene que restablecer al mlsmo trabajo o uno
castidéntico, con ol pago, los beneficlos y otros térmlnos y otras condicionos de omploo equivalentes.

El empleador no puede interferir con los derochos de 1a FMLA de un Individuo o tomar represallas contra algulen por usar o Intentar de usar
la llcencla bajo la FMLA, por opoherse a cualquier préactica llegal hecha por la FMLA, o por estar Involucrado en un procedlmicnto seglin o
relaclonado con fa FMLA.

Un empleado que traba)a para un empleador bajo el alcance tlene que cumplir con tres ctiterlos para poder ser clegible para una licencia bajo
la FMLA, El empleado tiene que:

»  Haber trabajado para el empleador por o menos 12 meses;
«  Tener por lo menos 1,250 horas de serviclo en los 12 meses prevlos a tomar la licencla*;y
«  Trabalar en un lugar donde el empleador tenga al menos 50 empleados dentto de 75 millas del lugar de trabajo del ompleado.

*Requisitos especlales de “horas de serviclo” se aplican a empleados de una trlpulacién de una aerolinea.

En general, los empleados tienen que pedir la licencla necesaria bajo la FMLA con 30 dias de antlctpacién. St no es posible avisar con 30 dias de
anticipacion, al empleado tiene que notificar al empleador lo mas pronto posible y, gonoralmente, soguir los procedimicntos usuales del empleador.

Los emplaados no tienen que informar un diagnéstico médico, pero tisnon que proporcionar informacidn suflciente para que ol empleador pueda
detarminat si la ausencla califica bajo la proteccion de la FMUA, La informacién suficients podria incluir informarle al empleador que el smpleado
esta o estara Incapachtado para realizar sus funclones laborales, que un mlembro de la famiila no puede reallzar las actlvidades dlarias, o que
una hospitallzacldn o un tratamiento médico de segulmlento es necesarlo. Los empleados tienon que Informar al empleador sl la necesidad de la
liconcla es por una razén por la cual Ja licencla bajo fa FMLA fue previamonte tomada o cortlficada.

Los empleadores pueden exiglr un certlficado o una recertiflcaclén periddica que respalde la necesltad para la licencla. Si el empleador determina
que la cartificacion esta incompleta, tiene que proporclonar un aviso por oscrlto indicando qué Informaclon adlclonal se requiere.

Una vez que el empleador sepa que la |dad para la licencla del empleado es por una razén que pueda callficar bajo la FMLA, el empleador
tiene que notificar al empleado si él o ella es olegible para una liconcia bajo FMLA y, si es elegible, también tiene que proporcionar un aviso de los
derechos y las responsabilidades segun la FMLA. Sl el empleado no es elegible, el empleador tiene que brindar una razén por la cual no es eleglble.

Los empleadores tianen que notificar a sus empleados sl la ausencla sora deslgnada como licencia bajo la FMLA, y de ser asi, cuanta ausencla sera
deslgnada como licencla bajo la FMLA,

Los empleados pueden presentar un reclamo ante el Departamento de Trabajo de EE. UU, la Divislén de Horas y Salarlos, o pueden presentar una
demanda prlvada contra un empleador,

La FMLA no afecta a ninguna ley federal o estatal que prohiba la discrimInacién nl sustltuye a ninguna ley estatal o local o convenlo colectivo de
negoclaclén que proporcione mayores derechos de ausenclas famlliares o médicas.
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NOTICE

Military Family Leave

On January 28, President Bush signed into law the National Defense Authorization Act
for FY 2008 (NDAA), Public Law 110-181. Section 585(a) of the NDAA amended the
FMLA to provide eligible employees working for covered employers two important new
leave rights related to military service:

(1) New Qualifying Reason for Leave. Eligible employees are entitled to up
to 12 weeks of leave because of “any qualifying exigency” arising out of the
fact that the spouse, son, daughter, or parent of the employee is on active
duty, or has been notified of an impending call to active duty status, in sup-
port of a contingency operation. By the terms of the statute, this provision
requires the Secretary of Labor to issue regulations defining “any qualifying
exigency.” In the interim, employers are encouraged to provide this type of
leave to qualifying employees.

(20 New Leave Entitlement. An eligible employee who is the spouse, son,
daughter, parent, or next of kin of a covered servicemember who is recov-
ering from a serious illness or injury sustained in the line of duty on active
duty is entitled to up to 26 weeks of leave in a single 12-month period to
care for the servicemember. This provision became effective immediately
upon enactment. This military caregiver leave is available during “a single
12-month period” during which an eligible employee is entitled to a com-
bined total of 26 weeks of all types of FMLA leave.

Additional information on the amendments and a version of Title | of the FMLA with the

new statutory language incorporated are available on the FMLA amendments Web site
at http://www.dol.gov/esa/whd/fmla/NDAA_fmla.htm.

SWHD

U.S. Wage and Hour Division

U.S. Department of Labor | Employment Standards Administration | Wage and Hour Division




YOU

THE UNIFORMED SERVICES EMPLOYMENT
AND REEMPLOYMENT RIGHTS ACT

USERRA protects the job rights of individuals who voluntarily or involuntarily leave employment positions to undertake
military service or certain types of service in the National Disaster Medical System. USERRA also prohibits employers from
discriminating against past and present members of the uniformed services, and applicants to the uniformed services.

REEMPLOYMENT RIGHTS

HEALTH INSURANCE PROTECTION

You have the right to be reemployed in your civilian job if you leave that
job to perform service in the uniformed service and:

you ensure that your employer receives advance written or verbal

notice of your service,

% you have five years or less of cumulative service in the uniformed
services while with that particular employer;

¥ you return to wark or apply for reemployment in a timely manner

after conclusion of service; and

you have not been separated from service with a disqualifying

discharge or under other than honorable conditions.

xb
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If you are eligible to be reemployed, you must be restored to the job
and benefits you would have attained if you had not been absent due to
military service or, in some cases, a comparable job.

RIGHT TO BE FREE FROM DISCRIMINATION AND RETALIATION

If you:

#r are a past or present member of the uniformed service;
¥ have applied for membership in the uniformed service; or
% are obligated to serve in the uniformed service;

then an employer may not deny you:

initial employment;
reemployment;

retention in employment;
promaotion; or

% any benefit of employment

X B X

because of this status.

In addition, an employer may not retaliate against anyone assisting in
the enforcement of USERRA rights, including testifying or making a
statement in connection with a proceeding under USERRA, even if that
person has no service connection.

¥ If you leave your job to perform military service, you have the right
to elect to continue your existing employer-based health plan
coverage for you and your dependents for up to 24 months while in
the military.

¥ Even if you don't elect to continue coverage during your military
service, you have the right to be reinstated in your employer’s
health plan when you are reemployed, generally without any waiting
periods or exclusions (e.g., pre-existing condition exclusions) except
for service-cannected illnesses or injuries.

ENFORCEMENT

¥ The U.S. Department of Labor, Veterans Employment and Training
Service (VETS) is authorized to investigate and resolve complaints
of USERRA violations,

% For assistance in filing a complaint, or for any other information on
USERRA, contact VETS at 1-866-4-USA-DOL or visit its website at
http://www.dol.gov/vets. An interactive online USERRA Advisor can
be viewed at http://www.dol.gov/elaws/userra.htm.

If you file & complaint with VETS and VETS is unable to resolve it,
you may request that your case be referred to the Department
of Justice or the Office of Special Counsel, as applicable, for
representation.

=

¥ You may also bypass the VETS process and bring a civil action
against an employer for violations of USERRA,

The rights listed here may vary depending an the circumstances. The text of this notice was prepared by VETS, and may be viewed on the internet at this
address: hitp://www.dol.gov/vets/programs/userra/postertm, Federal law requires employers to notify employees of their rights under USERRA, and employers
may meet this requirement by displaying the text of this natice where they customarily place natices for employees.

U.S. Department of Labor
1-866-487-2365

U.S. Department of Justice
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Office of Special Counsel 1-800-336-4590
Publication Date — Aprit 2017




IOSHA

Occupational Safety | ]
v and Health Administration | | |

All workers have the right to:

This poster is available free from OSHA.

A safe workplace.

Raise a safety or health concern with
your employer or OSHA, or report a work-
related injury or iliness, without being
retaliated against.

Receive information and training on job
hazards, including all hazardous substances in
your workplace.

Request an OSHA inspection of your
workplace if you believe there are unsafe or
unhealthy conditions. OSHA will keep your
name confidential. You have the right to have a
representative contact OSHA on your behalf.

Participate (or have your representative
participate) in an OSHA inspection and
speak in private to the inspector.

File a complaint with OSHA within 30 days
(by phone, online or by mail) if you have been
retaliated against for using your rights.

See any OSHA citations issued to your
employer.

Request copies of your medical records, tests
that measure hazards in the workplace, and
the workplace injury and illness log.

1-800-321-OSHA (6742) - T1'Y

Job

Safety and Health

18 ]
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Employers must:

Provide employees a workplace free from
recognized hazards. It is illegal to retaliate
against an employee for using any of their
rights under the law, including raising a health
and safety concern with you or with OSHA, or
reporting a work-related injury or illness.

= Comply with all applicable OSHA standards.

Report to OSHA all work-related
fatalities within 8 hours, and all inpatient
hospitalizations, amputations and losses
of an eye within 24 hours.

Provide required training to all workers in a
language and vocabulary they can understand.

Prominently display this poster in the workplace.

Post OSHA citations at or near the place of
the alleged violations.

FREE ASSISTANCE to identify and correct
hazards is available to small and medium-
sized employers, without citation or penalty,
through OSHA-supported consultation

programs in every state.

« www.osha.gov




DSHA' Segu

Administracion de
Seguridad y Salud

Ocupacional || "

Todos los trabajadores tienen el derecho a:

Un lugar de trabajo seguro.

Decir algo a su empleador o la OSHA sobre
preocupaciones de seguridad o salud, o
reportar una lesién o enfermedad en el
trabajo, sin sufrir represalias.

