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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.

2800 Mecca Drive o Plover, W1 » 54467 » Phone 715.341.2868 » Fax 715.341.1054 « www.fahrnerasphalt.com
EEO/AA Employer



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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1.

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, WI 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, W1 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 L
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 Falr 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 par 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 fiom which the labor force of the community is drawn.

Employers shall make Ihis 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 under section 14(c) are not applicable unless & worker’s disability actually impairs the

worker's earning or productive capacity for the work being performed. The fact that a worker may have a
DISAB'LITI Es disability is not in and of itself sufficient to warrant the payment of & subminimum wege.

For purposes of payment of commensurate wage rates under a certificate, a worker with a disability is defined
as: An individual whose earnings or productive capacity is impaired by a physical or mental disability, including
those related to age o injury, for the work to be performed.

Disabilities which may affect productive capacity include an intellectual or developmental disability, psychiatric
disability, a hearing or visual impairment, and certain other impairments, The following do not ordinarily affect
productive capacity for purposes of paying commensurate wage rates: educational disabilities; chronic
unemployment; receipt of welfare benefits; nonattendance at school; juvenite delinquency; and correctional
parole or probation,

WORKER NOTI FICATION Each worker with & 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 worker is employed.

KEY ELEM ENTS OF * Nondlaabled worker standard —The objective gauge (usually a time study of the production of workers

who do not have disabllities that impair their productivity for the job) against which the productivity of a

COM M E NSU RATE worker with a disability is measured,

WAGE RATES o Prevalling wage rate—The wage pald to experianced workers who do not have disabilities that impair their
productivity for the same or similar work and who are performing such work in the area. Most SCA contracts
include a wage determination specifying the prevailing wage rates to be paid for SCA-coverad work.

Evaluatlon of the productivity of the worker with a dlsability—Documented measurement of the
production of the worker with a disability (in terms of quantity and quality}.

The wages of all workers paid commensurate wagea must be reviewed, and adjusted if appropriats, at periodic
intervais. At a minimum, the productivity of hourly-paid workers must be reevaluated at teast every six months
and a new prevailing wage survey must be conducted at least once every twelve months. In addition, prevailing
wages must be reviewed, and adjusted as appropriate, whenever there is a change in the job or a change in the
preveiling wags rate, such as when the appllcable state or federal minimum wage Is increased.

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 subminimum wage.

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

generally must be paid to workers performing oh or in connection with a covered contract with the Federal

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

FRING E BEN EF]TS Naither the FLSA nor the PCA have provisions requlring vacation, holiday, or sick pay nor other fringe benefits

auch as health insurance or psnsion plans. SCA wage determinations may require such fringe benefit payments
(or & cash equivalent), Workers paid under a certificate authorizing commensurate wage rates must receive the
1ull tringe benefits listed on the SCA wage determination.

OVERTI ME 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 times 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 persons under 16 years of age may be employed in manufacturing or on a PCA contract.

PETITION PROCESS Workers with disabilities paid at subminimum wages may petition the Administrator of the Wage and Hour

Division of the Department of Labor for a review of their wage rates by an Adminiatrative Law Judge. No
particular form of petition is required, except that it must be signed by the worker with a disability or his or her
parent or guardian and should contain the name and address of the employer. Petitions should be mailed to:
Administrator, Wage and Hour Division, U.S. Department of Labor, Room $-3502, 200 Constitution Avenue NW,
Washinglon, D.C, 20210,

1-866-487-9243 [H]
WAGE AND HOUR DIVISION TTY: 1-877-889-5627 'k

<]
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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 I 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 information
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
(tollfree) 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-P/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 estan protegidos por la ley federal contra la discriminacion en funcién de:

RAZA, COLOR, RELIGION, SEXO, PROCEDENCIA

El Titulo VH de 1a 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 clasificacion, las referencias y los demés aspectos del empleo, en funcién de raza, color,
religion, sexo (incluidas las embarazadas) o procedencia. La discriminacion religiosa se refiere a
la falta de adaptacion razonable a las précticas religiosas de un empleado, siempre y cuando dicha
adaptacién no provoque una dificultad econdmica desmedida para la compaiiia.

DISCAPACIDAD

Los Titulos Iy 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 contratacién, los ascensos, los
despidos, los pagos, las compensaciones adicionales, la capacitacion laboral, la clasificacion,
las referencias y los demas aspectos del empleo. La discriminacién por discapacidad se
refiere a la falta de adaptaciones razonables para las limitaciones fisicas o mentales de una
persona idonea que tiene una discapacidad y que es un postulante o un empleado, salvo
que dichas adaptaciones provoquen una dificultad econdmica desmedida para la comparia.

EDAD

La Ley contra la Discriminacién 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 contratacion,
los ascensos, los despidos, los pagos, las compensaciones adicionales, la capacitacion
laboral, la clasificacion, 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 discriminacién 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 II de la Ley de No Discriminacién por Informacion 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 contratacién, 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 informacion genética por parte de los empleadores y condiciona de
manera estricta su divulgacion. La informacion genética incluye las pruebas genéticas de
los postulantes, empleados o integrantes de sus familias, la manifestacién 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 discriminacién, participa en un

procedimiento por discriminacion o que, de algiin otro modo, se opone a una practica
laboral ilicita.

QUE DEBE HACER S| 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 discriminacién: Comision 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 seccidén
Gobierno Federal o Gobierno de los Estados Unidos. También puede obtener informacién
adicional sobre la EEOC, incluso c6mo presentar un cargo, en www.eeoc.gov.



Empleadores que tengan contratos o subcontratos con el gobierno federal

Los postulantes y empleados de las compaiiias que tengan un contrato o subcontrato con ¢l gobierno federal
estan protegidos por la ley federal contra Ia discriminacién en funcién de:

RAZA, COLOR, RELIGION, SEXO, PROCEDENCIA

El Decreto Ejecutivo 11246, con sus modificaciones, prohibe la di i6n en el trabajo
en funcion 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 Seccidn 503 de la Ley de Rehabilitacion (Rehabilitation Act) de 1973, 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, la clasificacidn, 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 compafiia. 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 Readaptacion de Veteranos de Vietnam (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 afios posteriores a la baja o al cese del servicio activo), otros
veteranos bajo proteccidon (los veteranos que prestaron servicio durante una guerra o

en una campafia o expedicion para la cual se les autorizo una insignia de campania) 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 segin estas leyes federales.

Toda persona que considere que un contratista viol sus obligaciones de accion afirmativa
o no discriminacién segun 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 a la 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, SEX0

Ademas de Ias protecciones establecidas en el Titulo VII de la Ley de Derechos Civiles de 1964

y sus modificaciones, €l Titulo VI de dicha ley, con sus modificaciones, prohibe la discriminacién
por raza, color o procedencia en los programas o las actividades que reciban asistencia financiera
federal. La discriminacién Jaboral esti cubierta por el Titulo VI si el objetivo principal de la
asistencia financiera es brindar empleo, o si la discriminacién laboral provoca o puede provocar
discriminacién cuando se proporcionan los servicios de dichos programas. El Titulo IX de las
Reformas Educativas de 1972 prohibe la discriminacién laboral segin 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 Seccién 504 de la Ley de Rehabilitacion de 1973, con sus modificaciones, prohibe la
discriminacion laboral por discapacidad en cualquier programa o actividad que reciba
asistencia financiera federal. Queda prohibida la discriminacién 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 discriminacién en algin 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)
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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

lsolve 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 1-9
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 s6lo pueden utilizar E-Verify una vez
que usted haya aceptado una oferta de trabajo y
completado el Formulario (-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
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E-VERIFY IS A SERVICE OF DNS AND SSA

The E-Verlty lego and mark are regietered iradamarks of Departiment of Homolsnd
Sacurity. Commerclol sale of this poster bs strictly prohibited.
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EMPLOYEE RIGHTS

EMPLOYEE POLYGRAPH PROTECTION ACT

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 service 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 [ ]
WAGE AND HOUR DIVISION ACHs T AL

UNITED STATES DEPARTMENT OF LABOR

www.dol.gov/whd E

WH1462 REV 07/16



DERECHOS 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 administracién de pruebas de poligrafo {un tipo de
detector de mentiras) en el sector privado, sujeta a ciertas restricciones,
a ciertos aspirantes para empleos en compafias de seguridad (vehiculos
blindados, sistemas de alarma y guardias). También se les permite el uso
de éstas a compafiias que fabrican, distribuyen y dispensan productos
farmacéuticos.

