Pennsylvania Human Relations Commission

Education Provisions

Pennsylvania Human Relations Act
Pennsylvania Fair Educational Opportunities Act

The Pennsylvania Human Relations Act (PHRAct) prohibits discrimination against prospective and
current students of kindergartens, primary and secondary schools, high schools, academies, colleges
and universities, extension courses and all educational institutions under the supervision of the
Commonwealth. The PHRAct prohibits discrimination because of an applicant’s or current student’s
race, color, sex, religion, ancestry, national origin, handicap or disability, record of a handicap
or disability, or relationship or association with an individual with a handicap or disability, use
of a guide or support animal, and/or handling or training of support or guide animals.

The PHRAct does not protect prospective and current students of “distinctly private” educational
institutions such as parochial schools, nor does it protect prospective and current students from age
discrimination.

The Pennsylvania Fair Educational Opportunities Act (PFEQAct) prohibits discrimination against
prospective and current students of any postsecondary institution and any secondary or post-
secondary secretarial, business, vocational or trade school subject to the visitation, examination or
inspection of and/or actual or potential licensure by the Department of Education because of a
prospective or current student’srace, religion, color, ancestry, national erigin, sex, handicap or
disability, and/or relationship or association with an individual with a handicap or disability.

The PFEQAct permits religious or denominational institutions to use religion in their admissions,
enrollment and program decisions. Educational institutions which are neither state-owned, state-
related, nor state-aided may offer single-sex classes. The PFEOAct does not protect prospective or
current students from age discrimination.

It is also unlawful to retaliate against any prospective or current student because he or she has filed
a complaint with the Commission or to aid or abet any unlawful discriminatory practice under the
PHRAct or the PFEDAct.

This notice must be posted conspicuously in easily accessible and well-lighted places at the educa-
tional institution where it may be readily seen by those seeking, using or granting any of the educa-
tional institution’s accommodations, advantages, facilities or privileges. This notice should be exhibited
prominently wherever the educational institution exhibits informational noticesge.g. Web sites, bulletin
boards, and student handbooks and publications.

WARNING: Removing, defacing, covering up or destroying this notice is a violation of the
Pennsylvania Crimes Code and may subject you to fine or imprisonment.

For further information, write, phone or visit the Pennsylvania Human Relations Commission:
( [HFXWLYH OfficeV: 333 Market Street, 8th Floor - Harrisburg, PA 17126
(717) 787-4410 - (717) 7877279 (TTY) or visit us atwww.phrc.state.pa.us

Complaints must be filed within 180 days of the alleged act of discrimination.
To file a complaint contact the Regional Office nearest you:

Pittsburgh Harrisburg 3KLUWDGHISKLD

301 5th Ave., Suite 390 333 Market Street, 8th Floor 110 N. 8th 5t., Suite 501
Piatt Place Harrisburg, PA 17126-0333 Philadelphia, PA 19107
Pittsburgh, PA 15222 (717) 787-9780 (215) 560-2496

(412) 565-5395 (717) 787-7279 (TTY) (215) 560-3599 (TTY)

(412) 565-5711 (TTY)




i COMMONWEALTH OF PENNSYLVANIA
' HUMAN RELATIONS COMMISSION

EMPLOYMENT PROVISIONS OF THE
PENNSYLVANIA HUMAN RELATIONS ACT
(Act of October 27, 1955, P.L. 744, as Amended)
PURPOSE OF PROVISIONS

The purpose of the employment provisions of the Pennsylvania Human Relations Act is to prevent and eliminate
unlawful discriminatory practices in employment because of race, color, religion, ancestry, age (40 and abave),
sex, national origin, non-job related disability, known association with a disabled individual, possession of a
diploma based on passing a general education development test, or willingness or refusal to participate in abortioh

sreteriization, UNLAWFUL DISCRIMINATORY PRACTICES

It is unlawful — on the basis of the facts listed abowe — for an employer, labor union or employment agency to:

1. Deny any person an equal opportunity to obtain employment, to be promoted and to be accorded all other

rights to compensation, tenure and other terms, conditions and privileges of employment.

2. Deny membership rights and privileges in any labor organization.

3. Deny any person egual opportunity to be referred for employment.

4, Refuse to contract or otherwise discriminate in contracting with any independent contractor who is licensed by

the Bureau of Professional and Occupational Affairs.

Itis also unlawful for any person, emploer, labor union or employment agency to retaliate against an individual

because the individual has filed a complaint with the Commission, or has otherwise participated in any Commissign

proceeding, or for any person to aid or abet any unlawful discriminatory practice under the Human Relations Act.
PARTIES SUBJECT TO THE ACT

The employment provisions of the Pennsylvania Human Relations Act apply to: (1) Employers of 4 or more
persons, including units of state and local government, (2) Labor organizations, and (3) Employment agencies.
WHO MAY FILE A COMPLAINT
Complaints may be filed within 180 days of the alleged act of discrimination by any of the following: (1) Any
person who believes he or she has been discriminated against, (2) The Pennsylvania Human Relations Commissiof,
(3) The Attorney General of Pennsylvania, or (4) &n employer whose employees hinder compliance with the
provisions of the Act. PARTIES EXEMPT FROM THE ACT
The employment provisions of the Pennsylvania Human Relations Act do not apply to: (1) Any individual employef
in agriculture or domestic service, (2) any individual who, as part of his or her employment, resides in the
personal residence of the employer, (3) Any individual employed by his or her parents, spouse or child.
WHO MUST POST THIS NOTICE
Every employer, labor organization and employment agencysubject to the employment provisions of this Act is

required by law to post this notice in a conspicuous, easily accessible and well-lighted location customarily
frequented by applicants, employees or members.

WARNING: Removing, defacing, covering up or destroying this notice is a violation of the Pennsylvania
Crimes Code and may subject you to fine or imprisonment.

For further information, write, phone or visit the Pennsylvania Human Relations Commission:
Executive Offices: 333 Market Street, 8th Floor - Harrisburg, PA 17126
(717) 787-4410 - (717) 787- 7279 (TTY) or visit us at www .phrc.state.pa.us

To file a complaint, contact the Regional Office nearest you:

3piot1tsg ﬂrgh Suite 390 glgarrlifbukrg S 8th FI Fhilacelphia

t ve., Suite arket Street,8t oor f

_ ' ‘ 110 N. 8th St., Suite 501
Piatt Place Harrisburg, PA 17104 N ;’;fm
Pittsburgh, PA 15222 (717) 787-9780 (ACEIp A,

(412) 565-5395 (717) 787-7279 (TTY) (215) 560-2496

(412) 565-5711 (TTY) (215) 560-3599 (TTY)




COMMONWEALTH OF PENNSYLVANIA

HUMAN RELATIONS COMMISSION

ARE GUARANTEED BY
THE PENNSYLVANIA HUMAN RELATIONS ACT

According to this Act it is unlawful, because of any person’s:

RACE, RELIGION, ANCESTRY, DISABILITY, AGE, COLOR, SEX, NATIONAL ORIGIN OR FAMILIAL

STATUS TO:

refuse to sell, lease, finance or otherwise withhold housing or commercial propertyor discriminate in the terms
or conditions of selling, leasing, financing, or in providing facilities, services or privileges in connection with the|
ownership, occupancy or use of any housing or commercial property or print or otherwise circulate any
statement indicating a preference or limitation, or make any inguiry or record in connection with the sale,
lease or financing of any housing or commercial property

OR, BECAUSE OF:
any person’s use of a guide or support animal due to blindness, deafness or physical disability or because the
user is a handler or trainer of such animals, or the disability of an individual with whom the person is known to
have a relationship or association
TO:
refuse to lease or finance, or discriminate in the terms of selling or leasing, or in providing facilities, services o
privileges in connection with the ownership, occupancy or use of any housing or commercial property, or
print or otherwise circulate any statement indicating a preference or limitation, or make any inquiry or record
in connection with the lease of any housing or commercial property, engage in practices which attempt to
induce the listing, sale or other transaction, or discourage the purchase or lease of housing or commercial
property by making direct or indirect references to the present or future composition of the neighborhood in
which such a facility is located with respect to race, color, religion, sex, ancestry, national origin, disability or
guide or support animal dependency age or familial status.
IT IS ALSO UNLAWFUL FOR:
any person to retaliate against an individual because the individual has filed a complaint with the Commission,
or has otherwise participated in any Commission proceeding, or for any person to aid or abet any unlawful
discriminatory practice under the Human Relations Act.

Complaints must be filed within 180 days of the alleged act of discrimination.
Prominent posting of this notice in a well-lighted, easily accessible place in the office, model home, sample
apartment or other places of business where negotiations or agreements are customarily made for the renting
or purchasing of housing accommodations is required under the Pennsylvania Human Relations Act (Act of
October 27, 1995, PL. 744, as amended).

WARNING: Removing, defacing, covering up or destroying this notice is a violation of the
Pennsylvania Crimes Code and may subject you to fine or imprisonment.

For further information, write, phone or visit the Pennsylvania Human Relations Commission:
Executive Offices: 333 Market Street, 8th Floor - Harrisburg, PA 17126
(717) 787-4410 - (717) 787- 7279 (TTY) or visit us at www .phrc.state.pa.us

To file a complaint, contact the Regional Office nearest you:

Pittsburgh Harrisburg Philadelphia

301 5th Ave., Suite 390 333 Market Street, 8th Floor 110 N. 8th St., Suite
Piatt Place Harrisburg, PA 17126 SOlPhl’Iadelphia, PA 19107
Pittsburgh, PA 15222 (717) 787-9780

(215) 560-2496

(412) 565-5395 (717) 787-7279 (TTY) (215)560-3599 (TTY)

(412) 565-5711 (TTY)




COMMONWEALTH OF PENNSYLVANIA

HUMAN RELATIONS COMMISSION

FAIR LENDING PRACTICES

ARE GUARANTEED BY
THE PENNSYLVANIA HUMAN RELATIONS ACT

According to this Act it is unlawful, because of any person’s:

RACE, RELIGION, ANCESTRY, DISABILITY, AGE, COLOR, SEX, NATIONAL ORIGIN, FAMILIAL STATUS
OR use of a guide or support animal due to blindness, deafness or physical handicap, or
because the user is a handler or trainer of such animals.

TO:
1. Refuse to finance, lend money or otherwise withhold financing for the purchase, construction,
rehabilitation, repair or maintenance of any housing or commercial property, or
2. Discriminate against any person in the terms or conditions of any lending for the purchase,
construction, rehabilitation, repair or maintenance of any housing or commercial property, or
3. Directly or indirectly, deny or withhold any services, advantages, facilities or privileges including
loans, depository accounts, fiduciary services, and any other services offered to the general public.

IT IS ALSO UNLAWFUL TO:
4. Print or otherwise circulate any statement indicating a preference or limitation, or make any
written or oral inquiry or record in connection with the loan of any money regarding

RACE, RELIGION, ANCESTRY, DISABILITY, AGE, COLOR, SEX, NATIONAL ORIGIN, FAMILIAL STATUS

Complaints must be filed within 180 days of the alleged act of discrimination.

Prominent posting of this notice in a well-lighted, easily accessible place in the office,
model home, sample apartment or other places of business where negotiations or
agreements are customarily made for the renting or purchasing of housing
accommodations is required under the Pennsylvania Human Relations Act (Act of October
27,1995, P.L. 744, as amended).

WARNING: Removing, defacing, covering up or destroying this notice is a violation of the
Pennsylvania Crimes Code and may subject you to fine or imprisonment.

For further information, write, phone or visit the Pennsylvania Human Relations Commission:
Executive Offices: 333 Market Street, 8th Floor - Harrisburg, PA 17126-0333
(717) 787-4410 - (717) 787-4087 (T TY) - or visit us at www .phrc.state.pa.us

Pittsburgh Harrisburg Philadelphia

301 5th Ave., Suite 390 333 Market Street, 8th Floor 110 N. 8th St., Suite 501
Piatt Place Harrisburg, PA 17126-0333 Philadelphia, PA 19107
Pittsburgh, PA 15222 (717) 787-9780 (215) 560-2496

(412) 565-5395 (717) 787-7279 (TTY) (215) 560-3599 (TTY)

(412) 565-5711 (TTY)




=== pennsylvania
/‘ DEPARTMENT OF LABOR & INDUSTRY
BUREAL OF WORKERS' COMPENSATION

EMPLOYEE WORKPLACE NOTICE
PUBLIC SECTOR
Pennsylvania Worker and Community
Right To Know Act

The Pennsylvania Worker and Community Right to Know Act requires that information about hazardous
substances in the workplace and in the environment is available to public sector employees and employees
of private sector workplaces not covered by the Federal Occupational Safety and Health Administration
(0SHA) Hazard Communication Standard and to all persons living or working in the state. Employee rights
listed below are further defined in the Worker and Community Right to Know Act (P.L. 734, No. 159) and
Regulations. For additional information, contact the Department of Labor & Industry, Bureau of Workers’
Compensation, Health & Safety Division, 1171 S. Cameron Street, Room 324, Harrisburg, Pennsylvania
17104-2501; (717) 772-1635; E-mail: RA-LI-BWC-SAFETY@pa.gov.