Recibir informacién y entrenamiento sobre
los peligros del trabajo, incluyendo sustancias
toxicas en su sitio de trabajo.

Pedirle a la OSHA inspeccionar su fugar de
trabajo si usted cree que hay condiciones
peligrosas o insalubres. Su informacién es
confidencial. Algun representante suyo puede
comunicarse con OSHA a su nombre.

Participar {0 su representante puede
participar) en la inspeccion de OSHA y hablar
en privado con el inspector.

Presentar una queja con la OSHA dentro
de 30 dias (por teléfono, por internet, o por
correo) si usted ha sufrido represalias por
ejercer sus derechos.

Ver cualquieras citaciones de ia OSHA
emitidas a su empleador.

Pedir copias de sus registros médicos,
pruebas que miden los peligros en el trabajo,
y registros de lesiones y enfermedades
relacionadas con el trabajo.

Este cartel astd disponible de la OSHA para gratis.

1-800-321-0SHA (6742) »

ridad y Salud en el Trabajo

1 { |
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Los empleadores deben:

= Proveer a los trabajadores un lugar de trabajo
libre de peligros reconocidos. Es ilegal
discriminar contra un empleado quien ha
ejercido sus derechos bajo la ley, incluyendo
hablando sobre preocupaciones de seguridad o
salud a usted o con la OSHA, o por reportar una
lesion o enfermedad relacionada con el trabajo.

» Cumplir con todas las normas aplicables
de la OSHA.

* Reportar a la OSHA todas las fatalidades
relacionadas con el trabajo dentro de 8 horas,
y todas hospitalizaciones, amputaciones y
perdidos de un ojo dentro de 24 horas.

= Proporcionar el entrenamiento requerido
a todos los trabajadores en un idioma y
vocabulario que pueden entender.

= Mostrar claramente este cartel en el lugar
de trabajo.

» Mostrar las citaciones de la OSHA acerca del
lugar de la violacion alegada.

Los empleadores de tamafio pequefio y mediano
pueden recibir ASISTENCIA GRATIS para
identificar y corregir los peligros sin citacién o
multa, a través de los programas de consultacion
apoyados por la OSHA en cada estado.




EMPLOYEE RIGHTS

UNDER THE FAIR LABOR STANDARDS AGT
FEDERAL MINIMUM WAGE

$7.25 -

BEGINNING JULY 24, 2009

The law requires employers to display this poster where employees can readily see it.

OVERTIME PAY  Atleast 1% times the regular rate of pay for all hours worked over 40 in a workweek.

CHILD LABOR An employee must be at least 16 years old to work in most non-farm jobs and at least 18 to work
in non-farm jobs declared hazardous by the Secretary of Labor. Youths 14 and 15 years old may
work outside school hours in various non-manufacturing, non-mining, non-hazardous jobs with
certain work hours restrictions. Different rules apply in agricultural employment.

TIP CREDIT Employers of “tipped employees” who meet certain conditions may claim a partial wage credit
based on tips received by their employees. Employers must pay tipped employees a cash wage
of at least $2.13 per hour if they claim a tip credit against their minimum wage obligation. If an
employee’s tips combined with the employer’s cash wage of at least $2.13 per hour do not equal
the minimum hourly wage, the employer must make up the difference.

NURSING The FLSA requires employers to provide reasonable break time for a nursing mother employee

MOTHERS who is subject to the FLSA’s overtime requirements in order for the employee to express breast
milk for her nursing child for one year after the child’s birth each time such employee has a need
to express breast milk. Employers are also required to provide a place, other than a bathroom,
that is shielded from view and free from intrusion from coworkers and the public, which may be
used by the employee to express breast milk.

ENFORCEMENT The Department has authority to recover back wages and an equal amount in liquidated damages
in instances of minimum wage, overtime, and other violations. The Department may litigate
and/or recommend criminal prosecution. Employers may be assessed civil money penalties for
each willful or repeated violation of the minimum wage or overtime pay provisions of the law.

Civil money penalties may also be assessed for violations of the FLSA's child labor provisions.
Heightened civil money penalties may be assessed for each child labor violation that results in
the death or serious injury of any minor employee, and such assessments may be doubled when
the violations are determined to be willful or repeated. The law also prohibits retaliating against or
discharging workers who file a complaint or participate in any proceeding under the FLSA.

ADDITIONAL * Certain occupations and establishments are exempt from the minimum wage, and/or overtime
INFORMATION P2 provisirs
* Special provisions apply to workers in American Samoa, the Commonwealth of the Northern
Mariana Islands, and the Commonwealth of Puerto Rico.

* Some state laws provide greater employee protections; employers must comply with both.

« Some employers incorrectly classify workers as “independent contractors” when they are
actually employees under the FLSA. It is important to know the difference between the two
because employees (unless exempt) are entitled to the FLSA's minimum wage and overtime
pay protections and correctly classified independent contractors are not.

e Certain full-time students, student learners, apprentices, and workers with disabilities may be
paid less than the minimum wage under special certificates issued by the Department of Labor.

1-866-487-9243 E E,]1
TTY: 1-877-889-5627
www.dol.gov/whd EI

WAGE AND HOUR DIVISION

UNITED STATES DEPARTMENT OF LABOR
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DERECHOS DE LOS TRABAJADORES

AJO LA LEY DE NORMAS JUSTAS DE TRABAJQ rist-sisenivas
SALARIO MINIMO FEDERAL

$7.25--

A PARTIR DEL 24 DE JULIO DE 2009

La ley exige que los empleadores exhiban este cartel donde sea visible por los empleados.

PAGO POR Por lo menos tiempo y medio (1%) de la tasa regular de pago por todas las horas trabajadas en exceso de 40 en
SOBRETIEMPO una semana laboral.

TRABAJO DE El empleado tiene que tener por lo menos 16 afios para trabajar en la mayoria de los trabajos no agricolas y por

MENORES lo menos 18 afios para trabajar en los trabajos no agricolas declarados peligrosos por la Secretaria de Trabajo.
Los menores de 14 y 15 afios pueden trabajar fuera del horario escolar en varias ocupaciones que no sean de

DE EDAD manufactura, de minerfa, y que no sean peligrosas con ciertas restricciones al horario de trabajo. Se aplican

distintos reglamentos al empleo agricola.

CREDITO POR Los empleadores de “empleados due reciben propinas” que cumplan con ciertas condiciones, puaden reclamar
PROPINAS un crédita de salarlo parcial basado en las propinas recibldas por sus empleados. Los empleadores [es tienen
que pagar a los empleados que reciben propinas un salario en efectivo de por lo menos $2.13 por hora si ellos

reclaman un crédito de propinas cantra su obligacion de pagar el salario minimo. Si las propinas recibidas por el
empleado combinadas con el salario en efectivo de por lo menos $2.13 por hora del empleador no equivalen al
salario minimo por hora, el empleador tiene que compensar la diferencia.

MADRES La FLSA exige que los empleadores le proporcionen un tiempo de descanso razonable a |la empleada que sea
LACTANTES madre lactante y que esté sujeta a los requisitos de sobretiempo de la FLSA, para que la empleada se extraiga
leche manualmente para su nifio lactante por un afio después del nacimiento del nifio, cada vez que dicha

empleada tenga |a necesidad de extraerse leche. A los empleadores tamblén se les exige que proporcionen
un lugar, que no sea un bafo, protegido de la vista de los demas y libre de la Intrusién de los compafieros de
trabajo y dal publico, el cual pueda ser utilizado por la empleada para extraerse leche.

CUMPLIMIENTO El Departamento tiene la autoridad de recuperar salarlos retroactivos y una cantidad igual en dafios y perjuicios
en casos de incumplimientos con el salario minimo, sobretiempo y otros incumplimientos. El Departamento
pueds litigar y/o recomendar un enjuiciamiento criminal. A los empleadores se les pueden imponer sanciones
pecuniarlas clviles por cada incumplimiento dellberado o repetido de las disposiciones de la ley del pago del
salario minimo o de sobretiempe. También se pueden Impoener sanclones pecuniarias civiles por Incumplimiento
con las disposiciones de la FLSA sobre el trabajo de menores de edad, Ademas, se pueden Imponer sanciones
pecuniarias civiles incrementadas por cada incumplimiento con el trabajo de menores que resulte en la muerte o
una lesion serla de un empleado mencr de edad, y tales avaluaclones pueden duplicarse cuando se determina
que los Incumplimientos fueron dellberados o repetldos. La ley también prohibe tomar represalias o despedir a
los trabajadores que presenten una queja o que participen en cualquier proceso bajo la FLSA.

|NFORMAC|ON « Ciertas ocupaciones y ciertos establecimientos estan exentos de las disposiciones del salarlo minimo, y/o de

las dIsposiciones del pago de sobretiempo.

ADICIONAL posiclones del pago de s " , , _

» Se aplican disposiclones especiales a trabajadores de Samoa Americana, del Estado Libre Asociado de las
Islas Marlanas de! Norte y del Estado Libre Asociado de Puerto Rico.

» Algunas leyes estatales proporclonan protecciones mas amplias a los trabajadores; los empleadores tienen
que cumplir con ambas.

» Algunos empleadores claslfican incorrectamente a sus trabajadores como “contratistas independientes”
cuando en realidad son empleados segun la FLSA. Es Iimportante conocer la diferencia entre los dos porque
los empleados (a mencs que estén exentos) tienen derecho a las protecciones del salario minimo y del pago
de sobretiempo bajo la FLSA y los contratistas correctamente clasificados como independientes no lo tienen.

» A ciertos estudiantes de tiempo completo, estudlantes alumnos, aprendices, y trabajadores con
discapacidades se les puede pagar menos que el salario minimo bajo certificados especiales expedidos por
el Departamento de Trabajo.

1-866-487-9243
TTY: 1-877-889-5627
www.dol.gov/whd

DIVISION DE HORAS Y SALARIOS

DEPARTAMENTO DE TRABAJO DE LOS EE.UU.