La Ley también permite la 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 econdmicos al empleador.

La Ley no substituye ninguna provision 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 administracion y duracion. Los examinados tienen un numero 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 =
[y

DIVISION DE HORAS Y SALARIOS

DEPARTAMENTO DE TRABAJO DE LOS EE.UU.

WH1462 SPA  REV 07/16




EMPLO

EE 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 followlhg reasons:

e The birth of a chlld or placement of a child for adoptlon or foster care;
« To bond with a chlld (leave must be taken within 1 year of the chlld’s blrth or placement);
e To care for the employee's spouse, chlld, or parent who has a qualifying scrlous health condltion;
s Forthe employee's own quallfying setlous health condition that makes the employee unable to perform the employee's job;
e For qualifylng exlgencles related to the forelgn deployment of a milltary member who Is the employee's spouse,
child, or parent.
An ellgible employee who Is a covered servicemember's spouse, child, parent, or next of kin may also take up to 26 weeks
of FMLA leave In a single 12-month perlod to care for the servicemember with a serlous Injury or iliness.

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

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

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

Upon return from FMLA leave, most employees must be restored to the same Job or one nearly Identlcal to it with
equivalent pay, beneflts, and other employment terms and conditlons,

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

An employee who works for a covered employer must meet three criterla In order to be eligible for FMLA leave. 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
e Work at a locatlon where the employer has at least 50 employees within 75 miles of the employee’s worksite.

*Special "hours of service” requirements apply to aitline flight crew employees.

Generally, employees must glve 30-days’ advance notice of the need for FMLA leave. If It Is hot possible to glve 30-days’ notice,
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 quallfies for FMLA protectlon. Sufficlent Information could Include Informing an employer that the employee s or
will be unable to perform his or her Job functions, that a famlly member cannot perform dally activitles, or that hospltallzatlon or
contlnuing medical treatment Is necessary. Employees must Inform the employer If the need for leave Is for a reason for which
FMLA leave was previously taken or certlfled.

Employers can require a certiflcation or periodic recertification supporting the need for leave. If the employer determines that the
certification Is Incomplete, it must provide a written notice indicating what additional information Is required.

Once an employer becomes aware that an employee'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 ellglble for FMLA leave and, If ellgible, must also provide a notice of rights and
responsibliities under the FMLA. If the employee Is not ellgible, the employer must provide a reason for ineliglbility.

Employers must hotlfy Its employees If leave will be deslgnated as FMLA leave, and If so, how much leave will be designated as
FMLA leave.

Employees may flle a complalnt with the U.S. Department of Labor, Wage and Hour Dlvislon, or may bring a private lawsuit
agalnst an employer.

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

SEGUN LA LEY DE AUSENGIA ,-.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 sujeto a esta ley pueden tomarse hasta 12 semanas de licencla sln pagay sin perder su
cmpleo durante un periodo de 12 meses por las slguiontes razones:

*  Elnaclmlento de un hijo o la colocaclon de un hijo en adopcién o en hogar de crlanza;

= Para establecer lazos afectivos con un niio {la licencla tiene que ser tomada dentro del primer afio del nacimicnto o de la colocacion del nifio);
«  Para cuidar al eényuge del emploado, al hijo, o al padre que tenga una condicién soria de salud que califique;

«  Debido a una condicién seria de salud gue califlque del empleado mismo y que resulte en que el empleado no pueda realizar su trabajo;

+  Por oxigencias que califiquen relacionadas con el despliegue al extranjoro do un miembro do las fuerzas armadas que sea conyuge
del empleado, hljo o padre.

Un empleado cleglble que es conyuge, hijo, padre o famlliar més cercano del miombro de las fucrzas armadas que esté cublerto, puede
tomarse hasta 26 semanas de licencla bajo la Ley de Ausencla Familtar y Médica (FMLA, por sus slglas eh Inglés) en un perlodo Unlco de 12
mescs para culdar al miembro de las fuerzas armadas que tenga una lesion o enfermedad serla,

El empleado no tiene guo tomarse toda la licencla segulda de una sola vez. Cuando es medlcamente necesario o de otra mancra permitido,
los emplcados pueden tomarse la licencla de forma intermitente o en una Jornada reducida.

Los empleados pueden eleglr, o un empleador pucde exiglr, el uso de licencias pagadas acumuladas mientras se toinan fa licencia bajo la
FMLA., S| el empleado sustituye la licencla pagada acumulada por la licencla bajo la FMLA, ¢l empleado tiene que cumplir con las politicas de
pago de licenclas normales del empleador,

Mlentras los empleados estén de licencla bajo la FMLA, los empleadores tlenen que continuar con la cobertura del saguro de salud como sl fos
empleados ho estuvicran de licencia.

Después de regresar de la licencla bajo la FMLA, a la mayor parte de los emplcados se les tiene que restablecer al mismo trabajo o uno
caslldéntico, con ¢l pago, los beneflclos y otros tdrminos y otras condiclones de empleo equivalontos,

El empleador no puede Interferlr con los derechos de ta FMLA de un Individuo o tomar represallas contra alguien por usar o Intentar de usar
la licencla bajo la FMLA, por oponherse a cualquier practica llegal hecha por la FMLA, o por estar Involucrado en un procedimiento segin o
relacionado con la FMLA.

Un empleado que traba)a para un empleador bajo el alcance tlene que cumplir con tres criterlos para poder ser eleglble para una licencla bajo
la FMLA. El empleado tiene que:

] Haber trabajado para el empleador por lo menos 12 meses;
«  Tener por lo menos 1,250 horas de serviclo en los 12 meses previos a tomar la licencla®; y
< Traba)ar ch un jugar donde el empleador tenga al menos 50 empleados dentro de 75 millas del lugar de trabajo del ompleado.

*Requisltos especiales de “horas de serviclo” se aplican a empleados de una tripulacién de una aerolinea.