Employee Workplace Notice:

Public sector employers (including state and local
government agencies and public schools and public
universities) and private sector employers not covered
by the OSHA Hazard Communication Standard must
post this notice Informing employees of thelr rights
under the law. This notice must be posted prominently
in the workplace at a location where employee notices
are normally posted.

Training:

Public sector employers and private sector employers not
covered by the OSHA Hazard Communication Standard
must provide an annual education and training program
to employees exposed to hazardous substances. The
training program may be presented either in written
form or in training sessions.

Hazardous Substance Survey Form:

The Hazardous Substance Survey Form (HSSF) provides
an inventory of the hazardous substances found in the
workplace during the prior calendar year. All employers
must complete a workplace HSSF annually. Public sector
employers and private sector employers not covered by
OSHA must post the HSSF prominently in the workplace
and must provide a copy to any employee upon request.

Work Area List:

The Work Area List names the hazardous substances
used or produced In a specific work area In the workplace.
Public sector employers and private sector employers not
covered by the OSHA Hazard Communication Standard
must update a Work Area List at least annually, must
provide a copy to any employee of the work area upon
request, and must offer a copy to any employee newly
assigned to that work area.

Material Safety Data Sheet:

The Material Safety Data Sheet (MSDS) provides detailed
information about a hazardous substance. In public
sector workplaces and private sector workplaces not
covered by the OSHA Hazard Communication Standard,
an MSDS must be accessible In the work area where the
hazardous substance It describes Is used. MSDSs must be
readily avallable to employees without the intervention
or permission of management or supervisors, and any
employee may obtain and examine an MSDS for any
hazardous substance In the workplace. If an employee’s
request to obtain a copy of an MSDS is made to the

employer in writing and, after five working days from
the date the request is made, the employer fails to
furnish the employee with an MSDS in the employer's
possession or fails to provide the employee with proof of
the employer’s effort to obtain the requested MSDS from
the manufacturer, importer, supplier or distributor and
from the Department of Labor & Industry, the requesting
employee may refuse to work with the substance.

Environmental Hazard Survey Form:

The Environmental Hazard Survey Form (EHSF) provides
information about any environmental hazards emitted,
discharged or disposed of from the workplace. All
employers are required to complete an EHSF when and
if requested to do so by the Department of Labor &
Industry. If an EHSF has been completed by a public
sector employer or a private sector employer not covered
by the OSHA Hazard Communication Standard, a copy
must be provided to any employee upon request.

Labeling:

All containers and ports of pipelines of hazardous and
nen-hazardous substances in public sector workplaces
and private sector workplaces not covered by the OSHA
Hazard Communication Standard must be properly
labeled. Employers must ensure that =ach label, sign,
placard or other operating instruction Is prominently
affixed and displayed on the container or port of a
pipeline system so that employees can easily identify
the contents.

Health and Exposure Records:

Public secter employers and private sector employers not
covered by the OSHA Hazard Communication Standard
must maintain and allow employee access to records of
employee chemical exposure to the extent required by
QOSHA (under 29 CFR 1910.1200) or by the Mine Safety
Health Administration {under 30 CFR 70.210 and 71.210).

Non-discrimination:

If a public sector employee or an employee of a private
sector workplace not covered by the OSHA Hazard
Communication Standard belleves that he or she has
been discharged, disciplined or discriminated against
by an employer for exercising his or her rights granted
under the Pennsylvania Worker and Community Right to
Know Act, that employee has 180 days from the date of
the alleged violation to file a written complaint with the
Department of Labor & Industry, Bureau of PENNSAFE,

Auxiliary aids and services are available upon request to individuals with disabilitios.
Fqual Opportunity Fmployer/Program

LIBC-282 REV 03-20



=== pennsylvania
DEPARTMENT OF LABOR & INDUSTRY
BUREAU OF WORKERS' COMPENSATION

REMEMBER: IT IS IMPORTANT
TO TELL YOUR EMPLOYER
ABOUT YOUR INJURY

The name, address and telephone number of your employer’s workers’ compensation insurance company, third-party administrator
(TPA), or person handling workers’ compensation claims for your company, are shown below.

Employer Name:

IF INSURED:
(Complete all applicable spaces)

Name of Insurance Company:

Date Posted:

IF SOMEONE OTHER THAN INSURER IS
HANDLING CLAIMS:
(Complete all applicable spaces)

Name of TPA (Claims administrator):

Address:

Address:

Telephone Number:

Insurer Code:

Telephone Number:

IF SELF-INSURED
(Complete all applicable spaces)

Name of person handling claims at

the self-insured:

IF SOMEONE OTHER THAN SELF-INSURER IS
HANDLING CLAIMS:
(Complete all applicable spaces)

Name of TPA (Claims administrator):

Address:

Address:

Telephone Number:

Insurer Code:

Any individual filing misleading or incomplete information knowingly and with the intent to defraud is in viclation of Section 1102 of the Pennsylvania Workers’ Compensation Act,

Telephone Number:

77 P5. §1039.2, and may also be subject to criminal and civil penalties under 18 Pa. C.S.A. §4117 (relating to insurance fraud)

Employer Information Claims Information Services
Services toll-free inside PA: 800.482.2383
717.772.3702 local & outside PA: 717.772.4447

Hearing Impaired Email
PA Relay 7-1-1

Auxiliary aids and services are available upon request to individuals with disabilities.
Equal Opportunity Employer/Program

LIBC-500 REV 04-18

ra-li-bwe-helpline@pa.gov



=== pennsylvania
‘ DEPARTMENT OF LABOR & INDUSTRY

BUREAL OF LABOR LAW COMPLIANCE

Minimum Wage Law Summary

Must be Posted in a Conspicuous Place in Every Pennsylvania Business
Governed by the Minimum Wage Act

The Pennsylvama Mimmum Wage Act
establishes a fixed Minimum Wage and
Overtime Rate for employees. It also sets forth
compliance-related duties for the Department
of Labor & Industry and for emplovers. In
addition, the Minimum Wage Act provides
penalties for noncomphance. This summary
is for general information only and is not
an official position formally adopted by the
Department of Labor & Industry.

Overtime Rate:

Minimum Wage
Rate:

COMMONWEALTH OF PENNSYLVANIA

TOM WOLF | GOVERNOR

LLC-1 REV 09-18 {Page 1}

Tipped Employees:

An employer may pay a minimum of $2.83
per hour to an employee who makes $30.00
per month m tips. The employer must make
up the difference 1f the tips and $2.83 do not
meet the regular Pennsylvania mmimum
wage.

Keeping Records:

Every employer must maintain accurate
records of each employee’s carnings and
hours worked, and provide access to Labor
& Industry.

Penalties:
Failure to pay the legal mmimum wage
or other violations may result in paviment

of back wages and other civil or criminal
action where warranted.

Exemptions:

Overtime applies to certain employment
classifications. (see pages 2 and 3)

Special Allowances For:
Students. learmers and people with disabihties,
upon application only.

DEPARTMENT OF LABOR & INDUSTRY
KATHY M. MANDERINO | SECRETARY




Exemptions from Both Minimum Wage and Overtime Rates

® [abor on a farm ® [n seasonal employment, if the employee
.5 ] — bouttis o 1s under 18 vears of age or if a student
omestic service in or about the private under 24 years of age is employed by a
home of the employer nonprofit health or welfare agency engaged
® Delivery of newspapers to the consumer In activities dealing with handicapped or
exceptional children or by a nonprofit day
® Publication of weekly, semi-weekly or or resident seasonal recreational camp for
daily newspaper with a circulation of campers under the age of 18 years, which
less than 4.000 when the major portion operates for a period of less than three
of circulation 1s 1n the county where months in any one year

published or a bordering county
® Duong ode sherufiveyadnivisgeficcor

Allowances

LLC-1 REV 09-18 (Page 2



Exceptions from Minimum Wage Rates

@ [ carners and students (bona fide high ® Individuals with a physical or mental
school or college), after obtaining a deficiency or mjury may be paid less
Special Certificate from the Bureau of than the applicable minimum wage if a
Labor Law Comphance, (651 Boas Street, license specifying a rate commensurate
Room 1301, Harrisburg, PA 17121-0750) with productive capacity is obtained from
may be paid 85% of the minimum wage as the Bureau of Labor Law Compliance,
follows: (651 Boas Street, Room 1301, Harrisburg,

PA 17121-0750), or a federal certificate
Learners: 40 hours a week. Maximum 1s obtained under Section 14(c) of the
eight weeks Fair Labor Standards Act from the U.S.
Department of Labor.

Students: Up to 20 hours a week. Up to
40 hours a week during school vacation
periods

Exemptions from Overtime Rates

LLC-1 REV 09-18 {Page 3|



For Questions/Complaints

Bureau of Labor Law Compliance
Altoona District Office
1130 12th Avenue
Suite 200
Altoona. PA 16601-3486
Phone: 814-940-6224 or 877-792-8198

Contact: Counties Served:

Bureau of Labor Law Compliance
Harrisburg District Office
6351 Boas Sireet. Room 1301
Harrisburg, PA 17121-0750
Phone: 717-787-4671 or 800-932-0665

Bureau of Labor Law Compliance
Philadelphia District Office
110 North 8th St.
Suite 203
Philadelphia. PA 19107
Phone: 215-560-1858 or 877-817-9497

Bureau of Labor Law Compliance
Pittsburgh District Office
301 5th Avenue
Suite 330
Pittsburgh, PA 15222
Phone: 412-565-5300 or 877-504-8354

Bureau of Labor Law Compliance
Seranton District Office
201-B State Office Bldg.
100 Lackawanna Avenue
Scranton, PA 18503
Phone: 570-963-4577 or 877-214-3962

Armstrong Clinton Jefferson
Bedford Elk McKean
Blair Fayette Mitflin
Cambria Forest Potter
Cameron Fulton Somerset
Centre Huntingdon Warren
Clanon Indiana Westmoreland
Clearfield
Adams Lebanon
Columbia Montour
Cumberland  Northumberland
Dauphin Perry
Franklin Snyder
Juniata Union
Lancaster York
Bucks
Chester
Delaware
Montgomery
Philadelphia
Allegheny Greene
Beaver Lawrence
Butler Mercer
Crawford Venango
Erie Washington
Berks Lycoming Sullivan
Bradford Monroe Susquehanna
Carbon Northampton Tioga
Lackawanna Pike Wayne
Lehigh Schuylkill Wyoming
Luzeme

More Information is Available Online

Auxiliary aids and services are available upon reguest to individuals with disabilitics. Equal Opportunity Employer/Program

LLC-1 REV 09-18 {Page 4|



ABSTRACT OF THE CHILD LABOR
ACT HOURS PROVISIONS

=== pennsylvania
/‘ DEPARTMENT OF LABOR & INDUSTRY
BUREAL OF LABOR LAW COMPLIANCE

MUST BE POSTED IN A CONSPICUOUS PLACE WHERE ANY PERSON UNDER AGE 18 IS EMPLOYED

This summary is for general information, and is not to be considered in the same light as official statements contained in
the Act or its regulations.

Minors under 16 must have a written statement by the minor’'s parent or guardian acknowledging the duties
and hours of employment and granting permission to work.

HOURS OF EMPLOYMENT—AGES 14 & 15*

WORK TIME
Employment prohibited after 7 p.m. and before 7 a.m.

HOURS OF EMPLOYMENT

During School Term: Maximum three hours on school
days, eight hours on any other day, and 18 hours per
school week (Monday—Friday), and only at a time that
does not interfere with schoel attendance. Plus eight
additional hours on Saturdays and Sundays.

Exception: Students 14 and older, whose employment
is part of a recognized school work program, may be
employed for hours, when combined with school hours,
not exceeding eight in a day.

During School Vacations: Maximum eight hours/day,
40 hours/week.

Exceptions: During school vacations, minors may be
employed until 9 p.m. Minors at least age 11 may be
employed in newspaper delivery from 5 a.m. to 8 p.m.,
except during school vacation, then until 8 p.m. Members
of volunteer fire companies may participate in training
and firefighting activities until 10 p.m. with written
parental consent.

HOURS OF EMPLOYMENT—AGES 16 & 17* **
WORK TIME
Employment prohibited before 6 a.m. and after 12 a.m.