WHIGE 8PA " REV 011G




Quyén Loi ciia Nhan Vién
Chiéu theo Pao Luit Ti¢u Chuén Lao Pong Cong Bing (FLSA)

So Luong Bong va Gio Gidc thudc Bo Lao Pong Lién Bang Hoa Ky

Lwong Tdi Thi¢u theo Luit Lién Bang

§7.25 e

bat diu tir ngay 24 thang 7 nam 2009

Lwong Phu Tri it nht bing 1.5 1n muc lwong ¢an ban cho tit ca nhirng gior 1am viée (rén 40 gio mdt tudn
Lll;lt Lao Djng Mat nhan vién it nhit phai 16 tdi mai duge lam hdu hét nhimg cong vide khdng thude vé néng nghigp va it
Thidu Nién nhit phai 18 twdi mii duge lam nhimg cdng viée khong thude vé ndng nghiép da duoe Bo Truong Bo Lao

Dong 1i¢t ké 14 ¢o tinh cdch nguy hiém

Tré em v1 thanh nién 14 va 15 lum ngodi gitr hoe o trudng co thé lam nhing cong vige khic nhau khing
thude vé san xudl, khong thude vé him mo, va khang ¢6 tinh cach nguy hiém véi nhimg diéu kién sun diy:

Khon;, duge gui
-3 ticng didng hd vao ngay co di hoc hoic 18 tiéng trong tudn |u ¢6 di hoc.
- 8 (iéng ddng hd vao ngdy khéng di hoe hodc 40 tiéng trong tuin I& khong di hoc

Cone vige cting khong duge bat diu trirdre 7 gid sing hofe chim dul sau 7 gidr thi; ngoai trir l\hoang 1hol
glan L ngay | thing Sau dén 18 Lao Diing, khi cong viée vao budi tm duge kéo dai dén 9 gio tdi. Mot sb
ahitng diéu 1§ khie higt duge ap dung ¢ho nhimg viée lam thuge vé nong nghigp

Khéu triv tidn “tip™  Chu nhan cua “nhirng nhan vién c6 nhin tién (ip * phai tra luong {t nhat 1a $2.13 mét gidr cho nhan vién nhan
tidn “ip” nc'u chut nhdn Khdu ey tén “(ip” vao tién leong (&i thiéu ma ho ¢o trach nhigm phii tr cho nhdn
vién. Néw tidn “Up™ cta mL nhiin vién cong vid (ién frong it nhiit 12 $2.13 mit ;_ur do ngurdri ch tra \dn
chura bing tién hong 161 thicu nu‘,nl eio, ngudichu pha trd thém phin sai biét cho bing vari 1ién hang 161
thiéu mot gir. MOt sd nhivng didu kién khac cing phai duge hoi du.

Thye thi lujt B6 Lao Dong ¢ thé doi lai tidn luong tra thiéu cho nhimg nhin vién ¢4 bi tra luong thiéu do sy vi pham lut
phap bing bién phap hinh chinh hodc qua bién phap t6 tung. Sy vi pham ¢o thé din dén bign phap din sy
hay hinh sy.

Ch nbiln ed thé lu phut tién phat din sy 160 dén 51,100 cho mdivi pham ¢ v Im’u tii vi pham nhiing dicu
khodn ve lremg i thiéu hode lwong phy trdi va tién phat lén dén $11,000 cho mdi nhiin vién bj dnh huong
vi nhitng didu khoan cin Dao Ludt vé lao dong thicu nién bi vi pham. Thém wm do, tidn phat dan su lén
dén $50,000 ¢ thé durge ap dyng cho mdi vi pham lu.ll lao ding Ilm,n nién néu vide vi |111.m| 1y gay e
vong hofie |hLm'nL tich trim trong cho nhin w:u thi¢u nién va so tién phat do ¢ thé ting gd|‘l d6i, 16n dén
$100.000, néu vide vi pham duge xie dinh 14 ¢h tinh hpae thi vi pham. Doo lufit u.u ngan clm sue ky thi
hode sa thir thiimg cong nhin vi ho ndp don khid nai hode tham du vio bitt cir tién trinh kién tung nio tuin
theo Dao Lol nay.

‘Tin tie bé sung « Mot $6 nhitng nghé nghiép vi nhitng co s& thuong mai duoe mién tudn theo nhitng diéu khoan vé luong

t6i thiéu va/ hodic luong phy trolL.

+ Nhitng diéu khoan riCng biét duoc dp dung cho nhin vién & American Samoa va Commonwcalth ctia
nhlrng dio thude Bz\c Mariana.

« Mot s6 cae Tudt tiéu bang bitw vé nhéan vién nhidu hon luat cua Lién bang; chii nhan bt bude phai tudn theo
cd hai

» Dao ludt ndy bude cac chu nhin phdl niém yét tir bich chuwong nay noi nhan vién ¢o thé doc dugc d€ dang

« Nhtng nhin vign dudi 20 tudi cé thé duge tra luang $4.25 mot gid trong vong 90 ngdy dau lam vige cho
ngmn chu, duge tinh lién tuc theo lich.

« Mt s nhimg hoe sinh hoe wan thési glan hoc sinh hoc nehd, ngudi Lip su va nhin v1u1 bi khuyét tal ¢6
thé duge tra rang dirdi mie lwaug 161 thidu theo gidy phép dic biét do BO Lao Bing clip phat.

Muén biét thém tin tirc:

1-866-4-USWAGE SWHD
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WORKER RIGHTS

Uehmoln
EFFECTIVE JANUARY 1, 2020 - DECEMBER 31,2020

The law requires employers to display this poster where employees can readily see it.

MINIMUM WAGE Executive Order 13658 (EO) requires that federal contractors pay workers performing work
on or in connection with covered contracts at least (1) $10.10 per hour beginning January
1, 2015, and (2) beginning January 1, 2016, and every year thereafter, an inflation-adjusted
amount determined by the Secretary of Labor in accordance with the EO and appropriate
regulations. The EO hourly minimum wage in effect from January 1, 2020 through
December 31, 2020 is $10.80.

TIPS Covered tipped employees must be paid a cash wage of at least $7.55 per hour effective
January 1, 2020 through December 31, 2020, If a worker's tips combined with the required
cash wage of at least $7.55 per hour paid by the contractor do not equal the EO hourly
minimum wage for contractors, the contractor must increase the cash wage paid to make
up the difference. Certain other conditions must also be met.

EXCLUSIONS * Some workers who provide support “in connection with” covered contracts for less
than 20 percent of their hours worked in a week may not be entitled to the EO minimum
wage.

Certain full-time students, learners, and apprentices who are employed under
subminimum wage certificates are not entitled to the EO minimum wage.

* Workers employed on contracts for seasonal recreational services or seasonal
recreational equipment rental for the general public on federal lands, except when the
workers are performing associated lodging and food services, are not entitled to the EO
minimum wage.

e Certain other occupations and workers are also exempt from the EO.

ENFORCEMENT The U.S. Department of Labor's Wage and Hour Division (WHD) is responsible for
enforcing the EO. WHD can answer questions, in person or by telephone, about your
workplace rights and protections. We can investigate employers, recover wages to which
workers may be entitled, and pursue appropriate sanctions against covered contractors.
All services are free and confidential. The law also prohibits discriminating against or
discharging workers who file a complaint or participate in any proceeding under the EO.
If you are unable to file a complaint in English, WHD will accept the complaint in any
language. You can find your nearest WHD office at www.dol.gov/whd/local

ADDITIONAL * The EO applies only to new federal construction and service contracts, as defined by
INFORMATION the Secretary in the regulations.

e Workers with disabilities whose wages are governed by special certificates issued under
section 14(c) of the Fair Labor Standards Act must also receive no less than the full EO
minimum wage rate.

e Some state or local laws may provide greater worker protections; employers must
comply with both.

* More information about the EO is available at www.dol.gov/whd/flsa/eo 13658

1-866-487-9243
TTY: 1-877-889-5627
www.dol.gov/whd
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EMPLOYEE RIGHTS

UNDER THE NATIONAL LABOR RELATIONS ACT

The NLRA guarantees the right of employees to organize and bargain collectively with their employers, and to engage in
other protected concerted aclivity. Employees covered by the NLRA" are protected from certain lypes of employer and
union misconduct. This Notice gives you general information about your rights, and about the obligations of employers
and unions under the NLRA. Contact the National Labor Relations Board, the Federal agency that investigates and
resolves complaints under the NLRA, using the contact information supplied below, if you have any questions about

specific rights that may apply in your particular workplace.

Under the NLRA, you have the right to:

« Organize a union to negotiate with your employer concerning your wages, hours, and other terms and conditions of

employment.
e Form, join or assist a union.

» Bargain collectively through representatives of employees' own choosing for a contract with your employer setting your

wages, benefits, hours, and other working conditions

« Discuss your terms and conditions of employment or union organizing with your co-workers or a union

+ Take action with one or more co-workers to improve your working conditions by, among other means, raising work-related
complaints directly with your employer or with a government agency, and seeking help from a union

¢ Strike and picket, depending on the purpose or means of the strike or the picketing
» Choose not to do any of these activities, including joining or remaining a member of a union.

Under the NLRA, It is illegal for your employer to:

s Prohibit you from soliciting for a union during non-work time,
such as before or after work or during break times; or from
distributing union literature during non-work time, in non-work
areas, such as parking lots or break rooms.

« Question you about your union support or activities in a
manner that discourages you from engaging in that
activity.

¢ Fire, demote, or transfer you, or reduce your hours or
change your shift, or otherwise take adverse action against
you, or threaten to take any of these actions, because you
join or support a union, or because you engage in concerted
activity for mutual aid and protection, or because you choose
not to engage in any such activity

* Threaten to close your workplace if workers choose a
union to represent them.

* Promise or grant promotions, pay raises, or other benefits
to discourage or encourage union support.

o Prohibit you from wearing union hats, buttons, t-shirts, and
pins in the workplace except under special circumstances.