En gencral, los empleados tienen que pedlt la licencla necesaria bajo la FMLA con 30 dias de anticlpaclén. Si no es posible avisar con 30 dias de
anticipacion, el empleado tiene que notificar al empleador lo mas pronto posible y, gonoralmente, sogulr los procodimicntos usuales del emploador,

Los empleados no tienen que informar un diagnéstico médico, pero tienen que proporcionar informacién suficiente para que of empleador pueda
determinar si la ausencia califlca bajo la proteccion do la FMLA, La informacidn suflciente podria incluir informarle al empleador que el empleado
esta o estara Incapacitado para realizar sus funclones laborales, gue un miembro de |a famllia no puede reallzar las actividades dlarlas, o que
una hospitalizactén o un tratamlento médico de seguimlento es necesarlo. Los empleados tlenen que Informar al empleador sl la necesidad de 1a
liconcla es por una razén pot la cual la licencla bajo la FMLA fue praviamente tomada o certlficada,

Los empleadores pueden exlgir un certlticado o una recertificaclén periédica que respalde la hecesitad para la licencla, Si of empleador determina
que la certificactén esta Incompleta, tlene que proporclonar un aviso por escrito Indicando qué Informaclén adiclonal se requiere,

Una vez que el empleador sepa que fa necesidad para la licencla del empleado es por una razén que pueda callficar bajo la FMLA, el smpleador
tiene que notiflcar al empleado si él o ella es elegible para una licencia bajo FMLA y, si es elegible, también tiene que proporcionar un aviso de los
derechos y las responsabilidades seg(n la FMLA. Si el empleado no es elegible, el empleador tiene que brindar una razén por la cual no es elegible,

Los emploadores tienon que notiflcar a sus empleados sl la ausencla sera deslgnada como licencia bajo la FMLA, y do ser asl, cudnta ausencla sera
deslghada como licencla bajo la FMLA,

Los empleados pueden presontar un reclamo ante el Departamento de Trabajo de EE. UU., la Division de Horas y Salarios, o pueden presentar una
demanda privada contra un empleador,

La FMLA no afecta a ninguna ley federal o estatal que prohiba la discriminaclén nl sustituye a ninguna ley estatal o local o convenlo colectivo de
negoclaclén que proporcione mayores derechos de ausenclas famlllares 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.

(2) 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 iliness 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.

WHD
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YOUR RIGHTS UNDER USERRA

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 unifarmed service and:

¥ you ensure that your employer receives advance written or verbal
notice of your service;

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

¥ you return to work or apply for reemployment in a timely manner
after canclusion of service; and

¥ you have nat been separated from service with a disqualifying
discharge or under other than honorable conditions.

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:

¢ 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;
promoation; or

¥ any benefit of employment

= B % %

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-connected illnesses or injuries.

ENFORCEMENT

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

For assistance in filing a complaint, or for any other information an
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 a 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 on the circumstances. The text of this notice was prepared by VETS, and may be viewed on the internet at this
address: http://www.dol.gov/vets/programs/userra/posterhtm, Federal law requires employers to notify employees of their rights under USERRA, and employers
may meet this requirement by displaying the text of this notice where they customarily place natices for employees.
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ASHA

Occupational Safety
U.S. Department of Labor and Health Administration

Job Safety and Health

IT'S THE LAW!

All workers have the right to:

= A safe workplace.

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

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

= Request a confidential OSHA inspection
of your workplace if you believe there are
unsafe or unhealthy conditions. 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 iliness log.

This poster is available free from OSHA.

Contact 0SHA. We can help.

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.

Notify OSHA within 8 hours of a
workplace fatality or within 24 hours of
any work-related inpatient hospitalization,
amputation, or loss of an eye.

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.

On-Site Consultation services are
available to small and medium-sized
employers, without citation or penalty,
through OSHA-supported consultation

programs in every state.

1-800-321-OSHA (6742) - TTY 1-877-889-5627 « www.osha.gov




»sHA  Segunidady Salud en el Trabajo

Administracion de
Seguridad y Salud

Departamento de Trabajo

de los EE. UU. 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 lesion 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.

Pedir una inspeccion confidencial de OSHA
de su lugar de trabajo si usted cree que hay
condiciones inseguras o insalubres. Usted
tiene el derecho a que un representante se
comunique con OSHA en 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 la 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 esta disponible de la OSHA para gratis.

Llame OSHA. Podemos ayudar.

1-800-321-OSHA (6742) - TTY 1-877-889-5627 « www.osha.gov

:ES LA LEY!

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.

= Notificar a la OSHA dentro de 8 horas de
una fatalidad laboral o dentro de 24 horas
de cualquier hospitalizacion, amputacion, o
pérdida de ojo relacionado con el trabajo.

= 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.

Servicios de consulta en el lugar de trabajo
estan disponibles para empleadores de tamano
pequeno y mediano sin citacion o multa, a traves
de los programas de consulta apoyados
por la OSHA en cada estado.
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EMPLOYEE RIGHTS

UNDER THE FAIR LABOR STANDARDS ACT
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 ~  Pevprovisions
» Special provisions apply to workers in American Samoa, the Commonwealth of the Northern
Mariana Islands, and the Commonwealth of Puerto Rico.
s 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
TTY: 1-877-889-5627
www.dol.gov/whd E
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DERECHOS DE LOS TRABAJADORES
BAJo LA LEY DE NORMAS JUSTAS DE TRABAJQ rs-ssesenies

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
SOBRETIEMPO

TRABAJO DE
MENORES
DE EDAD

CREDITO POR
PROPINAS

MADRES
LACTANTES

CUMPLIMIENTO

INFORMACION
ADICIONAL

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

El empleado tiene que tener por lo menos 16 afios para trabajar en la mayorfa de los trabajos no agricolas y por
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
manufactura, de minerfa, y que no sean peligrosas con ciertas restricciones al horario de trabajo. Se aplican
distintos reglamentos al empleo agricola.

Los empleadores de “empleados que reciben propinas” que cumplan con ciertas condiciones, pueden reclamar
un crédito de salario parcial basado en las propinas recibidas por sus empleados. Los empleadores les tienen
que pagar a los empleados que reciben proplinas un salarlo en efectivo de por lo menos $2.13 por hora si ellos
reclaman un crédito de propinas contra su obllgacion de pagar el salario minimo. Si las propinas recibidas por el
empleado combinadas con el salarlo 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.

La FLSA exIge que los empleadores le proporcionen un tiempo de descanso razonable a la empleada que sea
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 la necesidad de extraerse leche. A los empleadores también se les exige que proporcionen
un lugar, que no sea un bafio, protegido de la vista de los demés y libre de la intrusion de los compafieros de
trabajo y del publico, el cual pueda ser utilizado por la empleada para extraerse leche.

El Departamento tiene la autoridad de recuperar salarios retroactivos y una cantidad igual en dafios y perjuicios
en casos de incumplimientos con el salario minimo, sobretiempo y otros incumplimientos. El Departamento
puede litigar y/o recomendar un enjuiciamiento criminal. A los empleadores se les pueden imponer sanciones
pecuniarias civiles por cada incumplimiento deliberado o repetido de las disposiciones de fa ley del pago del
salario minimo o de sobretiempo. También se pueden imponer sanciones pecuniarlas civiles por incumplimiento
con las disposiciones de la FL.SA sobre el trabajo de menores de edad. Ademas, se pueden imponer sanciones
pecuniarias civlles incrementadas por cada incumplimlento con el trabajo de menores que resulte en la muerte o
una lesion seria de un empleado menor de edad, y tales avaluaciones pueden duplicarse cuando se determina
que los Incumplimlentos fueron deliberados o repstidos. La ley también prohibe tomar represalias o despedir a
los trabajadores que presenten una queja o que participen en cualquler proceso bajo la FLSA.

e Ciertas ocupaciones y clertos establecimlentos estén exentos de las disposiciones del salario minimo, y/o de
las disposiciones del pago de sobretiempo.