Exceptions: During school vacations, minors may

be employed until 1 a.m. Members of volunteer fire
companies may continue serving in answer to a fire call
until excused by chief.

HOURS OF EMPLOYMENT

During School Term: Maximum eight hours a day and
28 hours per school week (Monday—Friday). Plus eight
additional hours on Saturdays and Sundays.

During School Vacations: Maximum 48 hours/week;
10 hours/day; a minor may refuse any request to work
greater than 44 hours/week,

* Minors employed as sports attendants are not subject to the Act’s hours and work time restrictions.,

**EXCEPT: A) Minors who have graduated from high school or who are exempt from compulsory attendance under the
Public School Code are not subject to the Act’s hours of employment or work time restrictions.

B) Special rules apply to young adults, 16 and 17 years of age, employed during a schoel vacation as a
counselor by a summer resident camp operated by a religious or scout arganization.

MAXIMUM EMPLOYMENT: NOT MORE THAN six CONSECUTIVE DAYS (except newspaper delivery).
30 MINUTE MEAL PERIOD REQUIRED ON OR BEFORE five CONSECUTIVE HOURS OF WORK.

For further information on the Child Labor Act, please consult the Department of Labor & Industry’s
website at and click on "Labor Law Compliance.”

Address Inquiries and complaints to one of the offices of the Bureau of Labor Law Compliance:

Altoona District Office Harrisburg District Office Philadelphia District Office
1130 12™ Ave. 1301 Labor & Industry Building 110 North 8" St.
Suite 200 651 Boas 5t Suite 203
Altoona, PA 16601 Harrisburg, PA 17121 Philadelphia, PA 19107
814-940-6224 or B77-792-8198 717-787-4671 or B00-932-0665 215-560-1858 or B77-817-9497

Pittsburgh District Office Scranton District Office

301 5™ Ave,
Suite 330
Pittsburgh, PA 15222
412-565-5300 or 877-504-8354

201 B State Office Building
100 Lackawanna Ave.
Scranton, PA 18503
570-963-4577 or 877-214-3962

Auxiliary aids and services are available upon request to individuals with disabilitios.
Fqual Opportunity Fmployer/Program

LLC-H REV 0113



=== pennsylvania
DEPARTMENT OF LABOR & INDUSTRY
BUREAU OF LABOR LAW COMPLIANCE

CHILD LABOR ACT HOURS RULES
FOR PERFORMANCES BY MINORS

Child Labor Act Hours Rules for Performances By Minors

This summary is for general information, and is not to be considered in the same light as official statements contained
in the Act or its regulations.

Max. hours (24-hour period) at place Max. work hours (24-hour period)
Age of employment (does not include hours (including work time at
at minors’ residences minors’ residences)
Infants < 6 mos. 2 Not Applicable

6 mos.—1 year 4 2
2—5 years 6 3
6—8 8 4
9—15 9 5
16—17 10 6

+ Live performances—maximum number: three/day or 10/calendar week (Sunday—Saturday).

s Meal periods of half hour—one hour are not counted toward maximum hours/non-work time at
place of employment.

s Non-work time at place of employment includes education, rest and recreation.

+ Work days for minors may not begin before 5 a.m., and must end by 10 p.m. on evenings preceding
school days or by 12:30 a.m. on evenings preceding nonschool days.

* 12 hours must elapse between time of dismissal and time of call on the following day.

s Age 14—17 may work during schocl hours with permission from scheool authorities for up to two
consecutive days, but may not work in excess of eight hours in 24-hour period.

s Performances rules do not apply to minors who have graduated from high school or who are exempt from
compulsory attendance under the Public School Code.

For further information on the Child Labor Act, please consult the Department of Labor & Industry’'s
website at i and click on "Labor Law Compliance.”

Address inquiries and complaints to one of the offices of the Bureau of Labor Law Compliance:

Altoona District Office
1130 12t Ave.
Suite 200
Altoona, PA 16601
814-940-6224 or 877-792-8198

Harrisburg District Office
1301 Labor & Industry Building
651 Boas St.
Harrisburg, PA 17121
717-787-4671 or 800-932-0665

Philadelphia District Office
110 North 8* St.
Suite 203
Philadelphia, PA 19107
215-560-1858 or 877-817-9497

Scranton District Office
201 B State Office Building
100 Lackawanna Ave.
Scranton, PA 18503
570-963-4577 or 877-214-3962

Pittsburgh District Office
301 5% Ave.
Suite 330
Pittsburgh, PA 15222
412-565-5300 or 877-504-8354

Email the Bureau of Labor Law Compliance at: RA-LI-SLMR-LLC

Auxiliary aids and services are available upon request to individuals with disabilities.

Equal Opportunity Employer/Program
LLC-5 REV 01-13



RESUMEN DE LAS
ESTIPULACIONES DE LA LEY DE
LABOR DE MENORES SOBRE LAS

HORAS DE TRABAJO

=== pennsylvania
DEPARTMENT OF LABOR & INDUSTRY
BUREAU OF LABOR LAW COMPLIANCE

DEBE SER EXHIBIDO EN UN LUGAR VISIBLE DONDE PERSONAS MENORES DE 18 ANOS SEAN EMPLEADAS

Este sumario tiene por objeto la difusion de informacién general, y no tiene la misma fuerza que las declaraciones oficiales
contenidas en |a ley y sus regulaciones.

Los menores de 16 deberan tener una declaracion por escrito de su padre —o madre —o guardian que reconozca en
qué consiste el trabajo y las horas de empleo; esta declaracion debe dar permiso para trabajar.

HORAS DE EMPLEO—14 y 15 ANOS*
HORAS DE TRABAJO

El empleo estéd prohibide después de las 7 p.m. y antes de
las 7 a.m.

HORAS DE EMPLEO

Durante la temporada escolar: Un méximo de tres horas
en los dias de escuela, ocho horas en los otros dias, y 18
horas por semana escolar (de lunes a viernes), y sélo en
horas que no interfieran con el asistir a la escuela. Mas ocho
horas adicionales los sdbados

y domingos.

Excepcidn: Los estudiantes de 14 o mds, cuyo empleo

es parte de un reconocido programa de trabajo escolar,
podrian ser empleados por horas -que combinadas con las
horas escolares- no sean mayores a ocho horas en un dia.

Excepciones: Durante las vacaciones escolares, los menores
pueden ser empleados hasta las @ p.m. Los menores

de por lo menos 11 afos pueden ser empleados en la
distribucién de periédicos de 5 a.m. & 8 p.m., excepto
durante las vacaciones escolares, entonces hasta las 9 p.m.
Los miembros voluntarios de las compafias de bomberos
pueden participar en actividades de capacitacion y de apagar
incendios hasta las 10 p.m. con permiso por escrito de sus

Durante las vacaciones escolares: Un méximo de ocho padres.

horas por dia, 40 horas per semana.

HORAS DE EMPLEO — 16y 17 ANOS* **
HORAS DE EMPLEO HORAS DE TRABAJO

Durante la temporada escolar: Un méximo de ocho El empleo estd prohibide antes de las 6 a.m. y después de
horas por dia y de 28 horas por semana escolar (de lunes las 12 a.m.
a viernes). Mas ocho horas adicionales los sébados y

. Excepciones: Durante las vacaciones escolares, los menores
domingos.

pueden ser empleados hasta la 1 a.m. Los miembros
voluntarios de las compafias de bomberos pueden seguir
prestando servicio de auxilio para apagar incendios hasta
que el jefe del grupo se los permita.

Durante las vacaciones escolares: Un méximo de 48
horas por semana; 10 horas por dia; un menor puede
rehusar cualquier pedido de trabajo de més de 44 horas por
semana.

* Los menores empleados como guardas en eventos deportivos no estan restringidos por las limitaciones de la ley sobre las
horas de trabajo.
**EXCEPCIONES: A) Los menores graduados de la secundaria o los que estén eximidos de asistencia cbligatoria bajo el
Cédigo de las Escuelas Publicas no estén afectados por las restricciones de las horas de empleo comprendidas
en la ley.
B) Ciertas reglas especiales corresponden a los de 16 y 17 afios empleados durante una vacacién escolar como
consejeros en un campamento de verano operado por una organizacion religiosa o de exploradores (scouts).
EMPLEO MAXIMO: NO MAS DE SEIS DIAS CONSECUTIVOS (excepto en la distribucién de periddicos).
30 MINUTOS DE HORA DE COMER SON OBLIGATORIOS A LAS 5 HORAS -O MENOS- DE CONSECUTIVAS HORAS DE TRABAJO.
Para mayor informacion sobre la Ley de Labor de Menores, por favor consulte el sitio web del Departamento de Labor
e Industria en www.dli.state.pa.us y haga clic en "Labor Law Compliance”.

Direcciones de las oficinas del Burd de "Labor Law Compliance” adonde debe enviar sus consultas o quejas:

Philadelphia District Office
110 North 8* St.
Suite 203
Philadelphia, PA 19107
215-560-1858 o0 877-817-8497

Scranton District Office

Altoona District Office
1130 12% Ave.
Suite 200
Altoona, PA 16601
814-940-6224 0 877-752-8198

Pittsburgh District Office

Harrisburg District Office
1301 Labor & Industry Building
651 Boas St.
Harrisburg, PA 17121
717-787-4671 0 800-932-0665

301 5% Ave.
Suite 330
Pittsburgh, PA 15222
412-565-5300 o 877-504-8354

201 B State Office Building
100 Lackawanna Ave.
Scranton, PA 18503
570-963-4577 0 877-214-3962

Ofrecemos asistencia y servicios adicionales a las personas discapacitadas que los soliciten.
Programa/empleador de apoyo a la igualdad de oportunidad

LLC-5 REV 01-13



. . LAS REGLAS DE LAS

=—-= pennsylvania

o A - ACTIVIDADES DE MENORES
BUREAU OF LABOR LAW COMPLIANCE SEGUN LA LEY DE TRABAJO DE

MENORES

Este sumario tiene por objeto el difundir |a informacion general, y no tiene la misma fuerza que las declaraciones
oficiales contenidas en |a ley y sus regulaciones.

Horas max. (periodo de 24 horas) en el Horas max. (periodo de 24 horas)
Edad lugar de empleo (no incluye horas en la (incluye horas de trabajo en la
residencia de los menores) residencia de los menores)
Infantes < 6 meses 2 No corresponde
6 meses—1 afio 4 2
2—5 afios 6 3
6—8 8 4
9—15 9 5
16—17 10 6

+ Eventos "en vivo”"—numero maximo: tres por dia 010 por semana (de domingo a sabado).

* Periodos de comida de media hora—una hora no cuenta como parte del maximo de horas/tiempo de
descanso en el lugar del empleo.

* El tiempo del 'no empleo’ puede ser de capacitacion, descanso y entretenimiento.

+ El dia de trabajo para los menores no deberd empezar antes de las 5 a.m., y debera terminar a mas tardar
a las 10 p.m. en las noches anteriores al dia escolar 0 @ mas tardar las 12:30 a.m. en noches que no sean
anteriores al dia escolar.

* Deberan transcurrir por lo menos 12 horas entre |a salida del trabajo y la hora de regreso al empleo al
dia siguiente.

* Los de 14-17 afios pueden trabajar durante las horas escolares si tienen permiso de los directivos de la
escuela, por hasta dos dias consecutivos, pero no pueden trabajar mas de 8 horas en un periodo de 24 h.

* Las reglas de rendimiento no se usan para menores graduados de la secundaria o que estan eximidos de la
asistencia obligatoria segun el Cddigo de Escuelas Publicas.

Para mayor informacion sobre la Ley de Labor de Menores, por favor consulte el sitio web del
Departamento de Labor e Industria en www.dli.state.pa.us y haga clic en “"Labor Law Compliance”.

Direcciones de las oficinas del Burd de "Labor Law Compliance” adonde debe enviar sus consultas o quejas:

Altoona District Office Harrisburg District Office Philadelphia District Office
1130 12t Ave. 1301 Labor & Industry Building 110 North 8% St.
Suite 200 651 Boas St. Suite 203
Altoona, PA 16601 Harrisburg, PA 17121 Philadelphia, PA 19107
814-940-6224 0 877-792-8198 717-787-4671 o 800-932-0665 215-560-1858 0 877-817-9497
Pittsburgh District Office Scranten District Office
301 5% Ave. 201 B State Office Building
Suite 330 100 Lackawanna Ave.
Pittsburgh, PA 15222 Scranton, PA 18503
412-565-5300 o 877-504-8354 570-963-4577 0 877-214-3962

Puede enviar su email al Buré de Cumplimiento de la Ley (Bureau of Labor Law Compliance) a RA-LI-SLMR-LLC

Ofrecemos asistencia y servicios adicionales a las personas discapacitadas que los soliciten.