« Spy on or videotape peaceful union activities and
gatherings or pretend to do so.

Under the NLRA, it is illegal for a union or for the union
that represents you in bargaining with your employer
to:

o Threaten you that you will lose your job unless you
support the union.

* Refuse to process a grievance because you have
criticized union officials or because you are not a member
of the union.

« Use or maintain discriminatory standards or procedures in
making job referrals from a hiring hall.

o Cause or attempt to cause an employer to discriminate
against you because of your union-related activity.

« Take other adverse action against you based on whether
you have joined or support the union

If you and your coworkers select a union to act as your
collective bargaining representative, your employer and the
union are required to bargain in good faith in a genuine
effort to reach a written, binding agreement setting your
terms and conditions of employment. The union is required
to fairly represent you in bargaining and enforcing the
agreement.

lilegal conduct will not be permitted. If you believe your rights or the rights of others have been violated, you should

contact the NLRB promptly to protect your rights, generally within six months of the unlawful activity. You may inquire about
possible violations without your employer or anyone else being informed of the inquiry. Charges may be filed by any person
and need not be filed by the employee directly affected by the violation. The NLRB may order an emplayer to rehire a
worker fired in violation of the law and to pay lost wages and benefits, and may order an employer or union to cease violating
the law. Employees should seek assistance from the nearest regional NLRB office, which can be found on the Agency's

website; www.nlrb.gov.

Click on the NLRB's page titled “About Us,” which contains a link, "Locating Our Offices.” You can also contact the NLRB by
calling toll-free: 1-866-667-NLRB (6572) or (TTY) 1-866-315-NLRB (6572) for hearing impaired.

"The National Labor Relations Act covers most private-sector employers. Excluded from coverage under the NLRA
are public-sector employees, agricultural and domestic workers, independent contractors, workers employed by a parent or
spouse, employees of air and rail carriers covered by the Railway Labor Act, and supervisors (although supervisors that
have been discriminated against for refusing to violate the NLRA may be covered).

This is an official Government Notice

and must not be defaced by anyone. U.S. Department of Lahor



DERECHOS DE LOS EMPLEADOS

SEGUN LA LEY NACIONAL DE RELACIONES DEL TRABAJO

La Ley Nacional de Relaciones del Trabajo (LNRT) garantiza el derecho de los empleados a organizarse y negociar colectivamente con
sus empleadores, y a participar en otras actividades concertadas protegidas. Los empleados cubiertos por la LNRT * estan protegidos
contra clertos tipos de conductas Inapropladas por parie de [os empleadores y sindicatos. En este Aviso encentrara informacion
general sobre sus derechos y las obligaciones de los empleadores y los sindicatos segun la LNRT. S liene alguna pregunta sobre
derechos especificos que puedan ser aplicables a su lugar de trabajo, utilice la informacién de contacto que se proporciona mas
adelante para contactarse con la Junta Nacional de Relaciones Laborales, la agencia federal que investiga y resuelve las quejas
basadas en |la LNRT

Segun la LNRT, usted tlene derecho a:

» Organizar un sindicato para negociar con su empleador respecto de su salario, sus horarios de trabajo y otros términos y
condiciones de empleo

» Fundar, unirse o ayudar a un sindicato

o+ Negociar colectivamente con su empleador, a través de representantes elegidos por ios empleados, los contratos que fijen su
salario, beneficios, horarics y otras condiciones laborales.

» Discutir sus términos y condiciones de empleo, o la organizacion de su sindicato, con sus comparieros de trabajo o un sindicato

¢ Actuar con uno o mas comparieros de trabajo para mejorar sus condiciones laborales ocupandose, entre otras cosas, de hacer
llegar directamente a su empleador o a un crganismo gubernamental las quejas relacionadas con su trabajo, y buscar ayuda de
un sindicato.

* Realizar huelgas y piquetes, segun el propdsito o los medios de esas huelgas o piquetes.

o Decidir no participar en cualquiera de esas actividades, incluso la de unirse o continuar como miembro de un sindicato

Segun la LNRT, es ilegal que su empleador: Segun la LNRT, es llegal que un sindicato, o el
+ Le prohiba solicitar para un sindicato durante horarios no sindlcato que lo representa en las negoclaclones con
laborables —como antes o después del trabajo, o durante los su empleador:

recreos—, o distribuir materiales sobre el sindicato fuera de los ¢ Lo amenace con la pérdida de su trabajo a menos que
horarios laborables y fuera de las zonas de trabajo, como en apoye al sindicato.
estacionamientos o salas de descanso. » Rechace procesar una queja porque usted ha criticado a
s Lo cuestione sobre su apoyo al sindicato o sus actividades los representantes sindicales o porque no es miembro del
relacionadas en forma tal que desaliente su participacion sindicato.
en ello. » Use o mantenga estandares o procedimientos
¢ Lo despida, lo baje de categoria o lo transfiera, reduzca la discriminatorios al realizar recomendaciones desde una
cantidad de horas que trabaja o cambie su turno, tome oficina de contratacién.
cualquier otro tipo de accién en su contra, © amenace con o Cause o intente causar que un empleador discrimine en
hacerlo, porque usted se ha unido o apoya a un sindicato, o contra suya por sus actividades relacionadas con el
porque ha participado en actividades concertadas de sindicato.

asistencia y proteccién mutua, o haya decidido no paricipar
en ese tipo de actividades.

e Amenace cerrar su lugar de trabajo si los trabajadores

« Emprenda acciones en su contra que dependan de si usted
se uni6 a un sindicato o no

sligen un sidicsiolpsiaGlellos [BprEssile Si usted y sus comparieros de trabajo eligen un sindicato para
¢ Prometa u otorgue promociones, o pague aumentos u otros que los represente en forma colectiva, su empleador y el
beneficios para desalentar o alentar el apoyo a un sindicato. sindicato deben negociar en buena fe con genuino esfuerzo
o+ Le prohlba usar gorras, botones, camisetas y prendedores del para lograr un acuerdo vinculante y por escrito que fije los
sindicato en el lugar de trabajo, excepto bajo circunstancias términos y condiciones de su empleo. El sindicato esta
especiales. obligado a representarlo justamente en las negociaciones y el

o Esple o filme actividades y reuniones sindicales pacificas, o cumplimiento del acuerdo.

simule hacerlo.

Los comportamientos ilegales no seran permitidos. Si usted cree que sus derechos, o los de ofros, han sido violados, debe
contactarse con la NLRB rapidamente para protegerlos, por lo general dentro de los seis meses de la actividad ilegal. Puede preguntar
sobre posibles infracciones sin que se informe a su empleador, o a cualquier otra persona, sobre su consulta. Los cargos puseden ser
presentados por cualquier persona, no es necesario que lo haga el empleado directamente afectado por la infraceion. La NLRB puede
obligar a un empleador a recontratar a un empleado y pagarle por los salarios y beneficios no percibidos cuando hay sido despedido
en contra de la ley; también puede obligar & un empleador o a un sindicato a dejar de infringir la ley. Los empleados deben buscar
asistencia en la oficina regional mas cercana de la NLRB; podran encontraria en el sitio web de la agencia: www.nlrb.gay.

Haga clic sobre la pagina de la NLRB titulada "Quienes somos” (About Us), que contiene el enlace “Encuentre nuestras oficinas”
(Locating Our Offices). También puede contactar a la NLRB a través de su linea telefonica gratuita: 1-866-667-NLRB (6672) 6
(TTY) 1-866-315-NLRB (6672) para los sordos e hipoacusicos.

‘La Ley Naclonal de Relaciones del TrabaJo afecta a la mayoria de los empleadores del sector privado. Entre quienes estan
excluidos de la NLRA se encuentran los empleados del sector publico, los trabajadores agricolas y domésticos, los contratistas
independientes, los trabajadores empleados por sus padres o sus conyuges, los empleados de los transportes aéreos y ferroviarios
cubiertos por la Ley Laboral de Ferrocarriles, y los supervisores (aunque los supervisores que hayan sido discriminados por rehusarse a
infringir l]a NLRA pueden estar cubiertos por ella).

Este es un Aviso Oficlal del Gobierno
y no debe ser dafiado por nadie. Departamento de Trabajo de los EE. UU.



NEEG UA HAUJLWM TXOJ CAI

TXOJ CAI SAIB XYUAS TXOG COV NEEG UA HAUJLWM HAUV LUB TEBCHAWS

Chaw Ua Haujlwm Saib Xyuas Cov Neeg Ua Haujlwm Huav Lub Tebchaws (NLRA) tuaj yeem tiv thaiv cov neeg ua haujlwm txoj cai, ua
tus pab lis haujlwm thiab cog Ius nrog cov neeg ua haujlwm cov tswv num, thiab pab tiv thaiv iwm yam haujiwm uas muaj kev sib cog
lus tseg. Cov neeg ua haujlwm raug tiv thaiv los ntawm NLRA* uas yog tiv thaiv kev coj tsis zoo los ntawm tej tus tswv num. Tsab ntawv
ceebtoom no yuav pab rau koj kom paub txog koj txoj cai thiab kev coj ntawm cov tswv num thiab cov koom haum uas ncig txog rau
NLRA. Yog muaj kev tsis txaus slab, losyog muaj lus nug txog tej txoj cai tshwj xeeb uas te] zaum muaj kev tshwm sim nyob ntawm koj
ghov chaw ua haujlwm, thov sib tham nrog Cov Thawj Coj ntawm Qhov Chaw Saib Xyuas Cov Neeg Ua Haujlwm Hauv Lub Tebchaws,
Tsoomfwy cov chaw lis haujlwm yuav ua tus nug xyuas thiab pab daws tej kev tsis txaus siab no raws li tsab kev cai ntawm NLRA.

Nyob hauv tsab kev cal NLRA, kof muaj txo] cal ua raws li hauv qab no tau:

» Sib koom les teeb tsa pab pawg khom ngi tes ua haujlwm, sijhawm ua haujlwm, Lhiab lwm yam uas ncig (xog kev nliav ua haujlwm nrog nej tus tswv num.