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

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

o Algunos empleadores clasifican incorrectamente a sus trabajadores como “contratistas independientes”
cuando en realidad son empleados segUn la FLSA. Es importante conocer la diferencia entre los dos porque
los empleados (a menos 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, estudiantes 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]
1-866-487-9243 E E:
TTY: 1-877-889-5627 4
www.dol.gov/whd E
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Quyén Loi ctia Nhan Vién
Chiéu theo Pao Luat Tiéu Chuén Lao Pong Cong Bang (FLSA)

Sé¢ Lwong Bong va Gio Gidc thudc B Lao Pong Lién Bang Hoa Ky

Lwong Téi Thiéu theo Luit Lién Bang

§7.25 mes

bat ddu tir ngay 24 thang 7 ndm 2009

Luwong Phu Trji it nhét bang 1.5 1dn mure luong cén ban cho tt ca nhimng gio 1am viée trén 40 gio mdt (uan,
lel Lao Ding M6t nhan vién it nhdt phai 16 tdi méi duge lim hiu hét nhimg cong viée khong thuge vé ndng nghiép va it
Thiéu Nién nhél phai 18 tudi méi duge lam nhimg cong viée khdng thude vé ndng nghiép da duoe Bo Truong Bo Lao

Dong lidt ke 1a ¢6 tinh cach nguy hiém

Tré em V| thanh nién 14 va 15 tu0| ngoal 2i0 hoe ¢ trudng co thé lam nhung cong vi¢e khac nhau khong
thude vé san xudl, khdng thude vé him ma, va khang co tinh cach nguy hiém véi nhimg didu kién sau déy:

Khang dwee qud
- 3 titng dong hd vao ngay co di hoc hodc 18 tiéng trong tudin 18 ¢6 di hoc.
- 8 liéng ddng hd vao ngay khong di hoc hoac 40 tiéng trong tuan I¢ khang di hoc

Cong viée ciing khang duee bat ddu trude 7 gid sang hodie chiim dt sau 7 gidr ti; nwoni trir I\ho&ng thoi
gian tir ngay | thimg Sau dén 1§ Lao Ding, khi cdng viée vao budi t6i duwe kéo dai dén 9 gidr tdi. Mot sd
nhiting diéu & khae biét duge ap dyog cho nhitng vige lim thude v ndng nghiép
" Chi nhin cua “nhiing nhan vién co nhgn ién Up " phai trd luong it nhét [a $2.13 mét gio cho nhan vién nhan
tién “tip” mu chy nhin khit trir ién “lip” vio tién luong 16i thiéu ma ho e trach nhigm phai trd cho nhan
vién. Néu lan Lip” c.ua Mt nhin vién cdng viri 1ién hiong it nhit1a $2.13 mot gitr do n-'m:‘n chiy tri vn
chura biing tién lirong (61 thidu mat giv, nguoi el phai trd thém |‘Ihdll sl bigt cho biing vai tidn long (61
thiéu mot gitr. Mat s6 nhing didu kidn khac cong phai dwoe hdi du.

Khiu triv tién “tip

Thue thi luiit B6 Lao Bong co thé doi lai tién luong tra thidu cho nhunb nhén vién da bi tra 1umlg thiéu do sy vi pham ludt
phap bing bién phap hinh chinh hodc qua bign phap t6 ung. Sy vi pham ¢6 thé dan dén hign phap dan sy
hay hinh sy.

Chu nhiin ¢o 1hé bi phgt tién phat diin sy [@n dén $1,100 cho mdi vi pham ¢d ¥ hofie tai vi pham nhimg didu
khoan vé Iu'vrng i thidu hofic lwang phu (161 vi tién phat 1&n dén $11,000 ¢ho mdi nhin vién bj anh hudng
vi nhitng diéu khoan cia Dao Ludt v qu dong thiéu nién bj vi pham. Thém vio do, tién phat din su 1én
dén $50,000 ¢é thé dirge 3 Jp dyng cho mbi vi pham Iu‘nl lao donig thicu nién néy vurt Vi |11n|111 nay gy ra e
vong hoic Iluruni. tich tefm trong cho nhin vién thidu nién v s tidn phat do ¢d thé ting gdp doi. lén dén
$100,000, néu viée vi pham dige xac dinh 14 ¢b tnh hofic i vi pham. Dao ludt ndy ngiin ¢ cim sir ky thi
hodie sa thii nhitng cang nhiin vi ho nop dan khiéu nai hode tham dir vao bit eir tién trinh kién tung ndo wén
theo Dao Ludt nay

Tin tire bd sung « Mt s& nhitng nghé nghiép va nhitng co sé thuong mai duge mién tan theo nhitng didu khoan vé lrong
tdi thidu va/ hodc luong phy troi.

Nhimng diéu khoan riéng biét duoc ap dung cho nhan vién & American Samoa va Commonwealth cila
aliitng dio thuge Bic Marjuna.

Mt s cac lud tidu bang bio vé nhin vién nhiéu hon ludt cua lién bang; chui nhan bit bude phai tuan theo
cé hai,

Dao lujt nay bude cac chu nhin plwl niém yét tir bich chuong nay noi nhéan vién cé thé doc dugc & dang
Nhimg nliin vién dudi 20 i co thé duoe tra lnong $4.25 mot gio trong vong 90 ngdy dAu lam vige cho
ngri (,hu duge tinh lién tye theo lich,

Mot 56 nhtng hoe sinh hoc twan thii gian, hoce sinh hg)c nehé, ngudi Lap sy va nhén vu,n bi khuyet tat co
thé duge nd luong dudi mic lrang 16i thidu theo gidy phép dic biét do Bo Lao Dong chip phét.

Muén biét thém tin tire:

1-866-4-USWAGE SWHB

(1-866-487-9243)  TTY: 1-877-889-5627 U VurendtiowDivim

WWW.WAGEHOUR.DOL.GOV

U.S. Department of Labor | Wage and Hour Division

WHD 1088VIE (Revised July 2000)



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

WAGE AND HOUR DIVIS|ON
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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 activity. Employees covered by the NLRA™ are protected from certain types 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.
s 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:

« 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.

s 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.

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

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

Under the NLRA, it Is illagal for a union or for the union

that represents you In bargaining with your employer

to:

« 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.

o 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.

lllegal 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 employer to rehire a
worker fired in violation of the law and to pay lost wages and benefits, and may order an emplayer 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.qoyv.

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 Natlonal Labor Relatlons 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, employess 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 Labor



DERECHOS DE LOS EMPLEADOS

SEGUN LA LEY NACIONAL DE RELACIONES DEL TRABAJO

La Ley Nacional do Relaciones del Trabajo (LNRT) garantiza el derecho de los empleados a organizarse y neguociar colectivamente con
sus empleadores, y a participar en otras actividades concertadas protegidas. Los empleados cublertos por la LNRT * estan prolegidos
contra ciertos tipos de conductas inapropiadas por parte de los empleadores y sindicatos. En este Aviso encontraré informacion
general sobre sus derechos y las obligaciones de los empleadores y los sindicatos segun la LNRT, Si tiene alguna pregunta sobre
derachos especificos que pusdan 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 qusejas
basadas en la LNRT

Segun la LNRT, usted tiene 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 los empleados, los contratos que fijen su
salario, beneficios, horarios y otras condiciones laborales

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

+ Actuar con uno o mas compafieros de trabajo para mejorar sus condiciones laborales ocupandose, entre otras cosas, de hacer
llegar directamente a su empleador o a un organismo 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 huslgas o piquetes.