Programa/empleador de apoyo a la igualdad de oportunidad
LLC-5 REV 01-13



Department of Labor & Industry Lol & TRbisTRY Bureau of Labor Law Compliance

Abstract of the Equal Pay Law

Must be Posted in a Conspicuous Place in Every Pennsylvania Business
Governed by the Equal Pay Law

Discrimination on Basis of Sex collection. Limits the period for such action

Prohibited: to two years from the date upon which the
violation occurs.

Prohibits discrimination by any emplover

n any place of employment between Records Required:
employees on the basis of sex, by payving
wages to any employee at a rate less than Requires emplover to keep and maintain
the rate paid to emplovees of the opposite records of wages. wage rates. job
sex for work under equal conditions on classifications and other terms and
jobs which require equal skills. Provides conditions of employment of the persons
that variation in payment of wages is not employed. as the Secretary of Labor &
prohibited when based on a seniority. Industry shall prescribe. Requires that
training or merit increase system that does employers post an abstract of the law.
not discriminate on the basis of sex.
Penalties:
Administration:
Provides for a fine of not less than $30 nor
Empowers the Secretary of Labor & more than $200, or imprisonment of not less
Industry to admimster the provisions of the than 30 days nor more than 60 days. for:
act, and to issue rules and regulations to make (1) employer who wiltully and knowingly
effective the provisions of the act. violates provisions of the act, or discharges
or otherwise discriminates against an
Collection of Unpaid Wages in Case of employee who makes a complaint. institutes,
Discrimination: or testifies at. proceedings under the act:
and (2) employer who fails to keep required
Provides for the collection of unpaid records, falsifies such records. hinders.
wages due under the act and in addition, delays. or otherwise interferes with the
an equal amount of hiquidated damages Secretary or his authorized representative
and reasonable attorney's fee and costs. in the performance of his duties in the
Authorizes the Secretary of Labor & enforcement of the act. Each day a violation
Industry and upon an employee's request. contimues shall constitute a separate offense.

Lo take assignment of such a wage clamm for

More Information is Available Online

Additional information about the Equal Pay Law is available online at: www state pa.us, PA Kev-
word: labor & industry. Click on “Labor Law Compliance™ under Quick Links.

Auxiliary aids and services are available upon request to individuals with disabilities Egual Opportunity Emplaver/Program
LLC-8 REV 2-07



Department of Labor & Industry Bureau of Labor Law Compliance

Hours of Work for Minors Under Eighteen

employed at

{Give name of establishment, department and floor, or otherwise designate workers o whom this schedule applies. )
Show daily ime of starting work, time for meal or rest periods, and time of stopping work.

SUNDAY MONDAY TUESDAY | WEDNESDAY | THURSDAY FRIDAY SATURDAY | oo TOTAL
NAME OF EMPLOYEE AGE HRS. PER HOURS
FROM | TO |FROM | TO |FROM | TO |FROM | TO [FROM | TO |FROM | TO |FROM | To | WEEKIF | roRweek

NOTE: Minors between 14 and 16 years of age may not be employed al times that interfere with regular school attendance. Hours spent in school must be
included in daily and weekly hours of work.

1 hereby certify that the schedules of hours given above are true and correct.

DATE MANAGER SIGNATURE ADDRESS OF ESTABLISHMENT

This Schedule and the Abstract of the Child Labor Law Must be Posted in a Conspicuous Place in Every Pennsylvania Business
Governed by the Child Labor Law. This Schedule Must be Kept up to Date and Correct.

LLC-17 REV 2.07 Auxiliary aids and services are available upon request to individuals with disabilities Egual Opp

aver/Program



COMMONWEALTH OF PENNSYLVANIA

HUMAN RELATIONS COMMISSION

PUBLIC ACCOMMODATION PROVISIONS
PENNSYLVANIA HUMAN RELATIONS ACT

(Act of October 27, 1955, P.L. 744, as Amended)

Under this Act, a public accommodation is any accommeodation which is open to,
accepts or solicits the patronage of the general public, including government
services.

It is unlawful for any owner, lessee, proprietor, manager, superintendent, agent,
or employee of any public accommodation to discriminate against any person in
the full use and enjoyment of such public accommodation, on the basis of race,
color, religion, sex, ancestry, national origin, disability, known association with a
person with a disability, use of a guide or support animal due to blindness,
deafness or physical disability or because the user is a handler or trainer of such
animals.

This notice, which has been prepared and distributed by the Pennsylvania Human
Relations Commission, must be posted by an y owner, lessee, proprietor or
manager of a public accommodation. Notices must be posted conspicuously in
easily accessible and well-lighted places at the public accommodation, where
they may be readily seen by those seeking or granting any of the
accommodations, advantages, facilities or privileges of such public
accommodation.

Complaints must be filed within 180 days of the alleged act of discrimination.

WARNING: Removing, defacing, covering up or destroying this notice is a violation of the
Pennsylvania Crimes Code and may subject you to fine or imprisonment.

For further information, write, phone or visit the Pennsylvania Human Relations Commission:

Executive Offices: 333 Market Street, 8th Floor - Harrisburg, PA 17126-0333
(717) 787-4410 - (717) 787- 7279 (TTY) - www.phrc.state.pa.us

To file a complaint, contact the Regional Office nearest you: Philadelphia

Pittsburgh Harrisburg 110 N. 8th Street

301 5th Ave., Suite 390 R333 Market Street, Suite 501

Piatt Place 8th Floor ) )
Pittsburgh, PA 15222 Harrisburg, PA 17126-0333  Philadelphia, PA 19107
(412) 565-5395 (717) 787-9780 (215) 560-2496

(412) 565-5711 (TTY) (717) 787-7279 (TTY)

(215) 560-3599 (TTY)




=== pennsylvania PENNSYLVANIA UNEMPLOYMENT
T il B esta el SRTCESIERR 8 COMPENSATION

Under the provisions of the Pennsylvania Unemployment Compensation (UC) Law, I am registered with the
Pennsylvania Department of Labor & Industry as:

EMPLOYER NAME

ADDRESS

PA UC ACCOUNT MUMBER

The UC Law can provide you with an income during periods when you are either partially or totally unemployed
through no fault of your own.

If yvou become UNEMPLOYED or your HOURS ARE REDUCED due to LACK OF WORK, the company, department,

agency, commission, or bureau where you worked may provide you with a completed Form UC-1609, How to
Apply for Unemployment Compensation (UC) Benefits.

IMPORTANT

Your UC application will be dated effective the week in which you actually file the application for benefits. You
should file a new claim or reopen an existing claim during the first week in which you are unemployed or that your
hours are reduced. You may risk losing some benefit eligibility if you file after the first week you are unemployed.

NOTE: To file an application for UC benefits, you will need to provide your: 5‘““_“'"““ your
mobile phone

+ Social Security Number
« Alien registration number (if not a U.S. citizen) E IE

= Complete mailing and home address &
+ Name, address, and account number of employer(s) from Form UC-1609

+ Dates of employment and reasons for leaving E
+ Most recent pay stub (optional but helpful)

« Personal Identification Number (PIN) (if you have one from a prior claim)

‘You may file your new application, reopen an existing claim or get information about the UC Program online at
www.uc.pa.gov, or by calling the UC Service Center at 888-313-7284. TTY: (Hearing Impaired) at 888-324-4046.

When claiming UC benefits, you must report gross wages that you earned during any week for which you are
claiming UC benefits. Computer crossmatching is used to detect the illegal receipt of UC payments resulting from
unreported work and earnings, as well as unreported pensions.

REMEMEBER: Whenever you have questions or any problem regarding your UC claim, contact your UC Service
Center. Do not take outside advice. Outside advice may be incorrect and could adversely affect your eligibility
to receive UC benefits.

A person who knowingly makes a false statement or knowingly withholds information to obtain UC benefits commits
a criminal offense under section 801 of the UC Law, 43 P.S, §871, and may be subject to a fine, imprisonment,
restitution and loss of future benefits,

Auxifiary aids and services are available upon request to individuals with disabilities.
UC. 70N REV 0817 Equal Oppertunity Empleyer/Program



EMPLOYEE RIGHTS

FOR WORKERS WITH DISABILITIES

PAID AT SUBMINIMUM WAGES

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

Employers shall make this poster available and display it where employees and the parents and guardians of workers with disabilities can readily see it.

WORKERS WITH Subminimum wages under section 14(c) are not applicable unless a 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
D I SABI LITI ES disability is not in and of itself sufficient to warrant the payment of a subminimum wage.

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

Disabilities which may affect productive capacity include an intellectual or developmental disability, psychiatric
disakility, a hearing or visual impairment, and certain other impairmants. The following de not ordinarily affect
productive capacity for purposes of paying commensurate wage rates: educational disabilities; chronic
unemploymaent; receipt of welfare benefits; nonattendance at schoel; juvenile delinguency; and correctional
parole or probation.

WORKER NOTI FICATI o N Each worker with a disability and, where appropriate, the parent or guardian of such worker, shall be informed

orally and in writing by the employer of the terms of the certificate under which such worker is empiloyed.

KEY ELEMENTS OF + Nondisabled worker standard—The objective gauge (usually a time study of the production of workers

who do not have disabilities that impair their productivity for the job) against which the productivity of a
COM M ENSU RATE worker with a disability is measured.

WAG E RATES =  Prevailing wage rate—The wags paid to experienced 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 determinaticn spacifying the prevailing wage rates to be paid for SCA-covered work.

+  Evaluation of the productivity of the worker with a disability — Documented measurement of the
production of the worker with a disability (in terms of quantity and quality).

The wages of all workers paid commensurate wagss must be reviewed, and adjusted if appropriate, at periodic
intervals. At a minimum, the productivity of hourly-paid workers must be reevaluated at least every six months
and a new pravailing wage survey must be conducted at least once avery 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
prevailing wage rate, such as when the applicable state or federal minimum wage is increased.

WI OA 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 o R D ER Executive Order 13658, Establishing a Minimum Wage for Contractors, established a minimum wage that

generally must be paid to workers parforming on or in connection with a covered contract with the Federal

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

FRI NG E BENE FITS Meither the FLSA nor the PCA have provisions reguiring vacation, holiday, or sick pay nor other fringe benefits

such as health insurance or pension plans. SCA wage determinations may require such fringe benefit payments
(or a cash equivalent). Workers paid under a certificate authorizing commensurate wage rates must receive the
full fringe benefits listed on the SCA wage determination.

OVERTIME Generally, if 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.

CH I LD LABOR Minors younger than 18 years of age must be employed in accordance with the child labor provisions of the
FLSA. Mo 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 Administrative 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 Avenug NW,
Washington, D.C. 20210.

1-866-487-9243 [1]

WAGE AND HOUR DIVISION TTY: 1-877-889-5627 F"

UNITED STATES DEPARTMENT OF LABOR www.dol.gov/whd




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 hases:

RACE. COLOR, RELIGION, SEX, NATIONAL ORIGIN

Title VII of the Civil Rights Act of 1964, as amended, protects applicants and
employees [rom discrimination in hiring, promotion, discharge, pay, [ringe benelits,
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 accommeodation 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, ringe benefils, job training, classification, referral, and olher

aspects of employment. Disability discrimination includes not making reasonable
accommeodation to the known physical or mental limitations of an otherwise qualified
individual with a disabilily 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 benelits, 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 lo 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 genelic 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 limils disclosure of genetic information. Genelic 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 [or or receipl of genelic 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 promyptly
when discrimination is suspected:

The U.5. Equal Employment Opportunity Commission (KEEQC), [-800-669-4000
(lolkree) or 1-800-669-6820 (lollHree TTY number for individuals with hearing
impairments). EEOC field office information is available at www.eeoc.gov or

in most telephone directories in the 1.5, Government or Federal Government
section. Additional information aboul 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 equalily of opporlunity in all aspects of employment.

INDIVIDUALS WITH DISABILITIES

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

olher aspects of employment. Disabilily discrimination includes nol 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 thal Federal contractors lake
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, 28
L1.5.C. 4212, prohibits job discrimination and requires affirmative action to employ
and advance in employment disabled velerans, recently separated velerans (within

three years of discharge or release from active duty), other prolecled velerans
(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
(velerans who, while on active duly, participated in a US. mililary operation [or
which an Armed Forces service medal was awarded).