» Teeb tsa ib lub koom haum, koom tes nrog lossis pab ib lub koom haum twg.

« Cov neeg ua haujlwm muaj cai xaiv nws tus kheej tus neeg sawv cev uas yuav los cog lus nrog koj tus tswv num ncig lxog tus nqi zog ua haujiwm, nyiaj lau
dawb ubno, sijhawm ua haujlwm, thiab kev ua haujlwm lwm yam

« Sib tham Ixog koj ghov haujlwm lossis sib tham txog kev teeb tsa lub koom haum nrog koj cov neeg ua haujlwm uake lossis nyob ntawm ib lub koom haum twg

« Pab ghia lhiab sib piv kev ua haujlwm nrog ib tus lossis ntau tus neeg ua haujiwm uake kom lawv ghov haujlwm muaj kev pauv hloov zoo, hais tawm txog loj txoj
haujiwm uas tsis txaus siab rau koj tus lswv num lossis ghia rau tscomfwy cov chaw ua haujlwm, thiab nrhiav kev pab cuam los ntawm ib lub koom haum twg

« Kwv ntawv tawm tsam tsis Ixaus siab rau lub chaw ua haujlwm, nce raws I lub homphiaj lossis ghov lawm tsam tsis Ixaus siab ntawm cov neeg ua haujlwm

o Tuaj yeem xaiv tsis ua tejyam haujiwm xws li nov, kev koom les lossis kev rov mus ua ib tus tub koom xeeb ntawm ib lub koom haum twg.

Nyob hauv tsab kev cal NLRA, ghov uas Ib lub koom haum
lossls tus sawv cev lub koom haum ntawm koj ua tus cog

o Txwv tsis pub koj mus pab cuam nrog ib [ub koom haum rau lub lus nrog kof tus tswv num yam tsls raug cat:

sijhawm thaum tsis ua haujlwm, xws li uantej lossis tomqab thaum » Hem koj tias koj yuav poob haujlwm yog tias koj tsis pab lub koom
ua haujlwm lossis lub sijhawm so; lossis thaum muaj kev piav ghia haum.

ntaub ntawv los ntawm ib lub koom haum thaum lub caij tsis ua « Xyeej tsis lees pab koj ghov kev tsis zoo siab vim koj tau thuam
haujlwm dabisi, thaum chav chaw tsis muaj haujlwm ua, xws i te] cov neeg ua haujlwm hauv lub koom haum lossis vim koj tsis yog
chaw u§51 Iosm.s chav so. ib tug tub koom xeeb ntawm lub koom haum.

Nug koj txog te] koj pab cuam rau lub koom haum lossis ua tejyam « Siv lossis coj tus cwjpwm nixub ntxaug lossis siv cov cai txheej
uas ua rau koj ntshai. txheem uas kom muaj cov ntaub ntawv pov thawj los ntawm ghov
Muab koj rho tawm, 1xo gib dej num theem siab los rau theem qis, chaw ntiav neeg ua haujlwm.

Nyob hauv tsab kev cal NLRA, ghov uas ko) tus tswv num
ua tsls raug cal:

lossis muab koj tshem mus rau iwm ghov, lossis txo koj cov sijhawm
ua haujlwm lossis pauv koj zeeg ua haujiwm, lossis ua tejyam cuam
tshuam rau koj, lossis ua tejyam kom txaus ntshai vim koj mus koom
lossis mus pab cuam ib lub koom haum twg, lossis yog vim koj nqis
tes cog lus yuav pab cuam thiab tiv thaiv ibyam dabtsi, lossis yog vim
koj xaiv tsis mus koom ua tejyam haujlwm dabisi.

Hem tias yuav kaw koj ghov chaw ua haujlwm yog tias cov neeg ua
haujlwm mus xaiv ib lub koom haum ua lawv tug.

Cog lus lossis pab ixhawb nyiaj txiag, them kom siab zog ntxiv, lossis
muab lwm yam khoom tau dawb uas ua kom lub koom haum txaus
ntshai lossis pab txhawb nqa lub koom haum.

Txwv tsis pub koj ntoo [ub koom haum cov kaus mom, tsho tes luv,
thiab tsis pub siv cov koob khawm rau ntawm ghov chaw ua
haujlwm, tshwj tsis yog nyob ntawm tej gho chaw uas pub hnav cov

» Ua kom yeeb vim yog lossis sim ua kom tus iswv num ntxub
ntxaug rau koj vim yog koj mus koom tes nrog koom haum cov
haujlwm.

« Nrhiav lwm yam haujlwm ua tsis zoo rau koj tseem hais tias koj
tau mus koom tes lossis tau mus pab cuam rau lub koom haum
lawm los tsis tau mus.

Yog koj thiab koj cov neeg ua haujlwm uake xaiv ib fub koom
haum los ua nej tus sawv cev cog lus, nej tus tswv num thiab lub
koom haum yuav tsum sib cog lus tiag-tiag uas yuav tau sau
ntaub ntawv pom zoo sib cog lus tseg uake hais txog kev ntiav
ua haujlwm ntawm nej. Lub koom haum yuav tsum ua tus sawv
cev kom ncaj ncees rau koj txog kev pom zoo sib cog lus tseg
thiab kev yuam siv kom tau raws li ghov kev pom zoo ntawd.

kheom no.

Nyiag saib lossis nyiag kaw duab vis dis aus ntawm lub koom haum
cov haujiwm thiab kev nkag mus saib ubno lossis ua txuj dag tias
yuav uali ub li no.

Kev co] tus cwjpwm tsis raug cal yuav txwv tsls pub ua. Yog koj ntseeg tias koj lossis lwm tus neeg txo] cai tau raug ua txhaum, koj
yuav tau sib tham nrog NLRB txog kev tiv thaiv koj txoj cai tamsis ntawd, uas muaj sijnawm |i ntawm rau (ub hii sib hais txog kev ua tsis
raug cai no. Tej zaum koj yuav nug xyuas txog tej kev ua tsis raug cai no uas tsis thas yuav nug txog koj tus tswv num lossis ib tus neeg
twg uas nws tabtom raug nug xyuas. Tej zaum yuav raug liam tias tau ua phem losyog raug rub lub txim rau, los ntawm ib tus neag
twg, thiab tsis xav rub lub txim rau tus neeg ua haujlwm uas raug ua phem. Te] zaum Qhov Chaw Ua Haujlwm NLRB yuav hais kom tus
tswv num rov qab muab haujiwm rau tus neeg ua haujlwm uas raug tshem tawm ntawd vim yog kev ua tsis raug cai lawm thiab yuav tau
them tej nylaj nqi dag zog thiab khoom tau dawb ubno uas tau ua yav dhau lo rau tus neeg ua haulwm ntawd, thiab tej zaum yuav tau
hais kom tus tswv num lossis lub koom haum tsum tsis pub ua txhaum txoj kev cai lij choj dua lawm. Cov neeg ua haujlwm tuaj yeem
thov kev pab cuam tau rau ntawm ib cheeb tsam nyob ze-ze ntawm NLRB chav ua haujlwm, muaj peev xwm mus saib xyuas ghov
chaw ua haujlwm ntawd tau rau ntawm tus wev xaij(website): www.nltb.gov.

Nias rau ntawm lub npe nplooj ntawv ntawm NLRB uas yog “About Us,” uas muaj ibgho chaw sib txuas, “Locating Our Offices.” Koj
muaj peev xwm hu xovtooj mus sib tham rau tom NLRB tus xovtooj hu dawb: 1-866-667-NLRB (6572) lossis (TTY) 1-866-315-NLRB
(6572) rau cov neeg lag ntseg

‘Feem coob ntawm cov tswv num uas tsw| kev ua lag luam nws tus khee] yeej slv Txoj Cal Salb Xyuas Txog Cov Neeg Ua
Huajlmw Hauv Lub Tebchaws. Tsis suav cov los ntawm NLRA uas yog cov neeg ua haujlwm nrog cov chaw ua haujlwm ntawm
pejxeem sawv daws li, cov neeg ua haujlwm kam ua liaj ua teb thiab cov neeg ua haujlwm nyob hauv lub tebchaws, cov neeg ua
haujlwm ywj phesej uas raug ntiav los ntawm ib khub niam-txiv lossis los ntawm tus niam los tus txiv, cov neeg ua haujlwm hauv tshav
dav hlau thiab tsheb thauj khoom nqaj hlau yeej raug tiv thaiv los mtawm Tsab Cai Saib Xyuas Cov Neeg Ua Haujiwm Hauv Kev
Tsheb Nqaj Hlau (the ailway Labor Act), thiab cov neeg saib xyuas haujlwm (tseem hais tias cov neeg saib xyuas haujlwm uas raug
saib tsis taus los ntawm kev ntxub ntxaug uas muaj kev xyesj tsis lees paub txog kev ua phem los tej zaum kuj raug tiv thaiv los
ntawm tsab cal NLRA).

Too) Tsav Xwm Salb Xyuas Dag Zog Neeg
Ua Haujlwm ntawm Tebchaws Mes Kas
(U.S. Department of Labor)

Tsab ntawm ceebtoom no tshaj tawm los ntawm
Tsoomfwy thiab yuav tsis ua rau ib tus neeg twg
poob ntsej poob muag.



“EEO is the Law” Poster Supplement

Employers Holding Federal Contracts or Subcontracts Section Revisions

The Executive Order 11246 section is revised as follows:
RACE, COLOR, RELIGION, SEX, SEXUAL ORIENTATION, GENDER IDENTITY, NATIONAL ORIGIN

Executive Order 11246, as amended, prohibits employment discrimination based on race, color, religion,
sex, sexual orientation, gender identity, or national origin, and requires affirmative action to ensure equality

of opportunity in all aspects of employment.