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

Segun la LNRT, es llegal que un sindicato, o el

Segun la LNRT, es llegal que su empleador:
sindlcato que lo representa en las negociaclones con

¢ Lo prohlba solicitar para un sindicato durante horarios no

laborables —como antes o después del trabajo, o durante los
recreos—, o distribuir materiales sobre el sindicato fuera de los
horarios laborables y fuera de las zonas de trabajo, como en
estacionamientos o salas de descanso.

Lo cuestione sobre su apoyo al sindicato o sus actividades
relacionadas en forma tal que desaliente su participacion
en ello,

Lo despida, lo baje de categoria o lo transfiera, reduzca la
cantidad de horas que trabaja o cambie su turno, tome
cualquier otro tipo de acci6én en su contra, 0 amenace con
hacerlo, porque usted se ha unido o apoya a un sindicato, o
porque ha participado en actividades concertadas de

su empleador:

* Lo amenace con la pérdida de su trabajo a menos que
apoye al sindicato.

» Rechace procesar una queja porque usted ha criticado a
los representantes sindicales o porgue no es miembro del
sindicato.

+ Use o mantenga estandares o procedimientos
discriminatorios al realizar recomendaciones desde una
oficina de contratacion.

o Cause o intente causar que un empleador discrimine en
contra suya por sus actividades relacionadas con el
sindicato.

asistencia y proteccion mutua, o haya decidido no participar
en ese tipo de actividades.

 Amenace cerrar su lugar de trabajo si los trabajadores
eligen un sindicato para que los represente.

¢ Prometa u otorgue promociones, 0 pague aumentos u otros
beneficios para desalentar o alentar el apoyo a un sindicato.

¢ Le prohlba usar gorras, botones, camisetas y prendedores del
sindicato en el lugar de trabajo, excepto bajo circunstancias
especiales.

e Espie o filme actividades y reuniones sindicales pacificas, o
simule hacerlo.

« Emprenda acciones en su contra que dependan de si usted
$6 unié a un sindicato o no.

Si usted y sus comparieros de trabajo eligen un sindicato para
que los represente en forma colectiva, su empleador y el
sindicato deben negociar en buena fe con genuino esfuerzo
para lograr un acuerdo vinculante y por escrito que fije los
términos y condiciones de su empleo. El sindicato esta
obligado a representarlo justamente en las negociaciones y el
cumplimiento del acusrdo.

Los comportamlentos ilegales no seran permitidos. Si usted cree que sus derechos, o los de ofros, han sido violados, debe
contactarse con la NLRB rapidamente para protegerios, 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 pueden ser
presentados por cualquier persona, no es necesario que lo haga el empleado directamente afectado por la infraccion. La NLRB puede
obligar a un empleador a recontratar a un empleado y pagarle por los salarios y beneficios no percibidos cuando haya sido despedido
en contra de la ley; también puede obligar a un empleador ¢ a un sindicato a dejar de infringir la ley. Los empleados deben buscar
asistencia en la oficina regional mas cercana de la NLRB; podran encontrarla en el sitio web de la agencia: www.nlrb.gov.

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 telefénica gratuita: 1-866-667-NLRB (6672) 6
(TTY) 1-866-315-NLRB (6572) para los sordos e hipoacdsicos.

"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 piiblico, los trabajadores agricolas y domésticos, los contratistas
independientes, los trabajadores empleados por sus padres o sus conyuges, los empleados de los transpories aéreos y ferroviarios
cubiertos por la Ley Laboral de Ferrocarriles, y los supervisores (aunque los supervisores que hayan sido discriminados por rehusarse a
infringir la NLRA pueden estar cubiertos por ella).

Este es un Aviso Oficial del Gobierno

y no debe ser dafiado por nadie. Departamento de Trabajo de los EE. UU.



“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) “EEQO 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 seccion del Decreto Ejecutivo 11246 esta 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, orientacién sexual, identidad de género o nacionalidad y requiere programas
de accién afirmativa para asegurar la igualdad de oportunidades en todos los aspectos de empleo.

SECRETO DE PAGO

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

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

La seccion de Personas con Discapacidades esta revisada de la siguiente manera:

PERSONAS CON DISCAPACIDADES

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

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

La discriminacién por discapacidad incluye, el no realizar una adaptacion 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 el nivel ¢jecutivo.

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 accién 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.

! Si usted cree que ha experimentado discriminacién, contictese 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

Of FICE OF FCDERAL CEINT MKIT\
COMPLIANGT PRIOGAANS ﬁ

200 CONSTITUTION AVENUE NW l WASHINGTON, DC 20210 | tel: 1-800-397-6251 | TTY: 1-877-889-5627 | www.dlol.gov/ofccp




TRANSPARENCIA EN EL PAGO
DISPOSICION SOBRE NO DISCRIMINACION

El contratista no podra despedir ni de ninguna otra manera discriminar contra empleados o
solicitantes porque han preguntado acerca de, discutido o revelado su propio salario o el
salario de otro empleado o solicitante. Sin embargo, los empleados que tienen acceso a la
informacion de compensacion de otros empleados o solicitantes como parte de sus funciones
de trabajo esenciales no pueden revelar el salario de otros empleados o solicitantes a las
personas que de lo contrario no tienen acceso a la informacién de compensacion, a menos que
la revelacion sea (a) en respuesta a una queja o acusacion formal, (b) en cumplimiento de una
investigacion, procedimiento, audiencia o accidn, incluyendo una investigacion llevada a
cabo por el empleador, o (c) consistente con la obligacién legal del contratista para
proporcionar la informacion. 41 CFR 60-1.35(c)

Si usted cree que ha experimentado discriminacion contacte OFCCP
1.800.397.6251 | TTY 1.877.889.5627 | www.dol.govlofccp

200 CONSTITUTION AVENUE NW | WASHINGTON, DC 20210 | tel: 1-800-397-6251 | TTY: 1-877-889-5627 | www.dol.gov/ofccp



WORKER'S COMPENSATION NOTICE

Your employer is required to provide for payment of benefits under the Worker's Compensation
Act of the State of Indiana,

Any employee who is injured while at work should report the injury immediately to their
supcrvisor, employer, or designated representative,

The worker's compensation insurance carrier or the administrator for

A.L.M Holding Company is:

(name of company)

Zurich Claims Services B

(name of insurance carrier or administrator)

PO Box 49547

(mailing address)

Colorado Springs, CO 80949-9537

(city, state, zip)

800-987-3373

(telephone number)

(contact person)

For more information about rights or procedures under the Indiana Worker's Compensation
system, call or write:

Worker's Compensation Board of Indiana
Ombudsman Division
402 W. Washington St.,, Rm W196
Indianapolis, IN 46204
(317) 232-3808
1-800-824-2667

Indiana Worker's Compensation Board 10/22/07



NOTICIA DE COMPENSACION PARA TRABAJADORES

A su empleador le es requerido proveer pagos de beneficios bajo el Acta de Compensacion para
Trabajadores del Estado de Indiana.

Cualquicr empleado que sea lesionado mientras esté trabajando debe reportar ¢l accidente laboral
inmediatamente a su supervisor, empleador o representante designado.