RETALIATION

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

Any person who believes a contractor has violated its nondiscrimination or
allirmative action obligations under the authorilies above should conlact
immediately:

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

20210, 1-800-397-6251 (toll-free) or (202) 693-1337 (I'TY). OFCCP may also be
contacted by e-mail al 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, Tille V1 of the Civil Rights Act of 1964, as amended, prohibils
discrimination on the basis of race, color or national origin in programs or
activities receiving Federal financial assistance. Employment discrimination

is covered by Title V1 if the primary objective of the linancial 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 prohibils 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 disabilily in any program or activily 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 Lhe essential functions of the job,

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

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



La igualdad de oportunidades de empleo es

LA LEY

Empleadores privados, goblernos locales y estatales, Instituciones educatlivas, 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 v las organizaciones de trabajo estan protegidos por la ley federal contra la discriminacion en funcion de:

RAZA, COLOR, RELIGION, SEX0, PROCEDENCIA

El Tétulo V11 de la Lev de Derechos Civiles (Civil Rights Act) de 1964, con sus modificaciones,
protege alos postulantes v a los empleados contra la diseriminacion en lo que respectaala
cantratacion, los ascensos, los despidos, los pagos, las compensaciones adicianales, la capacitacidn
laboral Ia clasificacion, las referencias v los demas aspectos del emnpleo, en funcon de raza, color,
religion, sexo (inchridas las embarazadas) o procedencia La discriminacion religiosa se refiere a
Ta falta de adap ble a las practicas religosas de un empleado, siempre v cuando dicha

arlaptacion ne provoque una dificultad economica desmedida para la compania.

DISCAPACIDAD

Loz Titulos I vV de la Ley de Estadounidenses con Discapacidades (Americans with
Disabilities Act) de 1990, con sus modificaciones, protege a las personas idoneas contra

la dizcriminacion por discapacidad en lo que respecta a la contratacion, los ascensos, los
despidos, los pagos, las compensaciones adicionales, la capacitacion laboral la clasificacion,
laz referencias v loz demas aspectos del empleo. La dizcriminacion por discapacidad se
refiere a la falta de adaptaciones razonables para las limitaciones fisicas o mentales de una
persona idonea que tene una discapacidad v que es un postulante o un empleado, salvo
que dichas adaptaciones provoguen una dificultad econdmica desmedida para la compafia

EDAD

La Lev contra la Discriminacidon Laboral por Edad (Age Discrimination in Employment
Act) de 1967, con sus modificaciones, protege a los postulantes v empleados de 40 afios
0 mas contra la discriminacion por cuestiones de edad en lo que respecta a la contratacion,
los ascensos, los despidos, los pagos, las compenszaciones adicionales, la capacitacion
laboral, la clasificacion, las referencias v los demas aspectos del empleo.

SEXO (SALARIOS)

Ademas de lo establecido en el Titulo VII de la Lev de Derechos Civiles, con sus
maodificaciones, la Ley de Ipualdad en las R aciones (Equal Pav Act) de 1963, con
sus modificaciones, también prohibe la discriminacion sexual en el pago de los salarios
a las mujeres v los hombres que realicen basicamente el mismo trabajo, en empleos que
requieran las mismas habilidades, esfuerzo v responsabilidad, en condiciones laborales
similares, en el mizmo estahlecimiento.

GENETICA

El Titulo II de la Ley de No Discriminacion por Informacion Genética (Genetic Information
Nondiscrimination Act, GINA) de 2008 protege a los postulantes v empleados contrala
diseriminacion basada en la informacion genética en lo que respecta a la contratacion, los
ascensos, los despidos, los pagos, las compensaciones adicionales, la capacitacion laboral,
la clasificacion, las referencias v los demas aspectos del empleo. La GINA también limita

la adquisicion de informacion genética por parte de los empleadores v condiciona de
manera estricta su divalgacion. La informacion genética incluye las prucbas genéticas de
los postulantes, empleados o integrantes de sus familias, la manifestacion de enfermedades
o trastornos de los miembros de la familia (historia medica familiar) v las solicitudes o la
recepcion de servicios geneticos por parte de los postulantes, empleados o integrantes de
sus familias.

REPRESALIAS

Todas estas leves federales prohuben a las entidades cubiertas que lomen represalias
en contra de una persona que presenta una cargo por discriminacion, participa en un
procedimi por diseriminacion o que, de algin otro modo, se opone a una practica
lahoral ilicita,

QUE DEBE HACER S| CONSIDERA QUE ES VICTIMA DE LA DISCRIMINACION
Exizten plazos estrictos para presentar carpos por discriminacion laboral A fin de
preservar la capacidad de la Comision para la [gualdad de Oportunidades en el Empleo
(Equal Emplovment Opportunity Commission, EEOC) de actuar en representacion suva
v proteger su derecho a iniclar una demanda privada si fuese necesario en ultima
instancia, debe comunicarse con la EEOC apenas sozpeche que ze produjo un hecho

de diseriminacion: Comision para la Ipualdad de Oportunidades en el Empleo de los
Estados Unidos, 1-800.6654000 (linea pratuita) o 1-800-66%6520 (linea gratuita TTY para
las personas con problemas auditivos). Puede encontrar informacion sobre las sucursales
de la EEQC en www.eeoc.gov o en la mavoria de las guias telefonicas en la seccion
Guobierno Federal o Gobierno de los Estados Unidos. También puede obtener informacion
adicional sobre la EEQC, incluso come presentar un cargo, en Www.eeoc.gov.



Empleadores que tengan contratos o subcontratos con el gobierno federal

Los postulantes y empleados de las companias que tengan un contrate o subcontrato con ¢l gobiemno federal
estan protegidos por la ley federal contra la discriminacion en funcion de:

RAZA, COLOR, RELIGIGN, SEXO, PROCEDENCIA

El Decreto Fiecutivo 11246, con sus modificaciones, prohibe la diseriminacion en el trabajo
en funcion de raza, n:olol religion, sexo o pl\)eedenm‘ exige que se implementen acciones
afirmativas para la ipualdad de opor {ardes en todos los aspectos laborales.

PERSONAS CON DISCAPACIDADES

La Seccion 303 de la Lev de Rehabilitacion (Refabilttation Act) de 1973, con sus
modificaciones, protege a las personas idéneas contra la diseriminacion por discapacidad en
lo que respecta a la contratacion, los ascensos, los despidos, los papos, las compenzaciones
adicionales, la capacitacion laboral, la clasificacion, las referencias v los demas aspectos del
empleo. La discriminacion por discapacidad se refiere a la falta de adaptaciones razonables
para las imitaciones fisicas 0 mentales de una persona idonea que tiene una discapacidad v
fue s un postulante o un empleado, salve que dichas adaptaciones provoquen una dificultad
econdmica desmedida para la compariia La Seccion 503 también exige que los contratistas
federales implementen acciones afirmativas para emplear v avanzar en el empleo de personas
idoneas con discapacidades en todos los niveles laborales, incluido el nivel ejecutivo.

VETERANOS DISCAPACITADOS, RECIEN RETIRADOS, BAIO PROTECCION

Y CON MEDALLA POR SERVICIO A LAS FUERZAS ARMADAS

lalevde A ia a la Read jan de Vi de Vietnam (Vietnam Em
Veterans” Readiustment Assistance Act) de 1974, con sus modificaciones, 38 US.C. 4212,
prohibe la discriminacion laboral v exige que se implementen acciones afirmativas
para emplear y avanzar en el empleo de los veteranos discapacitados, recién retirados

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

en una campana o expedicion para la cual se les autorizo una insignia de campana) v los
veleranos con medalla por servicio a las Fuerzas Armadas (aquellos que durante el servicio
active, parficiparon en una operacion militar de los Estados Unidos por la cual ze los
reconocie 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 Cumplimienta
de Contratos Federales (Office of Federul Contract Compliance Progrums, OFCCP) o que se
aponga, de algin otro mado, a la discriminacion segiin estas leves federales.

Toda persona que considere que un contratista violo sns oblipaciones de accion afirmativa
o no discriminacion segin las sutoridades mente debe Jcarse
de inmediata con:

La Oficina de Programas de Cumplimiento de Contratos Federales (OFCCF), 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) 6931337 (linea TTY). También puede enviar
un mensaje de correo electronico ala OFCCP (OFCCP-Public®dolgov) o bien, Bamara
una de sus oficinas regionales o del distrito, laz cuales aparecen en la mayoria de las puias
telefinicas en la seccion Gobierno de los Estados Unides, Departamento de Trabajo.

Programas o actividades que reciben asistencia financiera federal

RAZA, COLOR, PROCEDENCIA, SEX0
Adernas de kas proteccones establecidas en el Titulo VII de Ia Ley de Derechos Civiles de 1964
v sus modificaciones, el Titulo VI de dicha lev, con sus modificaciones, prohibe hdlscnmmacmn

PERSONAS CON DISCAPACIDADES
La Scecion 504 de la Ley de Rehabilitacion de 1973, con sus modificaciones, prolube la
d.lscnnnnacwn laboral por discapacidad en cualquier programa o actividad que reciba

por raz, color o procedencia en los p olas dades que reciban
federal Ladiscriminacion laboral esta cubierta por el Titulo V1 si el objetivo principal dela
asistencia financiera ¢s brindar empleo, o si la discriminacion laboral provoea o puede provocar
discriminacion cuando se proporcionan los servicios de dichos programas. E1Titulo [X de las
Reformmas Educativas de 1972 prohube la discrinmnacion laboral segun ol sexo en los programas
0 las actividades educativas que reciben asistencia financiera federal

Versiones wtilizables de la EEOQC 9/02 3 la OFCCP 8/08 con el Suplemento 11/09

4 federal. Queda prohibida la discriminacion en todos los aspectos
lahorales contra las personas discapacitadas que, con o sin adaptaciones razonables,
pueden d penar las func tales del trabajo.

Si eree que ha sido victima de diseriminacion en algin programa de una institucion que
reciba asistencia financiera federal, debe comunicarse de inmediato con la agencia federal
que brinda dicha asistencia

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



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 humber 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
TTY: 1-877-889-5627
www.dol.gov/whd

WAGE AND HOUR DIVISION
UNITED STATES DEPARTMENT OF LABOR




DERECHOS o 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 companias de seguridad (vehiculos
blindados, sistemas de alarma y guardias). También se les permite el uso
de éstas a compafias que fabrican, distribuyen y dispensan productos
farmacéuticos.

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

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

DERECHOS En casos en que se permitan las pruebas de poligrafo, éstas deben
DE LOS ser administradas bajo una cantidad de normas estrictas en cuanto a
EXAMINADOS su administracion y duracién. Los examinados tienen un ndmero de

derechos especificos, incluyendo el derecho de advertencia por escrito
antes de someterse a la prusba, el derecho a negarse a someterse a la
prueba o a descontinuarla, al igual que el derecho a negarse a que los
resultados de la prueba estén al alcance de personas no autorizadas.

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

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

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

DIVISION DE HORAS Y SALARIOS
DEPARTAMENTO DE TRABAJO DE LOS EE.UU.




@ CORPORATE LABOR LAW POSTERS

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 hases:

RACE. COLOR, RELIGION, SEX, NATIONAL ORIGIN

Title VII of the Civil Rights Act of 1964, as amended, protects applicants and
employees [rom discrimination in hiring, promotion, discharge, pay, [ringe benelits,
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 accommeodation 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, ringe benefils, job training, classification, referral, and olher

aspects of employment. Disability discrimination includes not making reasonable
accommeodation to the known physical or mental limitations of an otherwise qualified
individual with a disabilily 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 benelits, 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 lo 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 genelic 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 limils disclosure of genetic information. Genelic 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 [or or receipl of genelic 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 promyptly
when discrimination is suspected:

The U.5. Equal Employment Opportunity Commission (KEEQC), [-800-669-4000
(lolkree) or 1-800-669-6820 (lollHree TTY number for individuals with hearing
impairments). EEOC field office information is available at www.eeoc.gov or

in most telephone directories in the 1.5, Government or Federal Government
section. Additional information aboul 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 equalily of opporlunity in all aspects of employment.

INDIVIDUALS WITH DISABILITIES

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

olher aspects of employment. Disabilily discrimination includes nol 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 thal Federal contractors lake
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, 28
L1.5.C. 4212, prohibits job discrimination and requires affirmative action to employ
and advance in employment disabled velerans, recently separated velerans (within

three years of discharge or release from active duty), other prolecled velerans
(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
(velerans who, while on active duly, participated in a US. mililary operation [or
which an Armed Forces service medal was awarded).