PAY SECRECY

Executive Order 11246, as amended, protects applicants and employees from discrimination based on inquiring

about, disclosing, or discussing their compensation or the compensation of other applicants or employees.

The Individuals with Disabilities section is revised as follows:

INDIVIDUALS WITH DISABILITIES

Section 503 of the Rehabilitation Act of 1973, as amended, protects qualified individuals with disabilities
from discrimination in hiring, promotion, discharge, pay, fringe benefits, job training, classification, referral,
and other aspects of employment. Disability discrimination includes not making reasonable accommodation
to the known physical or mental limitations of an otherwise qualified individual with a disability who is an
applicant or employee, barring undue hardship to the employer. Section 503 also requires that Federal
contractors take affirmative action to employ and advance in employment qualified individuals with

disabilities at all levels of employment, including the executive level.

The Vietnam Era, Special Disabled Veterans section is revised as follows.

PROTECTED VETERANS

The Vietnam Era Veterans’ Readjustment Assistance Act of 1974, as amended, 38 U.S.C. 4212, prohibits
employment discrimination against, and requires affirmative action to recruit, employ, and advance in
employment, disabled veterans, recently separated veterans (i.e., within three years of discharge or release
from active duty), active duty wartime or campaign badge veterans, or Armed Forces service medal veterans.

Mandatory Supplement to EEOC P/E-1(Revised 11/09) “EEQ is the Law” Poster.

/') If you believe that you have experienced discrimination contact OFCCP: 1-800-397-6251 | TTY 1-877-889-5627 | www.dol.gov.



“IOE es la Ley” Cartel Suplementario

Seccion revisada de empleadores que mantienen contratos o subcontratos federales

La seccidn del Decreto Ejecutivo 11246 estd revisada de la siguiente manera:
RAZA, COLOR, RELIGION, SEXO, ORIENTACION SEXUAL, IDENTIDAD DE GENERO, NACIONALIDAD

El Decreto Ejecutivo 11246, en su forma enmendada, prohibe la discriminacion en el empleo por motivo
de raza, color, religion, sexo, orientacidn sexual, identidad de género o nacionalidad y requiere programas
de accion afirmativa para asegurar la igualdad de oportunidades en todos los aspectos de empleo.

SECRETO DEPAGO

El Decreto Ejecutivo 11246, en su forma enmendada, protege a los solicitantes y empleados de la discriminacion

por motivo de investigar, revelar o discutir su compensacion o la compensacién de otros solicitantes y empleados.

La seccién de Personas con Discapacidades estad revisada de la siguiente manera:

PERSONAS CON DISCAPACIDADES

La seccién 503 de la Ley de Rehabilitacién de 1973, en su forma enmendada, protege a personas calificadas

con discapacidades de la discriminacién en la contratacion, promocion, despido, pago, beneficios adicionales,
capacitacion laboral, clasificacion, referencia, y otros aspectos del empleo.

La discriminacién por discapacidad incluye, el no realizar una adaptacién razonable a las limitaciones fisicas

o mentales conocidas de un individuo calificado con discapacidad, ya sea un solicitante o empleado, salvo una
carga excesiva para el empleador.

La seccién 503 también requiere que los contratistas federales tomen accion afirmativa para contratar y ayudar

a progresar a individuos calificados con discapacidades en todos los niveles de empleo, incluido ¢l nivel ejecutivo.

La seccion Veteranos con Discapacidades Especiales, de la Era de Vietnam estd revisada de la siguiente manera:

VETERANOS PROTEGIDOS

La Ley de Asistencia de Reajuste de los Veteranos de la Era de Vietnam de 1974, en su forma enmendada,

38 USC 4212, prohibe la discriminacion laboral y requiere la accion afirmativa para reclutar, contratar,

y progresar en el empleo, a favor de los veteranos discapacitados, veteranos recientemente separados

(es decir, dentro de los tres afios de la descarga o liberacion del servicio activo), veteranos en servicio activo

en tiempos de guerra, veteranos insignia de campafia y veteranos de las fuerzas armadas con medalla de servicio.

Suplemento Obligatorio para la CIOE P/E-1(Revisado el 11/09) “IOE es la Ley” Cartel.

7 ) Si usted cree que ha experimentado discriminacién, contéctese con la OFCCP: 1-800-397-6251 | TTY 1-877-889-5627 | www.dol.gov,



PAY TRANSPARENCY

NONDISCRIMINATION PROVISION

The contractor will not discharge or in any other manner discriminate
against employees or applicants because they have inquired about,
discussed, or disclosed their own pay or the pay of another employee or
applicant. However, employees who have access to the compensation
information of other employees or applicants as a part of their essential
job functions cannot disclose the pay of other employees or applicants to
individuals who do not otherwise have access to compensation information,
unless the disclosure is (a) in response to a formal complaint or charge, (b)
in furtherance of an investigation, proceeding, hearing, or action, including an
investigation conducted by the employer, or (c) consistent with the
contractor’s legal duty to furnish information. 41 CFR 60-1.35(C)

If you believe that you have experienced discrimination contact OFCCP
1.800.397.6251 | TTY 1.877.889.5627 | www.dol.gov/ofccp
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200 CONSTITUTION AVENUE NW | WASHINGTON, DC 20210 | tel: 1-800-397-6251 | TTY: 1-877-889-5627 | www.dol.gov/ofccp




- Employee Information

Missouri Division of Workers’ Compensation

DIVISION OF ouri Division ol Workers” Compens
WORKERS’ kb
COMPENSATION

Insurance Company, Third Party Administrator,
Service Company, or
Designated Individual If Self-Insured

Name _ 2urich Claims Services

The Missouri Division of Workers® Compensation (DWC)
administers programs for workers who have been injured on the
job or expased to an occupational diseasc arising out of and in
the course of employment. The Division's Administrative Law
Judges have the authority to approve settlements or issuc awards
aller a hearing relating 1o an injured employee’s entitfement o
bencfits,

Steps to Take When Injured on the Job

1. Notity your employer immediately (written notice must be provided within 30 days of the accident/or 30 days afier the
diagnosis of any occuparional discase or repetitive traurna) by contacting

Addr=e PO Box 49547
Colorado Springs, CO 80948-9537

Phone _800-987-3373

phone rumber

*Failure to do so may jeopardize your ability 10 receive benefits
Ask your employer to provide medical treatment (your employerfinsurer is responsible fur providing medical
treatment and paying the medical fces and charges unless you choose to treat with another doctor at your own
cxpense without vour employer/insurcr’s approval).
3. Get more information about the benefits available under the Workers” Compensation Program or about the steps you mayv

take to get the benefits you need. Visit www.labor.mo.gov/DWC or call 800-775-COMP.
Benefits for Injured Employees
Medical Carc:
The employer or insurer is required to provide medical treatment and care that is reasonably required to cure and relieve
the cffects of the imjury, This includes all costs for authorized medical treatment, prescriptions, and medical devices, There
is no deductible, and all costs are uma by :._a employer or _U io_.rﬁ.v compensation insurance company. If you receive a
bill. contact vour emplover o The employer/insurer has the right to choose the
healthcare provider or treating physician. You may select a different healtheare provider or treating physician, but if you do
s0, it may be at vour own expense.

nloyer representaiive

[ =]

Payment for Lost Wages:

e Ita doctor says you are unable to work due to your injuries or recovery from a surgery. you may be entitled to temporary
total disability (TTD) benefits [ a doctor says that you can perform light or modified duty work and your employer
offers you such work, you may not be eligible for TTD benefits. TTD benefits should be continued until the doctor says
you can return to work, or when your treatment is concluded because your condition has reached “maximum medical
improvement,” whichever occurs first.

* If vou return to light or modified duty ar less than full pay, you may be entitled to temporary partial disability benefits.

Permanent Disability Benefi

If the injury or illness results in a permanent disability, you may be entitled (o receive either permanent partial or permanent

total disability benefits

Survivor Bencfits:

[fa work-related injury causes an employee’s death, the surviving dependents may receive weekly death benefits paid at 66
2/3% of the deceased cmplovee’s average weekly wage along with funeml expenses up to $5,000 from the emplover/insurer
For additional information relating to survivor’s benetits. including college scholarship opportunities for surviving children,

please visit www.labor.mo.soy (DWC.

Additional Benefits for Occupational Diseases Due to Toxic Exposurc - Permanent Total Disability and/or Death:
For information relating to additional benefits available, please refer to the D bor.mo.gov DWC?
Workersthenelits_available

sion’s websile at wwaw

Injured

aﬂ.»h- **Make sure vour data is turned on and scan the QR Code with your smartphonc’s camera (o go 1o the Division of Workers Compensation’s Website
mﬂr S for more information. If you are not redicectzd, you miay need to update your smariphane’s operating system or download 2 QR Code reader app.

- EMPLOYER INFORMATION

Workers’ Compensation Law

Roles and Responsibilities for Employers and Employees

With some exceptions, all employers with five or more employees, and construction industry employers with one or more
employees, are required to insure their workers' compensation liability, either by purchasing a policy or obtaining seif-
insurance authority. Workers’” compensation insurance provides benefits to workers injured on the job. Employcrs also are
required to post this notice in the workplace for employees to view. This poster is required by section 287.127, RSMo, and is
available to employers and insurers free of charge by contacting the Division at §00-775-Comp.

Steps to Take When an Injury Occurs

1. Be sure first aid is administered and the emplovec is taken to a physician or hospital for further medical care, if necessary.
2. Report the injury 1o the insurance company or Third Party Administrator (TPA) within five days of the date of injury
or within five days of the datc on which the injury was reported to the employer by the employee, whichever is later.
The insurer, TPA, ar Division approved self-insurer is responsible for filing a First Report of Injury with the Division of
Workers” Compensation within 30 days of knowledge of the injury.

Pay medical bills related to the work injury for trcatment reasonably required to cure and relicve the employee of the
effects of the mjury. This includes all costs for authorized medical treatment, prescriptions, and medical devices. The
cmployer has the right 1o choose the healthcare provider or treating physician. (The employee may select a different
healthcare provider or treating physician, but if the employee does so, it may be at his/her own expense.)