La compaiiia de seguro de compensacion del trabajador o el administrador de la compaifiia

A.L.M Holding Company -

(nombre de la compariia)

Zurich Claims Services
(nombre de la compatiiia de scguro/administrador)

PO Box 49547

(direccioén)

Colorado Springs, CO 80949-9537
(ciudad, estado, cédigo postal)

800-987-3373

(ndmero de teléfono)

(persona de contacto)

Para m4s informacién acerca de sus derechos o los procedimientos bajo el sistema de
compensacién para trabajadores de Indiana, [lame o escriba a:

Worker's Compensation Board of Indiana
Ombudsman Division
402 W. Washington St., Rm W196
Indianapolis, IN 46204
(317) 232-3808
1-800-824-2667



SAFETY AND HEALTH PROTECTION ONTE

INTRODUCTION:

The intent of the Indiana Occupational Safety and Health Act of
1974, Indiana Code 22-8-1.1, is to assure, so far as possible, safe
and healthful working conditions for the workers in the State.

The Indiana Department of Labor has primary responsibility for
administering and enforcing the Act and the safety and health
standards promulgated under its provisions.

Requirements of the Act include the following:

EMPLOYERS:

Each employer shall establish and maintain conditions of work
which are reasonably safe and healthful for employees and free
from recognized hazards that are causing or likely to cause death
or serious physical harm to employees. The Act further requires
that employers comply with the Occupational Safety and Health
Standards, Rules, and Regulations.

EMPLOYEES:

All employees shall comply with Occupational Safety and Health
Standards and all rules, regulations, and orders issued under the
Act, which are applicable to their own actions and conduct.

INSPECTION:

The Act requires that an opportunity be provided for employees
and their representatives to bring possible safety and health
violations to the attention of the Department of Labor inspector in
order to aid the inspection. This requirement may be fulfilled by
allowing a representative of the employees and a representative of
the employer to accompany the inspector during inspection.
Where there is no employee representative, the inspector shall
consult with a reasonable number of employees.

COMPLAINT:

Employees have the right to file a complaint with the Department
of Labor. There shall be an inspection where reasonable grounds
exist for the Department of Labor to believe there may be a hazard.
Unless permission is given by the employees complaining to
release their names, they will be withheld from the employer.
Telephone Number (317) 232-2693.

The Act provides that no employer shall discharge, suspend, or
otherwise discriminate in terms of conditions of employment
against any employees for their failure or refusal to engage in
unsafe practices or for filing a complaint, testifying, or otherwise
acting to exercise their rights under the Act.

Employees who believe they have been discriminated against may
file a complaint with the Department of Labor within 30 days of
the alleged discrimination. Please note that extensions of the 30-
day filing requirement may be granted under certain special
circumstances, such as where the employer has concealed or
misled the employee regarding the grounds for discharge.
However, a grievance-arbitration proceeding, which is pending,
would not be considered justification for an extension of the 30-
day filing period. The Commissioner of Labor shall investigate
said complaint and upon finding discrimination in violation of the
Act, shall order the employer to provide necessary relief to the
employees. This relief may include rehiring, reinstatement to the
job with back pay, and restoration of seniority.

All employees are also afforded protection from discrimination
under Federal Occupational Safety and Health Act and may file a
complaint with the U.S. Secretary of Labor within 30 days of the
alleged discrimination.

VIOLATION NOTICE:

When an alleged violation of any provision of the Act has
occurred, the Department of Labor shall promptly issue a written
order to the employer, who shall be required to post it prominently
at or near the place where the alleged violation occurred until it is
made safe and required safeguards are provided or 3 days,
whichever is longer.

PROPOSED PENALTIES:

The Act provides for CIVIL penalties of not more than $7,000 for
each serious violation and CIVIL penalties of up to $7,000 for
each non-serious violation. Any employer who fails to correct a
violation within the prescribed abatement period may be assessed
a CIVIL penalty of not more than $7,000 for each day beyond the
abatement date during which such violation continues. Except as
otherwise provided below involving a worker fatality, any
employer who knowingly or repeatedly violates the Act may be
assessed CIVIL penalties of not more than $70,000 for each
violation and a penalty of not less than $5,000 shall be imposed for
each knowing violation. A violation of posting requirements can
bring a penalty of up to $7,000.

Proposed Penalties in Conjunction with a Worker Fatality

An employer who knowingly violates the Act and where any such
violation can reasonably be determined to have contributed to an
employee fatality, shall be assessed a civil penalty of not less than
$9,472 for each violation and may be assessed a civil penalty of up
to $132,598 for each violation.

VOLUNTARY ACTIVITY:

The Act encourages efforts by labor and management, before the
Department of Labor inspections, to reduce injuries and illnesses
arising out of employment.

The Act encourages employers and employees to reduce
workplace hazards voluntarily and to develop and improve safety
and health programs in all workplaces and industries.

Such cooperative action would initially focus on the identification
and elimination of hazards that could cause death, injury, or illness
to employees and supervisors.

The Act provides a consultation service to assist in voluntary
compliance and give recommendations for the abatement of cited
violations. This service is available upon a written request from
the employer to INSafe. Telephone Number (317) 232-2688.

COVERAGE:

The Act does not cover those hired for domestic service in or
about a private home and those covered by a federal agency.
Those exempted from the Act’s coverage include employees in
maritime services, who are covered by the U.S. Department of
Labor, and employees in atomic energy activities who are covered
by the Atomic Energy Commission.

NOTE:

Under a plan approved March 6, 1974, by the U.S. Department of
Labor, Occupational Safety and Health Administration (OSHA),
the State of Indiana is providing job safety and health protection
for workers throughout the State. OSHA will monitor the
operation of this plan to assure that continued approval is merited.
Any person may make a complaint regarding the State
administration of this plan directly to the OSHA Regional Office,
Regional Administrator, Region V, U.S. Department of Labor,
Occupational Safety and Health Administration, 230 South
Dearborn Street, Chicago, Illinois 60604, Telephone Number
(312) 353-2220.

MORE INFORMATION:
INDIANA DEPARTMENT OF LABOR

402 West Washington Street, Room W195
Indianapolis, Indiana 46204

Telephone: (317) 232-2655
TT/Voice: (800) 743-3333
Fax: (317) 233-3790

Internet: http://www.in.gov/labor

EMPLOYERS: This poster must be displayed prominently in the workplace.



PROTECCION DE SEGURIDAD Y SALUD EN EL TRABA

PRESENTACION:

La intencién de la Ley de Seguridad y Salud Ocupacional de
Indiana de 1974, Cddigo 22-8-1.1, de Indiana es asegurar, tanto
como sea posible, las condiciones de seguridad y salud en el
trabajo de los trabajadores en el estado.

El Departamento del Trabajo de Indiana tiene la responsabilidad
primaria de administrar y hacer cumplir la Ley y las medidas de
seguridad y salud promulgadas segun sus disposiciones.

Los requerimientos de la Ley incluyen lo siguiente:

EMPLEADORES:

Cada empleador establecera y mantendra condiciones de trabajo
que sean razonablemente seguras y saludables para los empleados
y libres de riesgos reconocidos que causen o0 sea probable que
causen la muerte o dafios fisicos grabes a los empleados. La Ley
también requiere que los empleados cumplan con las normas,
reglas y regulaciones ocupacionales de seguridad y salud.

EMPLEADOS:

Todos los empleados acataran las normas ocupacionales de
seguridad y salud y todas las reglas, regulaciones y oOrdenes
publicadas segun la Ley, las cuales son aplicables a sus propias
acciones y conducta.

INSPECCION:

La Ley requiere que se proporcione una oportunidad a los
empleados y a sus representantes para sefialar posibles infracciones a
la seguridad y salud a la atencion del Inspector del Departamento del
Trabajo para ayudar en la inspeccion. Este requisito se puede
cumplir permitiendo que un representante de los empleados y un
representante del empleador acomparien al inspector durante la
inspeccion. Donde no haya un representante de empleados, el
inspector consultara con un nimero razonable de empleados.