RETALIATION

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

Any person who believes a contractor has violated its nondiscrimination or
allirmative action obligations under the authorilies above should conlact
immediately:

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

20210, 1-800-397-6251 (toll-free) or (202) 693-1337 (I'TY). OFCCP may also be
contacted by e-mail al 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, Tille V1 of the Civil Rights Act of 1964, as amended, prohibils
discrimination on the basis of race, color or national origin in programs or
activities receiving Federal financial assistance. Employment discrimination

is covered by Title V1 if the primary objective of the linancial 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 prohibils 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 disabilily in any program or activily 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 Lhe essential functions of the job,

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

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



EMPLOYEE RIGHTS

FOR WORKERS WITH DISABILITIES

PAID AT SUBMINIMUM WAGES

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

Employers shall make this poster available and display it where employees and the parents and guardians of workers with disabilities can readily see it.

WORKERS WITH Subminimum wages under section 14(c) are not applicable unless a 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
D I SABI LITI ES disability is not in and of itself sufficient to warrant the payment of a subminimum wage.

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

Disabilities which may affect productive capacity include an intellectual or developmental disability, psychiatric
disakility, a hearing or visual impairment, and certain other impairmants. The following de not ordinarily affect
productive capacity for purposes of paying commensurate wage rates: educational disabilities; chronic
unemploymaent; receipt of welfare benefits; nonattendance at schoel; juvenile delinguency; and correctional
parole or probation.

WORKER NOTI FICATI o N Each worker with a disability and, where appropriate, the parent or guardian of such worker, shall be informed

orally and in writing by the employer of the terms of the certificate under which such worker is empiloyed.

KEY ELEMENTS OF + Nondisabled worker standard—The objective gauge (usually a time study of the production of workers

who do not have disabilities that impair their productivity for the job) against which the productivity of a
COM M ENSU RATE worker with a disability is measured.

WAG E RATES =  Prevailing wage rate—The wags paid to experienced 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 determinaticn spacifying the prevailing wage rates to be paid for SCA-covered work.

+  Evaluation of the productivity of the worker with a disability — Documented measurement of the
production of the worker with a disability (in terms of quantity and quality).

The wages of all workers paid commensurate wagss must be reviewed, and adjusted if appropriate, at periodic
intervals. At a minimum, the productivity of hourly-paid workers must be reevaluated at least every six months
and a new pravailing wage survey must be conducted at least once avery 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
prevailing wage rate, such as when the applicable state or federal minimum wage is increased.

WI OA 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 o R D ER Executive Order 13658, Establishing a Minimum Wage for Contractors, established a minimum wage that

generally must be paid to workers parforming on or in connection with a covered contract with the Federal

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

FRI NG E BENE FITS Meither the FLSA nor the PCA have provisions reguiring vacation, holiday, or sick pay nor other fringe benefits

such as health insurance or pension plans. SCA wage determinations may require such fringe benefit payments
(or a cash equivalent). Workers paid under a certificate authorizing commensurate wage rates must receive the
full fringe benefits listed on the SCA wage determination.

OVERTIME Generally, if 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.

CH I LD LABOR Minors younger than 18 years of age must be employed in accordance with the child labor provisions of the
FLSA. Mo 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 Administrative 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 Avenug NW,
Washington, D.C. 20210.

1-866-487-9243 [1]

WAGE AND HOUR DIVISION TTY: 1-877-889-5627 F"

UNITED STATES DEPARTMENT OF LABOR www.dol.gov/whd




EMPLOYEE RIGHT

PAID SICK LEAVE AND EXPANDED FAMILY AND MEDICAL LEA
UNDER THE FAMILIES FIRST CORONAVIRUS RESPONSE ACT

The Families First Coronavirus Response Act (FFCRA or Act) requires certain employers to provide their
employees with paid sick leave and expanded family and medical leave for specified reasons related to COVID-19.
These provisions will apply from April 1, 2020 through December 31, 2020.

» PAID LEAVE ENTITLEMENTS
Generally, employers covered under the Act must provide employees:
Up to two weeks (80 hours, or a part-time employee's two-week equivalent) of paid sick leave based on the higher of
their regular rate of pay, or the applicable state or Federal minimum wage, paid at:
+ 100% for qualifying reasons #1-3 below, up to $511 daily and $5,110 total;
» % for qualifying reasons #4 and 6 below, up to §200 daily and $2,000 total; and

* Up to 12 weeks of paid sick leave and expanded family and medical leave paid at % for qualifying reason #5
below for up to $200 daily and $12,000 total.
A part-time employee is eligible for leave for the number of hours that the employee is nermally scheduled to work
over that period.

» ELIGIBLE EMPLOYEES

In general, employees of private sector employers with fewer than 500 employees, and certain public sector
employers, are eligible for up to two weeks of fully or partially paid sick leave for COVID-19 related reasons (see below).
Employses who have been employad for at least 30 days prior to their leave request may be eligible for up to an
additional 10 weeks of partially paid expanded family and medical leave for reason #5 below.

* QUALIFYING REASONS FOR LEAVE RELATED TO COVID-19

An employee is entitled to take leave related to COVID-19 if the employee is unable to work, including unable to
telework, because the employee:

1. is subject to a Federal, State, or local quarantine or 8. is caring for his or her child whose school or
isolation order related to COVID-19; place of care is closed (or child care provider is

2. has been advised by a health care provider to unavailable) due to COVID-19 related reasons; or
self-quarantine related to COVID-19; 6. is experiencing any other substantially-similar

condition specified by the U.S. Department of

& Health and Human Services.

is experiencing COVID-19 symptoms and is seeking
a medical diagnosis;

4. is caring for an individual subject to an order described
in (1) or self-quarantine as described in (2);

» ENFORCEMENT

The U.S. Department of Laber's Wage and Hour Division (WHD) has the autherity to investigate and enforce compliance
with the FFCRA. Employers may not discharge, discipline, or otherwise discriminate against any employee who
lawfully takes paid sick leave or expanded family and medical leave under the FFCRA, files a complaint, or institutes a
proceeding under or related to this Act. Employers in viclation of the provisions of the FFCRA will be subject to penalties
and enforcement by WHD.

For additional information

or to file a complaint:
WAGE AND HOUR DIVISION 1-866-487-9243

UNITED STATES DEPARTMENT OF LABOR TTY: 1-877.889-5627
dol.gov/agencies/whd
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EMPLOYEE RIGHTS

ON GOVERNMENT CONTRACTS

THIS ESTABLISHMENT IS PERFORMING GOVERNMENT CONTRACT WORK SUBJECT TO:

(CHECK ONE)

H SERVICE CONTRACT ACT (SCA)

H PUBLIC CONTRACTS ACT (PCA)

MINIMUM WAGES

FRINGE BENEFITS

OVERTIME PAY

CHILD LABOR

SAFETY & HEALTH

ENFORCEMENT

WHE
=

Your rate must be no less than the federal minimum wage
established by the Fair Labor Standards Act (FLSA).

A higher rate may be required for SCA contracts if a wage
determination applies. Such wage determination will be posted as
an attachment to this notice.

SCA wage determinations may require fringe benefit payments (or a
cash equivalent). PCA contracts do not require fringe benefits.

You must be paid 1.5 times your basic rate of pay for all hours
worked over 40 in a week. There are some exceptions.

No person under 16 years of age may be employed on a PCA
contract.

Work must be performed under conditions that are sanitary, and not
hazardous or dangerous to employees’ health and safety.

Specific DOL agencies are responsible for the administration of
these laws. To file a complaint or obtain information, contact the
Wage and Hour Division (WHD) by calling its toll-free help line at
1-866-4-USWAGE (1-866-487-9243), or visit www.dol.gov/whd

Contact the Occupational Safety and Health Administration
(OSHA) by calling 1-800-321-OSHA (1-800-321-6742), or visit
www.osha.gov

1-866-487-9243 [S]ERfi[e]
WAGE AND HOUR DIVISION TTY: 1-877-889-5627 '
UNITED STATES DEPARTMENT OF LABOR www.dol.gov/whd Piesl




U.S. DEPARTMENT OF LABOR

The purpose of the discussion below is to advise contractors which are subject to the Walsh-Healey Public Contracts Act or the Service Contract Act of
the principal provisions of these acts.

WALSH-HEALEY PUBLIC CONTRACTS ACT

General Provisions—This act applies to contracts which exceed or may exceed $10,000 entered into by any agency or
instrumentality of the United States for the manufacture or furnishing of materials, supplies, articles, or equipment. The act
establishes minimum wage, maximum hours, and safety and health standards for work on such contracts, and prohibits the
employment on contract work of convict labor (unless certain conditions are met) and children under 16 years of age. The
employment of homeworkers (except homeworkers with disabilities employed under the provisions of Regulations, 29 CFR Part
525) on a covered contract is not permitted.

In addition to its coverage of prime contractors, the act under certain circumstances applies to secondary contractors
performing work under contracts awarded by the Government prime contractor.

All provisions of the act except the safety and health requirements are administered by the Wage and Hour Division.

Minimum Wage — Covered employees must currently be paid not less than the Federal minimum wage established in section
6(a)(1) of the Fair Labor Standards Act.

Overtime —Covered workers must be paid at least one and one-half times their basic rate of pay for all hours worked in excess
of 40 a week. Overtime is due on the basis of the total hours spent in all work, Government and non-Government, performed by
the employee in any week in which covered work is performed.

Child Labor—Employers may protect themselves against unintentional child labor violations by obtaining certificates of age.
State employment or age certificates are acceptable.

Safety and Health—No covered work may be performed in plants, factories, buildings, or surroundings or under work
conditions that are unsanitary or hazardous or dangerous to the health and safety of the employees engaged in the
performance of the contract. The safety and health provisions of the Walsh-Healey Public Contracts Act are administered by
the Occupational Safety and Health Administration.

Posting— During the period that covered work is being performed on a contract subject to the act, the contractor must post
copies of Notice to Employees Working on Government Contracts in a sufficient number of places to permit employees to
observe a copy on the way to or from their place of employment.

Responsibility for Secondary Contractors—Prime contractors are liable for violations of the act committed by their covered
secondary contractors.

SERVICE CONTRACT ACT

General Provisions—The Service Contract Act applies to every contract entered into by the United States or the District of
Columbia, the principal purpose of which is to furnish services in the United States through the use of service employees.
Contractors and subcontractors performing on such Federal contracts must observe minimum wage and safety and health
standards, and must maintain certain records, unless a specific exemption applies.

Wages and Fringe Benefits —Every service employee performing any of the Government contract work under a service
contract in excess of $2,500 must be paid not less than the monetary wages, and must be furnished the fringe benefits, which
the Secretary of Labor has determined to be prevailing in the locality for the classification in which the employee is working

or the wage rates and fringe benefits (including any accrued or prospective wage rates and fringe benefits) contained in a
predecessor contractor's collective bargaining agreement. The wage rates and fringe benefits required are usually specified

in the contract but in no case may employees doing work necessary for the performance of the contract be paid less than the
minimum wage established in section 6(a)(1) of the Fair Labor Standards Act. Service contracts which do not exceed $2,500 are
not subject to prevailing rate determinations or to the safety and health requirements of the act. However, the act does require
that employees performing work on such contracts be paid not less than the minimum wage rate established in section 6(a)(1)
of the Fair Labor Standards Act.

Overtime —The Fair Labor Standards Act and the Contract Work Hours Safety Standards Act may require the payment of
overtime at time and one-half the regular rate of pay for all hours work on the contract in excess of 40 a week. The Contract
Work Hours Safety Standards Act is more limited in scope than the Fair Labor Standards Act and generally applies to
Government contracts in excess of $100,000 that require or involve the employment of laborers, mechanics, guards, watchmen,

Safety and Health—The act provides that no part of the services in contracts in excess of $2,500 may be performed in
buildings or surroundings or under working conditions, provided by or under the control or supervision of the contractor or
subcontractor, which are unsanitary or hazardous or dangerous to the health or safety of service employees engaged to furnish
the services. The safety and health provisions of the Service Contract Act are administered by the Occupational Safety and
Health Administration.

Notice to Employees—On the date a service employee commences work on a contract in excess of $2,500, the contractor
(or subcontractor) must provide the employee with a notice of the compensation required by the act. The posting of the notice
(including any applicable wage determination) contained on the reverse in a location where it may be seen by all employees
performing on the contract will satisfy this requirement.

Notice in Subcontracts—The contractor is required to insert in all subcontracts the labor standards clauses specified by the
regulations in 29 CFR Part 4 for Federal service contracts exceeding $2,500.

Responsibility for Secondary Contractors—Prime contractors are liable for violations of the act committed by their covered
secondary contractors.

Other Obligations —Observance of the labor standards of these acts does not relieve the employer of any obligation he may
have under any other laws or agreements providing for higher labor standards.