For more liability and insurance information relating 1o the Workers® Compensation Program, visit www.labor.mo.gov/
DWC or call 800-775-COMP.

[V}

=

Missouri Diviston of Workers' Compensation is an equal opportunity employer/program. Auxiliary
arc available upi request 1o individuals with disabilities

Workers’ Safety
Developing and implementing a comprehensive safety and health program can reduce occupational injuries and
help lower workers’ compensation costs. Insurance carricrs in the state of Missouri must provide safety assistance
at the request of the insured employer. The Missouri Depariment of Labor evaluates these services and provides
additional assistance through its Missouri Workers® Safcty Program.
Visit www.labor.mo.gov/MWSP or call 573-751-4231 for more information about these programs or [or a registry
of independent consultants who are certified in the state of Missouri to provide safety assistance.

Fraud/Noncompliance

Employee Fraud — knowingly making a claim for workers’ compensation benefits to which an employee knows he/she is
not entitled or knowingly presenting multiple claims for the same occurrence with intent to defraud is a class E felony,
punishable by a fine of up to $10,000, or double the value of (he fraud, whichever is greater. A subsequent violation is a
class D felony.

Employer Fraud — knowingly misrepresenting an employee’s job classification or any other fact 1o obtain insurance al less
than the proper rate is a class A misdemeanor. A subsequent violation is a class E felony. An employer who knowingly
makes a false or fraudulent statement regarding an employcee’s entitlement 1o benefits to discourage the worker from
making a legitimate claim or who knowingly makes a false or fraudulent material statement or material representation (o
deny benefits to a worker is guilty of a class A misdemeanor punishable by a finc of up to $10,000. A subsequent violation
is a class D felony.

Insurer Fraud - knowingly and intentionally refusing to comply with workers’ compensation obligations to which an
insurance company or self-insurer knows an employee is cntitted is a class E felony, punishable by a fine of up to $10,000
or double the value of the fraud, whichever is greater. A subsequent violation is a class D felony.

Employcr Noncompliance — knowingly failing to insure workers’ compensation liability under the law is a class A
misdemeanor punishable by a fine of up to three times the annual premium the employer would have paid had it been
insured or up to $50,000, whichever is greater. A subsequent violation is a class E felony. An employer who willfully fails
to post the nolice of workers’ compensation at the workplace is guilty of a class A misdemeanor punishable by a fine of
350 to $1,000 or by imprisonment or both fine and imprisonment,

s and services

TDD/TTY: §00-735-2966 Relay Missouri: 711 WC-106 (07°19) Al




of Workers™ Compensation

DIVISION OF visowaf Workers Campens
on—Amqu O s -
COMPENSATION

Informacion del empleado ——

Aseguradora, administrador externo, comparia de
servicios o individuo designado si es autoasegurado

Zurich Claims Services

. . Nombre,

La Diwvisién de Compensacion al [rabajador de Missourt (DWC en

Slra programas pa an sida lesionados
eni ¢l trabajo o han sido expucstos a nna enfermedad ocupacional que son  piceccion PO Box 49547
como consecuencia del trubajo y durame of misma. Los Jucces de la Ley .
Administrativa de l2 Divisian tienen lu autoridad de aprobar acuerdos o Colorado Springs, CO_80949-8537
conceder indemmizaciones después de una audiencia relacionada a los
derechos de prestaciones por lesiones a un trabajador.
' Teléfona _800-987-3373

Pasos a seguir si se lesiona en el trabajo

i Notifique a su empicador inmediatamente {sc¢ debe proporcionar
aviso por escrito en un pluzo de 20 dius a partir de haber ocurrido la lesién o 30 dias cuando sc esté bastante consciente de la enfermedad
ocupacionz| relacionada con ¢l trabajo) poni¢ndose en contacto con

cro de feléfona
*No hacerlo puede poner en peligro su capacidad para recibir los beneficios
Busque atencion médica (su empleador/aseguradora es responsable de proporcionar tratamientn médico y pagar las cuotas
v cargos médicos a menos que clija usted buscar atencion con otro médico bajo su propia cuenta sin aprobacién previa de su
coipleadorfaseguradora).
3. Obtenga mis informacion de los beneficios disponibles bajo cl programa dc compensacion de trabajadores o de los pasos que puede
tomar para reeibir los beneficios que necesita

Yisite www.labors
Beneficios para trabajadores lesionados
Cuidados médicos:
El empleador o la aseguradora ticnen la obligacién de proporcionar tratamicnto médico y cuidado para curar o aliviar los efectos de la
Iesion. Esto incluye todos los costos para tratamicnto médico autorizado. recetas médicas v aparatos médicos. No hay deducibles y todos los
costos los paga su emplcador o la ascguradora dc compensacion al trabajador de su emplcador. Si usted recibe una factura, comuniguese
con su empleador o con la aseguradora inmediatamente. £l empleador/la ascguradora ticne ¢l derecho a clegir al proveedor del cuidados
médicos 0 al médico que lo aticada. Pucde clegir a otro proveedor de cuidados médicos o midico que lo atienda, pero de hacerlo. puede ser
a s propi

o

o llame al 800-775-2667.

cuenta

Pago por pérdida de ingresos:

® Siclmédico dice que usted no puede regresar a trabajar debido a sus lesiones o para recuperarse de una cirugia, pucdc que lenga derecho a
benelicios por discapacidad total temporal (TTD cn inglés). Si el médico indica que usted puede realizar un trabajo ligero o modificado
y su cmpleador le ofrece ese trabajo, es posible que no sea elegibic para los beneticios de TTD. Los beneiicios de TTD deben continuar
hasta que ¢! médico diga que usled puede regresar o trabajar o cuando su tratamiento concluya porque su condicion ha alcanzado la
“maxima mejoria médica™, lo que ocuwrra primero

* St usted regresa @ ua trabajo ligere o modificado por menos del pago complelo, puede tener derecho a beneficios por discapacidad
parcial temporal,

Beneficios por

capacidad permanente:
Si fu lesidn o enfermedad resulta en una discapacidad permanente, usted puede tener ¢l derecho @ recibir beneficios permanentes por
discapacidad parcial o discapacidad (ot

Beneficios de sobreviviente:

S: un empleado mucre en el trabajo, los dependientes sobrevivientes pueden recibir beneficios semanales por muerte pagados a 66 2/3% del
ario semanal promedio del empleado faliecido junto con fos gastos de funeral hasta $5.000 por parte del empleador o de la aseguradora. Para
recibir mis informacion sobre los bencficios de sobreviviente, incluyendo aportunidades de becas universitarias para mifios sobrevivientes,
ror favor visite ww

&

ormo.go W

Beneficios adi

onales pura las enfermedades ocupucionales causadas por eaposicion a sustancias toxicas ~ discapacidad total

permanente y/o muerte:

Ley de Compensacion al Trabajador

Funciones y responsabilidades para empleadores y trabajadores

~ INFORMAC{ON DEL EMPLEADOR

Con algunas excepciones, se requiere a lodos los empleadores con cinco o mas trabajadores, y empleadores de la industda de la
construceion con un trabajador o més, para garantizar la compensacion al trabajader, ya sea a través de la compra de una poliza de
seguro o por adquirir autoridad de autoascgurarse. E! scguro por compensacion al trabajador proporciona beneficios a los trabajadores
lesionados en el trabajo. A los empleadores lambién se les requiere publicar este aviso en el ugar de trabajo a la vista de todos los
empleados. Se requiere poner este cartel de acuerdo a la seccién 287,127, RSMo, y el mismo csté disponible para todos Jos empleadores
y ascguradoras sin cargo alguno al comunicarse con la D 1 al 800-775-2667

Pasos a tomar cuando ocurre una lesion

1. Asegirese de que se administren los primeros auxilios ¥ que se lleve al empleado al médico o zl hospital para recibir atencion

meédica adicional, si es necesario.

Reporte la lesion a la aseguradora o un Administrador tercero (TPA en inglés) dentro de los cinco dias siguientes a la fecha de ia

lesion o dentro de los cinco dias siguientes a la fecha cn que fue reportada la lesion al empleador por el trabajador, lo que ocurra

después. La Aseguradora, TPA, o auloascguradora aprobado por la Division ¢s responsable para entrsgar un Informe primero de

lesion con la Division de Compensacion al Trabajador en un plazo de 30 dias a partir de haberse hecho a conocer la lesion,

Pague las cuentas relacionadas a la lesion en el trabajo para curar y aliviar al trabajador de los efectos de la lesidn. Esto incluye

todos los costos para tratamicnto médico autorizado, recetas médicas y aparatos médicos, El cmpleador ticne derecho a elegir al

proveedor de cuidado de la salud o al médico que lo atienda. (Usted como el trabajador puede elegir otro proveedor de cuidados

médicos o médico de tratamicento, pero de hacerlo, puede ser por su propia cuenta.)

4. Para obtener mas informacién sobre la responsabilidad o ¢l seguro relacionados con el Programa de compensacidn al trabajador,
viste www.labormo.gov/DWC o llame al 800-775-2667

ta

[

2 web de la Division de
vo de su telelono iateli

Seguridad del trabajador
Desarrollar ¢ implementar un programa integral de seguridad y salud puede reducir las lesiones ocupacionales y ayudan a
reducir los costos de compensacion al trabajador. Las compaiifas de seguro en el estado de Missouri deben proporcionar ayuda
de scguridad a peticion del empleador asegurado. El Departamento del Trabajo de Missouri evaliia estos servicios y proporciona
ayuda adicional a través de su Programa de Seguridad del Trabajador de Missouri
Visite wiww.labor.mo.pov/MWSP o llame al 573-751-4231 para obtener mas informacién acerca de cstos programas o para un
registro de asesores independientes certificados cn ¢l estado de Missouri para proporcionar ayuda de seguridad

Fraude/no cumplimiento

Fraude del trabajador — deliberadamente presentar un reclamo para beneficios de compensacion al trabajador a los cuales un
empleado sabe que ¢l o ella no ticne derecho o deliberadamente presentar multiples reclamos por ¢l mismo evento con el intento
de defraudar es un delito mayor clase E, castigado con una multa de hasta $10,000, o el doble de la cantidad del fraude, lo que sea
mayor. Una violacidn posterior es un delito mayor clasc D.