QUEJA:

Los empleados tienen el derecho de presentar una queja ante el
Departamento del Trabajo. Habra una inspeccion donde existan
motivos razonables para que el Departamento del Trabajo
considere que puede haber un riesgo. A menos que se otorgue
permiso a los empleados que se quejen para revelar sus nombres,
estos nombres seran retenidos por parte del empleador. Namero de
teléfono (317) 232-2693.

La Ley prevé que ningin empleador despedird, suspendera o
discriminard de otro modo en términos de condiciones de empleo
contra los empleados por rehusarse a participar en practicas no
seguras o por presentar una queja, testificar o actuar de otro modo
para ejercer sus derechos segun la Ley.

Los empleados que consideren que han sido discriminados pueden
presentar una queja ante el Departamento del Trabajo en el plazo
de 30 dias del alegato de discriminacion. Tenga en cuenta que las
extensiones del requisito de 30 dias para presentar se pueden
otorgar bajo ciertas circunstancias especiales, tales como donde el
empleador ha ocultado o inducido a error al empleado en relacién
con los motivos para el despido. Sin embargo, un procedimiento
de denuncia-arbitraje, que esté pendiente, no se considerara
justificacion para una extension del periodo de presentacion de 30
dias. EI Comisionado del Trabajo investigara dicha queja y si
encuentra discriminacion en infraccién de la ley, ordenara al
empleador que proporcione la exencion a los empleados. Esta
exencién puede incluir la recontratacion, reincorporacion al
empleo con salario atrasado y restitucion de antigiiedad.

A todos los empleados también se les otorga proteccion de
discriminacion segun la Ley Federal de Seguridad y Salud
Ocupacional (Federal Occupational Safety and Health Act) y
puede presentar una queja ante el Secretario del Trabajo en el
plazo de 30 dias del alegato de discriminacion.

NOTIFICACION DE INFRACCION:

Cuando haya ocurrido un alegato de infraccion de cualquier
provision de la Ley, el Departamento del Trabajo emitird cuanto
antes una orden al empleador, a quien se le requerira que la publique
en un lugar destacado en o cerca del lugar donde ocurri6 el alegato
de infraccion hasta que se considere segura y se proporcionen las
garantias establecidas o 3 dias lo que sea mas largo.

MULTAS PROPUESTAS:

La Ley establece multas CIVILES de no mas de $7,000 por cada
infraccion grave, y multas CIVILES de hasta $7,000 por cada
infraccion de menor gravedad. Al empleador que no corrija una
infraccion dentro del periodo de correccion prescrito se le puede
prorratear una multa CIVIL de no més de $7,000 por cada dia més
alla de la fecha de correccion durante el cual tal infraccién continGa.
Salvo lo indicado de otro modo més abajo que involucre el
fallecimiento de un trabajador, cualquier empleador que a sabiendas
o repetidamente infrinja la ley se le pueden imponer multas
CIVILES de no mas de $70,000 por cada infraccion y una multa de
no menos de $5,000 por cada infraccién conocida. Una infraccion de
publicacién de requisitos puede conllevar una multa de hasta $7,000

Multas propuestas conjuntamente con el fallecimiento de un
trabajador

Un empleador quien a sabiendas infrinja la Ley y donde se pueda
determinar razonablemente que tal infraccion contribuyé a la
muerte de un empleado, se le impondra una multa civil de no
menos de $9,472 por cada infraccién y se le puede imponer una
multa civil de hasta $132,598 por cada infraccion.

ACTIVIDAD VOLUNTARIA:

La Ley alienta los esfuerzos por el trabajo y la administracién, ante
las inspecciones del Departamento del Trabajo, para disminuir
lesiones y enfermedades que surjan del empleo.

La Ley alienta a los empleadores y a los empleados a disminuir
voluntariamente los riesgos en el sitio de trabajo y a desarrollar y
mejorar los programas de seguridad y salud en todos los lugares de
trabajo e industrias.

Tal accion de cooperacion se enfocaria inicialmente en la
identificacion y eliminacion de riesgos que pudiesen ocasionar la
la muerte, lesiones o enfermedades a los trabajadores y
supervisores.

La Ley establece un servicio de consulta para asistir al
cumplimiento voluntario y brindar recomendaciones para la
anulacion de las infracciones citadas. Este servicio esta disponible
mediante una solicitud por escrito del empleado a INSafe.
Numero de teléfono (317) 232-2688.

COBERTURA:

La Ley no ampara a quienes estén contratados para servicio
domeéstico en una vivienda privada o similar, ni a quienes estan
amparados por una agencia federal. Los exceptuados de la
cobertura de la Ley incluye a los empleados en servicios
maritimos, quienes estdn amparados por el Departamento dele
Trabajo de EE. UU. y los empleados en actividades de energia
atémica quienes estdn amparados por la Comision de Energia
Atémica.

NOTA:

Segln un plan aprobado el 6 de marzo de 1974, por el
Departamento del Trabajo de EE.UU., la Administracion de
Seguridad y Salud Ocupacional (Occupational Safety and Health
Administration, OSHA), el Estado de Indiana proporciona
proteccion de seguridad y salud a los trabajadores en todo el
estado. OSHA monitorizar4 la operacion de este plan para
garantizar que merezca la aprobacion continua. Cualquier persona
puede presentar una queja en relacion con la administracion estatal
de este plan, directamente a la Oficina Regional de la OSHA, la
Administracion Regional V, el Departamento del Trabajo, y la
Administracion de Seguridad y Salud Ocupacional, en 230 South
Dearborn Street, Chicago, Illinois 60604; Numero de teléfono
(312) 353-2220.

MAS INFORMACION:
DEPARTAMENTO DEL TRABAJO DE INDIANA

402 West Washington Street Room W195
Indianapolis, Indiana 46204

Teléfono: (317) 232-2655
TT/Voice: (800) 743-3333
Fax: (317) 233-3790

Internet; http://www.in.gov/labor

EMPLEADORES: Este cartel se debe publicar de forma destacada en el lugar de trabajo.



Equal Employment
Opportunity is the Law

Applicants to and employees of most private employers, state and local
govemments, educational institutions, employment agencies and labor
organizations with six or more persons are protected under State and
Federal law from discrimination on the following bases:

Race | Color | Sex | Disability | Ancestry | Religion | National Origin | Veteran Status

This includes:

Discriminatory hiring, firing, fraining, discipline,
compensation, promotion and other terms or
conditions of employment

Denial of equal benefits or privileges

Denying a reasonable accommodation to
a qualified individual with a disability or an
employee with deeply held religious beliefs

Conducting medical examinations
(except in limited circumstances)

Harassing employees because of their
membership in a protected class

Retaliating against a person for filing a complaint,
testifying at a hearing or assisting in an investigation

Failing to hire an applicant based on their
status as a veteran

Contact Us

Indiana Civil Rights Commission

100 North Senate Avenue, Room N103
Indianapolis, IN 46204

Office: (317)232-2600 | Toll Free: (800) 628-2909
Hearing Impaired: (800) 743-3333 | Fax: (317) 232-6580
E-mail: icrc@crc.in.gov | Website: www.in.gov/icrc




La igualdad de
oportunidades
laborales es Ley

Los candidatos a puestos de trabajo y empleados de la mayoria de los empleadores privados,
gobiernos estatales y locales, instituciones educativas, agencias de empleo y organizaciones
laborales con una dotacién de seis o mdas personds cuentan con proteccion legal, a nivel

estatal y federal, contra la discriminacién por los siguientes motivos:

Raza | Color | Sexo |Discapacidad | Lingje
Religion | Nacionalidad | Condicion de Veterano

Esto incluye:

Précticas discriminatorias de contratacién, despido,
capacitacién, disciplina, remuneraciéon, promocién
y otros términos o condiciones de empleo.