Additional Information— Additional Information and copies of the acts and applicable regulations and interpretations may be
obtained from the nearest office of the Wage and Hour Division or the national office in Washington, D.C. Information pertaining
to =eafetv and health etandards mav be abtained from the nearest office of the Occunational Safetv and Health Administration or
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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 (¢) consistent with the
contractor’s legal duty to furnish information. 41 CFR 60-1.35(¢)

If you believe that you have experienced discrimination contact OFCCP
1.800.397.6251 | TTY 1.877.889.5627 | www.dol.gov/ofccp

PN O FEDEARL CRNTRACT
s s

=

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



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
compensacién 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 informacion 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 accién, incluyendo una investigacion llevada a cabo por el empleador, o (c)
consistente con la obligacion legal del contratista para proporcionar la informacién. 41 CFR
60-1.35(c)

Si usted cree que ha experim entado discrim inacion contacte OFCCP
1.800.397.6251 | TTY 1.877.889.5627 | www.dol.gov/ofccp

V1A OF FRUEARL CRMTRACT
Loy P ﬂ

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



La igualdad de oportunidades de empleo es

LA LEY

Empleadores privados, goblernos locales y estatales, Instituciones educatlivas, 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 v las organizaciones de trabajo estan protegidos por la ley federal contra la discriminacion en funcion de:

RAZA, COLOR, RELIGION, SEX0, PROCEDENCIA

El Tétulo V11 de la Lev de Derechos Civiles (Civil Rights Act) de 1964, con sus modificaciones,
protege alos postulantes v a los empleados contra la diseriminacion en lo que respectaala
cantratacion, los ascensos, los despidos, los pagos, las compensaciones adicianales, la capacitacidn
laboral Ia clasificacion, las referencias v los demas aspectos del emnpleo, en funcon de raza, color,
religion, sexo (inchridas las embarazadas) o procedencia La discriminacion religiosa se refiere a
Ta falta de adap ble a las practicas religosas de un empleado, siempre v cuando dicha

arlaptacion ne provoque una dificultad economica desmedida para la compania.

DISCAPACIDAD

Loz Titulos I vV de la Ley de Estadounidenses con Discapacidades (Americans with
Disabilities Act) de 1990, con sus modificaciones, protege a las personas idoneas contra

la dizcriminacion por discapacidad en lo que respecta a la contratacion, los ascensos, los
despidos, los pagos, las compensaciones adicionales, la capacitacion laboral la clasificacion,
laz referencias v loz demas aspectos del empleo. La dizcriminacion por discapacidad se
refiere a la falta de adaptaciones razonables para las limitaciones fisicas o mentales de una
persona idonea que tene una discapacidad v que es un postulante o un empleado, salvo
que dichas adaptaciones provoguen una dificultad econdmica desmedida para la compafia

EDAD

La Lev contra la Discriminacidon Laboral por Edad (Age Discrimination in Employment
Act) de 1967, con sus modificaciones, protege a los postulantes v empleados de 40 afios
0 mas contra la discriminacion por cuestiones de edad en lo que respecta a la contratacion,
los ascensos, los despidos, los pagos, las compenszaciones adicionales, la capacitacion
laboral, la clasificacion, las referencias v los demas aspectos del empleo.

SEXO (SALARIOS)

Ademas de lo establecido en el Titulo VII de la Lev de Derechos Civiles, con sus
maodificaciones, la Ley de Ipualdad en las R aciones (Equal Pav Act) de 1963, con
sus modificaciones, también prohibe la discriminacion sexual en el pago de los salarios
a las mujeres v los hombres que realicen basicamente el mismo trabajo, en empleos que
requieran las mismas habilidades, esfuerzo v responsabilidad, en condiciones laborales
similares, en el mizmo estahlecimiento.

GENETICA

El Titulo II de la Ley de No Discriminacion por Informacion Genética (Genetic Information
Nondiscrimination Act, GINA) de 2008 protege a los postulantes v empleados contrala
diseriminacion basada en la informacion genética en lo que respecta a la contratacion, los
ascensos, los despidos, los pagos, las compensaciones adicionales, la capacitacion laboral,
la clasificacion, las referencias v los demas aspectos del empleo. La GINA también limita

la adquisicion de informacion genética por parte de los empleadores v condiciona de
manera estricta su divalgacion. La informacion genética incluye las prucbas genéticas de
los postulantes, empleados o integrantes de sus familias, la manifestacion de enfermedades
o trastornos de los miembros de la familia (historia medica familiar) v las solicitudes o la
recepcion de servicios geneticos por parte de los postulantes, empleados o integrantes de
sus familias.

REPRESALIAS

Todas estas leves federales prohuben a las entidades cubiertas que lomen represalias
en contra de una persona que presenta una cargo por discriminacion, participa en un
procedimi por diseriminacion o que, de algin otro modo, se opone a una practica
lahoral ilicita,

QUE DEBE HACER S| CONSIDERA QUE ES VICTIMA DE LA DISCRIMINACION
Exizten plazos estrictos para presentar carpos por discriminacion laboral A fin de
preservar la capacidad de la Comision para la [gualdad de Oportunidades en el Empleo
(Equal Emplovment Opportunity Commission, EEOC) de actuar en representacion suva
v proteger su derecho a iniclar una demanda privada si fuese necesario en ultima
instancia, debe comunicarse con la EEOC apenas sozpeche que ze produjo un hecho

de diseriminacion: Comision para la Ipualdad de Oportunidades en el Empleo de los
Estados Unidos, 1-800.6654000 (linea pratuita) o 1-800-66%6520 (linea gratuita TTY para
las personas con problemas auditivos). Puede encontrar informacion sobre las sucursales
de la EEQC en www.eeoc.gov o en la mavoria de las guias telefonicas en la seccion
Guobierno Federal o Gobierno de los Estados Unidos. También puede obtener informacion
adicional sobre la EEQC, incluso come presentar un cargo, en Www.eeoc.gov.



Empleadores que tengan contratos o subcontratos con el gobierno federal

Los postulantes y empleados de las companias que tengan un contrate o subcontrato con ¢l gobiemno federal
estan protegidos por la ley federal contra la discriminacion en funcion de:

RAZA, COLOR, RELIGIGN, SEXO, PROCEDENCIA

El Decreto Fiecutivo 11246, con sus modificaciones, prohibe la diseriminacion en el trabajo
en funcion de raza, n:olol religion, sexo o pl\)eedenm‘ exige que se implementen acciones
afirmativas para la ipualdad de opor {ardes en todos los aspectos laborales.

PERSONAS CON DISCAPACIDADES

La Seccion 303 de la Lev de Rehabilitacion (Refabilttation Act) de 1973, con sus
modificaciones, protege a las personas idéneas contra la diseriminacion por discapacidad en
lo que respecta a la contratacion, los ascensos, los despidos, los papos, las compenzaciones
adicionales, la capacitacion laboral, la clasificacion, las referencias v los demas aspectos del
empleo. La discriminacion por discapacidad se refiere a la falta de adaptaciones razonables
para las imitaciones fisicas 0 mentales de una persona idonea que tiene una discapacidad v
fue s un postulante o un empleado, salve que dichas adaptaciones provoquen una dificultad
econdmica desmedida para la compariia La Seccion 503 también exige que los contratistas
federales implementen acciones afirmativas para emplear v avanzar en el empleo de personas
idoneas con discapacidades en todos los niveles laborales, incluido el nivel ejecutivo.

VETERANOS DISCAPACITADOS, RECIEN RETIRADOS, BAIO PROTECCION

Y CON MEDALLA POR SERVICIO A LAS FUERZAS ARMADAS

lalevde A ia a la Read jan de Vi de Vietnam (Vietnam Em
Veterans” Readiustment Assistance Act) de 1974, con sus modificaciones, 38 US.C. 4212,
prohibe la discriminacion laboral v exige que se implementen acciones afirmativas
para emplear y avanzar en el empleo de los veteranos discapacitados, recién retirados

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

en una campana o expedicion para la cual se les autorizo una insignia de campana) v los
veleranos con medalla por servicio a las Fuerzas Armadas (aquellos que durante el servicio
active, parficiparon en una operacion militar de los Estados Unidos por la cual ze los
reconocie 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 Cumplimienta
de Contratos Federales (Office of Federul Contract Compliance Progrums, OFCCP) o que se
aponga, de algin otro mado, a la discriminacion segiin estas leves federales.

Toda persona que considere que un contratista violo sns oblipaciones de accion afirmativa
o no discriminacion segin las sutoridades mente debe Jcarse
de inmediata con:

La Oficina de Programas de Cumplimiento de Contratos Federales (OFCCF), 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) 6931337 (linea TTY). También puede enviar
un mensaje de correo electronico ala OFCCP (OFCCP-Public®dolgov) o bien, Bamara
una de sus oficinas regionales o del distrito, laz cuales aparecen en la mayoria de las puias
telefinicas en la seccion Gobierno de los Estados Unides, Departamento de Trabajo.

Programas o actividades que reciben asistencia financiera federal

RAZA, COLOR, PROCEDENCIA, SEX0
Adernas de kas proteccones establecidas en el Titulo VII de Ia Ley de Derechos Civiles de 1964
v sus modificaciones, el Titulo VI de dicha lev, con sus modificaciones, prohibe hdlscnmmacmn

PERSONAS CON DISCAPACIDADES
La Scecion 504 de la Ley de Rehabilitacion de 1973, con sus modificaciones, prolube la
d.lscnnnnacwn laboral por discapacidad en cualquier programa o actividad que reciba

por raz, color o procedencia en los p olas dades que reciban
federal Ladiscriminacion laboral esta cubierta por el Titulo V1 si el objetivo principal dela
asistencia financiera ¢s brindar empleo, o si la discriminacion laboral provoea o puede provocar
discriminacion cuando se proporcionan los servicios de dichos programas. E1Titulo [X de las
Reformmas Educativas de 1972 prohube la discrinmnacion laboral segun ol sexo en los programas
0 las actividades educativas que reciben asistencia financiera federal

Versiones wtilizables de la EEOQC 9/02 3 la OFCCP 8/08 con el Suplemento 11/09

4 federal. Queda prohibida la discriminacion en todos los aspectos
lahorales contra las personas discapacitadas que, con o sin adaptaciones razonables,
pueden d penar las func tales del trabajo.

Si eree que ha sido victima de diseriminacion en algin programa de una institucion que
reciba asistencia financiera federal, debe comunicarse de inmediato con la agencia federal
que brinda dicha asistencia

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



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 humber 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
TTY: 1-877-889-5627
www.dol.gov/whd

WAGE AND HOUR DIVISION
UNITED STATES DEPARTMENT OF LABOR




DERECHOS o 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 companias de seguridad (vehiculos
blindados, sistemas de alarma y guardias). También se les permite el uso
de éstas a compafias que fabrican, distribuyen y dispensan productos
farmacéuticos.

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

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

DERECHOS En casos en que se permitan las pruebas de poligrafo, éstas deben
DE LOS ser administradas bajo una cantidad de normas estrictas en cuanto a
EXAMINADOS su administracion y duracién. Los examinados tienen un ndmero de

derechos especificos, incluyendo el derecho de advertencia por escrito
antes de someterse a la prusba, el derecho a negarse a someterse a la
prueba o a descontinuarla, al igual que el derecho a negarse a que los
resultados de la prueba estén al alcance de personas no autorizadas.

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

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

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

DIVISION DE HORAS Y SALARIOS
DEPARTAMENTO DE TRABAJO DE LOS EE.UU.




EMPLOYEE RIGHTS

UNDER THE FAMILY AND MEDICAL LEAVE ACT

THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

LEAVE
ENTITLEMENTS

BENEFITS &
PROTECTIONS

ELIGIBILITY
REQUIREMENTS

REQUESTING
LEAVE

EMPLOYER
RESPONSIBILITIES

ENFORCEMENT

Eligible employees who work for a covered employer can take up to 12 weeks of unpaid, job-protected leave in a 12-month period
for the following reasons:

»  The birth of a child or placement of a child for adoption or foster care;

*  To bond with a child (leave must be taken within one year of the child's birth or placement});

To care for the employee's spouse, child, or parent who has a qualifying serious health condition;

For the employee's own qualifying serious health condition that makes the employee unable to perform the employee’s job;

+  For qualifying exigencies related to the foreign deployment of a military member who is the employes's spouse,
child, or parent.

*
.

An eligible 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 period to care for the servicemember with a serious injury or illness.

An employes does not need to use leave in one block. When it is medically necessary or otherwise permitted, employees
may take leave intermittently or on a reduced schedule.

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

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 identical to it with
equivalent pay. benefits, and other employment terms and conditions.

An employer may not interfere with an individual's FMLA rights or retaliate against someone for using or trying 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 employes who works for a covered employer must meet three criteria in order to be eligible for FMLA leave. The employee must:

= Have worked for the emplaoyer for at least 12 months;
« Have at least 1,250 hours of service in the 12 months before taking leave:* and
= Work at a location where the employer has at least 50 employees within 75 miles of the employee’s worksite.