Fraude del empleador — delibcradamente distorsionar una clasificacion del trabajo del empleado para conseguir seguro por
debajo de Ia tarifa apropiada es un delito menor clase A. Una violacién posterior es un delito mayor clase E. Un empleador que
deliberadamente hace una declaracién falsa o fraudulenta relacionada con el derecho del trabajador a bencficios para disuadir que
2l trabajador haga un reclamo legitimo o quien deliberadamente hacc una declaracién de material fraudulento o representacion
fraudulenta a negar beneficios a un trabajador es culpable de un delito menor clase A, castigado con una multa de hasta $10.000.
Una violacién posterior es un delito mayor clase D,

Fraude de la ascguradora — deliberadamente ¢ intencionalmente rehusar cumplir con las obligaciones de compensacién al trabajador a
las cuales sabe la aseguradora o Ja autoascguradora tiene derecho un empleado es un delito mayor clase E, castigado con una multa
de hasta $10,000 o el doble del valor del fraude, lo que sea mayor. Una violacién posterior es un delito mayor clase D.

No cumplimi del empleador - Faltar 2 propdsito a asegurar la obligacién legal de la compensacion al trabajador es un delito
menor clase A y también se castiga con una multa civil de hasta tres veces la prima anual que el empleador habria tenido que pagar
de estar asegurado, o hasta $50,000, lo que sea mayor. Una violacion posterior es un delito mayor clase E. Un empleador que
intencionalmente no publica el aviso de compensacion al trabajador en el lugar del trabajo cs culpable de un delito menor clase A,
castigado con una multa de $50 a $10,000, o con prisién o con ambos multa y prisién.

La Division de Compensacion al Trabajador de M

ouri es un empleador/programa con 1gualdad de oportunidades,

Hay iccursos y servicios disponidles para personas discapacitadas previa solicitud.  TDD/TTY: 800-735-2066  Relay Missour: 711

WC-10G-S {7-18} Al




Workers’ Compensation Law

Roles and Responsibilities for Employers and Employees

- EMPLOYER INFORMATION

| With some exceptions, all employers with five or more employees, and construction industry employers with one or more
{ employees, are required 1o insure their workers’ compensation liability, either by purchasing a policy or obtaining self-
! insurance authority. Workers’ compensation insurance provides benefits to workers injured on the job. Employers also are
I required to post this notice in the workplace for employees to view. This poster is required by section 287.127, RSMo, and is
j available to employers and insurers free of charge by contacting the Division at 800-775-Comp.

|

- Steps to Take When an Injury Occurs

' 1. Be sure first aid is administered and the employee is taken to a physician or hospital for further medical care, if necessary.
1 2. Report the injury to the insurance company or Third Party Administrator (TPA) within five days of the date of injury
{ or within five days of the date on which the injury was reported to the employer by the employee, whichever is later.
| The insurer, TPA, or Division approved self-insurer is responsible for filing a First Report of Injury with the Division of
| Workers’ Compensation within 30 days of knowledge of the injury.

" 3. Pay medical bills related to the work injury to cure and relieve the employee of the effects of the injury. This includes
l

|

|

|

all costs for authorized medical treatment, prescriptions, and medical devices. The employer has the right to choose the
healthcare provider or treating physician. (The employee may select a different healthcare provider or treating physician,
| but if the employee does so, it may be at his/her own expense.)
L 4. For more liability and insurance information relating to the Workers’ Compensation Program, visit www.labor.mo.gov/
[ DWC or call 800-775-COMP.

Workers' Safety

Developing and implementing a comprehensive safety and health program can reduce occupational injuries and
help lower workers’ compensation costs. Insurance carriers in the state of Missouri must provide safety assistance
at the request of the insured employer. The Missouri Department of Labor evaluates these services and provides

' additional assistance through its Missouri Workers’ Safety Program.
Visit www.labor.mo.cov/IMWSP or call 573-751-4231 for more information about these programs or for a registry
of independent consultants who are certified in the state of Missouri to prov1de safety assistance.

Fraud/ Noncornpl:ance

WC-106 (04-17) Al



UNEMPLOYMENT INSURANCE BENEFITS

NOTICE TO WORKERS

Your employer is subject to the Missouri Employment Security Law and pays tax contributions to cover
unemployment insurance (UI) benefits in case you become unemployed through no fault of your own.

Nothing is deducted from your pay to cover its cost.

WHEN TO APPLY FOR Ul BENEFITS

e [f you are unemployed, laid off or working less than full time; or

¢ |f you lose your job through no fault of your own or quit for a valid reason
related to the work or the employer; and

e If you are able to work, available for work and actively seeking employment.

HOW TO APPLY FOR Ul BENEFITS

e To apply, visit uinteract.labor.mo.gov to create a new user account and file your
initial claim; or

¢ |f you do not have Internet access, call a Regional Claims Center during normal
husiness hours, Monday through Friday from 8 a.m. to 5 p.m.

Jefferson City.. . 573-751-9040 Springfield ..... 417-895-6851
Kansas City. .....816-889-3101 St. Louis ....... ....314-340-4950
Outside Local Calling Area........c.ococoiii i, 800-320-2519

If you helieve someone is fraudulently collecting unemployment benefits, email
ReportUIFraud@labor.mo.gov or call 573-751-0057.

PROPER WORKER CLASSIFICATION

Missouri law defines who is considered an employee or an independent contractor.
Businesses that improperly treat workers as independent contractors have an unfair
competitive advantage. Improperly classified workers miss out on unemployment
benefits, workers’ compensation coverage and employer tax contributions.

If you think you may be improperly classified or suspect a business of improperly
classifying workers, visit [abor.mo.gov/offthehooks or call 573-751-1099.

LEARN MORE AT LABOR.MO.GOV/UNEMPLOYED-WORKERS

@ EMPLOYMENT  PO.Boxs9 Fax: 573-751-8730

SECURITY Jefferson City, MO 65104-0059 esuiclaims@Ilabor.mo.gov

IMPORTANT: If needed, call 573-751-9040 for assistance in the translation and undersianding of the information in this document.
[IMPORTANTE!: Si es necesario, llame el 573-751-9040 para asistencia en la traduccion y entendimiento de la informacion en este documento.
Missouri Division of Employment Security is an equal opportunity employer/program. Auxiliary aids and services are

available upon request to individuals with disabilities. TDD/TTY: 800-735-2966 Relay Missouri: 711 MODES-B-2 (03-18) Al
Benefits



MISSOURI

COMMISSION ON
HUMAN RIGHTS

DISCRIMINATION

IN EMPLOYMENT IS PROHIBITED

www.labor.mo. gov/mohumanrlghts

/ The mission of MCHR is to develop,
recommehnd, and implement ways to

prevent and eliminate discrimination, 'and to

provide equitable and timely resolutions of

discrimination claims through enforcement of
3 the MISSOUrI Human nghrs Act

] IM/SSOUI’I Commlss:on on Human nghrs'ls an equal opporrumry emp/oyer/program
_-_A_uxi_l/arx 'lds and serwces are avallable upon requesr to md/wdua/s with d:sab/hrles

MISSOURI Sta‘re regulanon 8 CSR 60 3. ol10. requnres this notice

DEPARTMENT UF LABOR : A6 the posted in all places of busmess or es‘rabhshments _::: .

& Inl N D U S T R I A 1 R E L A T | 0 N S s Wthh are sub;ect 1o ‘rhe Mlssourl Human nghts Act

'MCHR9 (04-16) Al



$8 5 MISSOURI MINIMUM WAGE

IN EFFECT FOR PRIVATE EMPLOYERS FOR 2019

The minimum wage rate will increase 85 cents each year through 2023 for all private, non-exempt
businesses. Missouri law does not apply to public employers, nor does it allow the state’s minimum wage
rate to be lower than the federal minimum wage rate.

at least TIPPED EMPLUYEES

$4 30 Employers are required to pay tipped employees at least 50 percent of the minimum
. wage, $4.30 per hour, plus any amount necessary to hring the employee’s total

per hour compensation to a minimum of $8.60 per hour.

S\ OVERTIME COMPENSATION .

] .5 X Overtime compensation must also be paid at a rate of at least one and one-half
rate times a covered employee’s regular rate for all hours worked over 40 in a workweek.

EXCEPTIONS

All businesses are required to pay at minimum, the $8.60 per hour rate, except retail

and service husinesses whose annual gross sales are less than $500,000.

The law does not apply to certain exempt employees/employers defined in Section
290.500(3), RSMo, and employees/employers pertaining to agriculture in Section 290.507,
RSMo, nor does it supersede more favorable laws or interfere with collective bargaining
agreement rights.

EMPLOYEE RIGHTS

An employee not being paid the correct wages, can file a minimum wage complaint
at labor.mo.gov/DLS/MinimumWage and is entitled to pursue a private legal right of
action to collect any wages due.

An employer who unlawfully pays sub-minimum wages will be liable for the full amount
of wages due (plus twice the amount left unpaid as liquidated damages) less any amount
actually paid. The employer is also liable for costs and reasonable attorney fees as may be
allowed by the court or jury.

LEARN MORE AT LABOR.MO0.GOV/DLS/MINIMUMWAGE

DIVISION OF 3315 West Truman Boulevard 573-751-3403
LABOR P.0. Box 449 Fax: 573-751-3721
STANDARDS Jefferson City, M0 65102-0449 lahorstandards@lahor.mo.gov

Missouri Department of Labor and Industrial Relations is an equal opportunity employer/program. TDD/TTY: 800-735-2966 Relay Missouri: 711
LS-52 (11-18) Al