Negacién de otorgar los mismos beneficios o privilegios

Negacién de satisfacer condiciones edilicias especiales
razonables para una persona calificada con una
discapacidad o a un empleado con profundas
creencias religiosas.

Realizacién de exdmenes médicos
(excepto en circunstancias limitadas).

Hostigamiento a los empleados por su pertenencia
a una clase protegida.

Represalias contra una persona por presentar un
reclamo, testificar en una audiencia o colaborar en
una investigacion,

El no contratar a un aplicante basdndose en su
condicion de veterano.

Contactenos:

Indiana Civil Rights Commission

100 North Senate Avenue, Room N103
Indianapolis, IN 46204

Oficina: (317)232-2600 | Llamada sin cargo: (800) 628-2909
Personas con problemas auditivos; (800} 743-3333

Fax: (317) 232-6580 | Correo elecirénico: icrc@crc.in.gov
Sitio: www.in.gov/icrc




INDIAN

DEPARTMENT OF

WORKFORCE
DEVELOPMENT

'This Business is
Subject to Indiana’s
Unemployment

Insurance Laws

If you lose your job or work less than full time, you may be eligible
for unemployment insurance benefits. Information is available
on-line at www.in.gov/dwd. Computers are available at any
Indiana WorkOne Center.

No deductions are made from employees’ pay for unemployment
insurance. This employer pays this tax.

www.in.gov/dwd @ 1-800-891-6499

XM 7-2018



INDIANA

DEPARTMENT OF

WORKFORCE
DEVELOPMENT

Esta Empresa es
Sujeta a las Leyes
e Indiana de Seguro

de Desempleo

Si usted pierde su empleo o trabaja menos de tiempo completo, descubra si usted
puede ser elegible para el seguro de desempleo reportandose
inmediatamente a la oficina mas cercana de Indiana Desarollamento De Labor.

Para solicitar beneficios, por favor traiga su tarjeta de Seguro Social, el nombre y la
direccion correcta de su patron mas reciente.

No se hace ningunas deducciones de el pago de los empleados departe
del seguro de desempleo. Este patron paga este impuesto. Si usted tiene mas
preguntas sobre este programa, pongase en contacto con el departamento de

Indiana Desarollamento De Labor, Avenida Del Norte Del Senado 10,
Indianapolis, IN 46204. Teléfono: 1-800-891-6499.

www.in.gov/dwd @ 1-800-891-6499

X-MS  7-2018



Indiana Minimum Wage Law

$7.25 per hour effective July 24, 2009

Indiana law requires this poster to be displayed in a conspicuous place in the area where employees are employed.

Most Indiana employers and employees are covered by the minimum wage and overtime provisions of the federal
Fair Labor Standards Act (FLSA); however those not covered under federal law may still be covered by the Indiana
Minimum Wage Law.

Both the federal and Indiana state minimum wage increased from $6.55 per hour to $7.25 per hour, effective
July 24, 2000.

The Indiana Minimum Wage Law generally requires employers to pay employees at least the minimum wage for all
hours worked and to pay employees 14 times their regular rate of pay (“Overtime compensation”) when employees
work more than forty (40) hours during a work week. However, there are many exceptions to the overtime pay re-
quirement. Most of those exceptions can be found at Indiana Code § 22-2-2-3 (a) - (p).

Indiana law requires every employer subject to the Indiana Minimum Wage Law to furnish each employee a state-
ment of the hours worked by the employee, the wages paid to the employee, and a listing of the deductions made.
The Indiana Minimum Wage Law also prohibits pay discrimination on the basis of sex.

Tipped Employees
Generally, employers must pay tipped employees at least $2.13 per hour if the employer claims a tip credit. If the
employee’s tips combined with the hourly wage do not equal the minimum wage, the employer must make up the
difference.

Training Wage
Indiana employers may pay $4.25 per hour to employees under 20 years of age for the first 90 consecutive calendar
days after the employee is initially employed by the employer.

Violations
Indiana law provides for both civil and criminal penalties for violation of the Indiana Minimum Wage Law.

For Additional Information
For additional information, please contact the Indiana Department of Labor’s Wage and Hour Division by email at
wagehour@dol.in.gov or phone (317) 232-2655.

INDIANA
* DEPARTMENT

402 West Washington Street, Room W195 « Indianapolis, Indiana 46204
(317) 232-2655 » www.in.gov/dol



Teen Work Hour Restrictions

Employers of minors who are 14, 15, 16 or 17 years of age are required by law to post the maximum number of hours
that minors may be permitted to work in each day of the week. The information must be posted in a conspicuous place
or in places where notices are customarily posted. For additional copies of this poster or for further information, please
visit www.in.gov/dol/childlabor.htm .

14 and 15 vear olds

Your work permit allows you to work
e 3 hours per school day e 40 hours per non-school week
e 18 hours per school week e No work before 7:00 a.m. or after 7:00 p.m.
» Between June 1 and Labor Day you may
work until 9:00 p.m.

e 8 hours per non-school

day
16 Year Olds
Your work permit allows vou to work With parental permission you may work
¢ 8 hours per day e 9 hours per day

» 30 hours per school week ® 40 hours per school week

» 40 hours per non-school week e 48 hours per non-school week

* No more than 6 days per week e Until 11:00 p.m. on nights followed by a school day
[ ] [ ]

[ ]

Not before 6:00 a.m. Until 12:00 a.m. on nights not followed by a school day
Until 10:00 p.m.

17 Year Olds
Your work permit allows vou to work With parental permission you may work
» 8 hours per day ¢ 9 hours per day
o 30 hours per school week e 40 hours per school week
e 40 hours per non-school week * 48 hours per non-school week
e No more than 6 days per week e Until 11:30 p.m. on nights followed by a school
e Not before 6:00 a.m. on school days day, or
e Until 10:00 p.m. on nights followed by a e Until 1:00 a.m. on nights followed by a school day
school day » No more than twice/week; not
e No restricted end time on days not followed consecutively
by a school day

Breaks Requirements For Minors
Workers under the age of 18 who work 6.0 hours or more are required to take 30 minutes of documented breaks.

The minor may take two 15 minute breaks or one 30 minute break.
Breaks must total 30 minutes or more, but never less.

Working Before 6:00 a.m. Or After 10:00 p.m.
Workers under the age of 18 must be accompanied by a co-worker who is at least 18 years of age when
working before 6:00 a.m. or after 10:00 p.m. in an establishment that is open to the public

Working During School Hours

14 and 15 year olds may not work on a school day after 7:30 a.m. and before 3:30 p.m. 16 and 17 year olds may not work
during school hours unless they have documented school permission.

Graduates/Withdrawn From School
16 and 17 year olds who have graduated or withdrawn from high school may work unlimited hours. Documentation must
be in personnel files.

Indiana Department of Labor / Bureau of Child Labor
402 West Washington Street, Room W195, Indianapolis, Indiana 46204
Phone: (317) 232-2655 @ Fax: (317) 233-3790 e TT Voice: 1-800-743-3333
E-Mail: childlabor@dol.in.gov ® Web: www.in.gov/dol/childlabor.htm