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

Generally, employees must give 30-days’ advance notice of the need for FMLA leave. If it is not possible to give 30-days' natice,
an employes must notify the employer as soon as possible and, generally, follow the employer's usual procedures.

Employees do not have to share a medical diagnosis, but must provide enough information to the employer so it can determine
if the leave qualifies for FMLA protection. Sufficient information could include informing an employer that the employee is or
will be unable to perform his or her job functions, that a family member cannot perform daily activities, or that hospitalization or
continuing 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 certified.

Employers can require a certification 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 notify the employee if he or she is eligible for FMLA leave and, if eligible, must also provide a notice of rights and
responsibilities under the FMLA. If the employee is not eligible, the employer must provide a reason for ineligibility.

Employers must notify its employees if leave will be designated as FMLA leave, and if so, how much leave will be designated as
FMLA leave.

Employees may file a complaint with the U.S. Department of Labor, Wage and Hour Division, or may bring a private lawsuit
against an employer.

The FMLA does not affect any federal or state law prohibiting discrimination or supersede any state or local law or collective
bargaining agreement that provides greater family or medical leave rights.

For additional information or to file a complaint: =] 5=
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DERECHOS DEL EMPLEADO

SEGUN LA

LEY DE AUSENCIA FAMILIAR Y MEDICA

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

DE LOS DERECHOS
DE LA LICENCIA

BENEFICIOS Y
PROTECCIONES

REQUISITOS
DE ELEGIBILIDAD

PEDIDO DE LA
LICENCIA

RESPONSABILIDADES
DEL EMPLEADOR

CUMPLIMIENTO

Los empleados slegibles que trabajan para un empleador sujeto a esta ley pueden tomarse hasta 12 semanas de
licencia sin sueldo sin perder su empleo por las siguientes razones:

*  El nacimiento de un hijo o la colocacién de un hijo en adopeion o en hogar de crianza;

*  Para establecer lazos afectivos con un nifio (la licencia debe ser tomada dentro del primer aiio del nacimiento o
la colocacidn del nifio);

*  Para cuidar al cinyuge del empleado, al hijo, o al padre gue tenga un problema de salud serio que califique;

* Debido a un problema de salud serio del mismo empleado que califique y que resulte en que el empleado no
pueda realizar su trabajo;

* Por exigencias que califiquen relacionadas con el despliegue de un miembro de las fuerzas armadas que sea
conyuge del empleado, hijo o padre.

Un empleado elegible que es cényuge, hijo, padre o familiar mas cercano del miembro de las fuerzas armadas que
esta cubierto, puede tomarse hasta 26 semanas de licencia bajo la Ley de Ausencia Familiar y Médica (FMLA, por sus
siglas en inglés) en un periodo de 12 meses para cuidar al miembro de las fuerzas armadas que tenga una lesidn o
enfermedad seria.

Un empleado no tiene que tomarse la licencia de una sola vez. Cuando es medicamente necesario o de otra manera
permitido, los empleados pueden tomarse la licencia de forma intermitente o en una jornada reducida.

Los empleados pueden elegir, 0 un empleador puede exigir, el uso de licencias pagadas acumuladas mientras se
toman la licencia bajo la FMLA. Si un empleado sustituye la licencia pagada acumulada por la licencia bajo la FMLA, el
empleado tiene que respetar las politicas de pago de licencias normales del empleador.

Mientras los empleados estén de licencia bajo la FMLA, los empleadores tienen que continuar con la cobertura del
seguro de salud como si los empleados no estuvieran de licencia.

Después de regresar de la licencia bajo la FMLA, a la mayoria de los empleados se les tiene que restablecer el mismo
trabajo o uno casi idéntico, con el pago, los beneficios y otros términos y otras condiciones de empleo equivalentes.

Un empleador no puede interferir con los derechos de la FMLA de un individuo o tomar represalias contra alguien por
usar o tratar de usar la licencia bajo la FMLA, oponerse a cualquier practica ilegal hecha por la FMLA, o estar involucrado
en un procedimiento seglin o relacionado con la FMLA.

Un empleado que trabaja para un empleador cubierto tiene que cumplir con tres criterios para poder ser elegible para
una licencia 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 servicio en los 12 meses previos a tomar la licencia*; y
* Trabajar en el lugar donde el empleador tiene al menos 50 empleados

dentro de 75 millas del lugar de trabajo del empleado.

*Requisitos especiales de “horas de servicio™ se aplican a empleados de una tripulacién de una aerolinea.

En general, los empleados tienen que pedir la licencia necesaria bajo la FMLA con 30 dias de anticipacién. Si no es posible
avisar con 30 dias de anticipacion, un empleado tiene que notificar al empleador lo mas pronto posible y, generalmente, seguir
los procedimientos usuales del empleador.

Los empleados no tienen que informar un diagndstico médico, pero tienen que proporcionar informacién suficiente para que
el empleador pueda determinar si la ausencia califica bajo la proteccion de la FMLA. La informacién suficiente podria incluir
informarle al empleador que el empleado esta o estara incapacitado para realizar sus funciones laborales, que un miembro
de la familia no puede realizar las actividades diarias, o que una hospitalizaci6n o un tratamiento médico es necesario. Los
empleados tienen que informar al empleador si la necesidad de la ausencia es por una razén por la cual la licencia bajo la
FMLA fue previamente tomada o certificada.

Los empleadores pueden exigir un certificado o una recertificacin periédica que respalde la necesitad de la licencia. Si
el empleado determina que la certificacién esta incompleta, tiene que proporcionar un aviso por escrito indicando qué
informacién adicional se requiere.

Una vez que el empleador tome conocimiento que la necesidad de la ausencia del empleado es por una razdn que puede
calificar bajo la FMLA, el empleador tiene que notificar al empleado si él o slla es elegible para una licencia bajo FMLA y, si es
elegible, también tiene que proporcionar un aviso de los derechos y las responsabilidades segtin la FMLA. 5i el empleado no es
elegible, el empleador tiene que brindar una razdn por la cual no es elegible.

Los empleadores tienen que notificar a sus empleados si la ausencia sera designada como licencia bajo la FMLA, y de ser asi,
cuanta ausencia sera designada como licencia bajo la FMLA.

Los empleados pueden presentar un reclamo ante el Departamento de Los empleados Los Los empleados pueden presentar
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 discriminacién ni sustituye a ninguna ley estatal o local o
convenio colectivo de negociacién que proparcione mayores derechos de ausencias familiares o médicas.

Para informacion adicional o para presentar un reclamo:

1-866-4-USWAGE

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

www.dol.gov/whd =INHE

Departamento de Trabajo de los EEJUU. | Division de Horas y Salarios DivISIGN DE HORAS Y SALARIOS




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 Al least 1% times the regular rate of pay lor all hours worked over 40 in a workweek,

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

TIP CREDIT Employers of “lipped employees”™ who meel certain conditions may claim a partial wage credil
based on tips received by their employees. Employers must pay tipped employees a cash wage
of at least $2.13 per hour it they claim a lip credil against their minimum wage obligation. If an
employes'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 ditfference.

NURSING Tha FLSA requires employers to provide reasonable break time for a nursing mother employaes

MOTHERS who is subject 1o the FLSA's overlime requirements in order for the employee 10 express breast
milk for her nursing child for one year after the child’s birth each time such employee has a neaed
Lo express breast milk. Employers are also required o 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 1o express breast milk,

ENFORCEMENT The Depanmeant has authority to recover back wages and an aqual amount in liquidated damages
in instances of minimum wage, overlime, and other violations. The Department may litigatle
and/or recommend criminal prosacution. Employars may be assessed chvl money penaltles for
each willlul or repeated violation ol the minimum wage or overlime pay provisions of the law.

Civil money penalties may also be assessed for violations of the FLSA's child labor provisions.
Heighlened civil money penallies may be assessed lor each child labor violation thal resulls in
the death or serious injury of any minor employes, and such assessments may be doubled when
the violations are delermined to be willlul or repeated. The law also prohibits retaliating against or
discharging workers wha file a complaint or participate in any proceading under the FLSA.

ADDITIONAL + Certain occupations and establishments are exempt from the minimum wage, and/or overtime
INFORMATION ~ Pavprovsions
+ Special provisions apply to workers in American Samoa, the Commonwealth of the Northerm
Marlana Iglands, and the Commonweaalth of Puerto Rico.

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

Some employers incormectly classify workers as “independent contractors” when they are
actually employees under the FLSA. ILis 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 comeclly classilied independent contractors are nol.

Certain full-time students, student learners, apprentices, and workers with disabilities may be
pald less than the minimum wage under special cerificates Issued by the Departmant of Labaor,

[
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DERECHOS DE LOS TRABAJADORES

BAJO LA LEY DE NORMAS JUSTAS DE TRABAJQ rist-soesenoes
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 lo menos tiempo y medio (1%2) de la tasa regular de pago por lodas las horas trabajadas en exceso de 40 en
una semana laboral.

El empleado tiene que tener por lo menos 16 aiios para Wabajar en la mayoria de los rabajos no agricolas y por
lo menos 18 aflos para trabajar en los trabajos no agricolas declarados paligrosos por 1a Secrataria da Trabalo.
Los menores de 14 v 15 afios pueden trabajar fuera del horario escolar en varias ocupaciones gue no s2an de
manufactura, de mineria, v que no sean peligrosas con ciertas restricciones al horario de trabajo. Se aplican
distintos reglarmentos al empleo agricola.

Los empleadores de “empleados que reciben propinas™ gue 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 propinas un salario en electivo de por lo menos $2.13 por hora si ellos
raclaman un crédito de proplnas contra su obligacldn de pagar &l salarlo minimao. Sl las propinas recibldas por el
empleado combinadas con el salaro en efectivo de por lo menaos $2.13 por hora del empleador no equivalen al
salario minimo por hora, el empleador tiene que compensar la diterencia,

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 ano después del nacimiento del nino, cada vez gue dicha
emplaada tenga la necasidad de axtrasrse lecha. A los empleadoras tambldn sa las axige que proporcionan
un luegar, gue no sea un bafo, protegido de la vista de los demds v libre de la intrusidn de los compafienes de
trabajo y del pablico, ¢ cual pueda ser utilizado por la empleada para extracrse leche.

Fl Dapartameanto tlens la autoridad de recuperar salarios retroactivos vy una cantidad lgual en dafios v perjulclos
en casos de incumplimientos con ¢l salario minime, sobretiempo y otros incumplimientos. El Departamento
puede litigar y/o recomendar un enjuiciamiento criminal, A los empleadores se les pusden imponer sanciones
pecuniarias civiles por cada incumplimiento deliberado o repelido de las disposiciones de la ley del pago del
salario minimo o de sobratiempo. Tamblén sa pueden Imponer sanclones pecuniarias civiles por Incumplimianto
con las disposiciones de la FLSA sobre ¢l trabajo de menores de edad. Ademds, se pueden imponer sanciones
pecuniarias civiles incrementadas por cada incumplimiento con & rabajo de menores gque resulle en la muerle o
una lesion seria de un empleado menor de edad, v tales avaluaciones pueden duplicarse cuando se delermina
qua los Incumplimientos fueron deliberados o repetidos. La ley tamblén prohibe tomar reprezalias o despedir a
los trabajadores gue presenten una gueja o que participen en cualquier proceso bajo la FLSA.

s (Clartas ocupacionas y clertos establecimiantos astdn exentos de las disposiclonas del salarlo minimo, o de
las disposiciones del pago de sobretiempo.

= Se aplican disposiciones especiales a rabajadores de Samoa Americana, del Estado Libre Asociado de las
Izlas Marlanas dal Norte v del Fstado Libre Asoclado de Puerto Rico.

+ Algunas leyes estatales proparcionan protecciones mds amplias a los trabajadores; los empleadores tienen
gue cumplir con ambas.

+ Algunos empleadores clasifican incomectaments a sus trabajadores como “contratistas independientes”
cuando en realidad son empleados sagun la FLSA. Es importante conocer la diferencia entre los dos porgue
los empleados (a menos gue estén exentos) lienen derecho a las protecciones del salario minimo y del pago
de sobratlempo bajo la FLSA v los confratistas correctamants clasiflcados como Indapendlantas no lo tlenan.

A ciertos estudiantes de tiempo completo, estudiantes alumnos, aprendices, y rabajadores con
discapacidades se les puede pagar menos que el salario minimo bajo certificados especiales expedidos por
&l Departameanto da Trabajo.

1-866-487-9243

Lol W o T 1-87 F-889-5627
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Occupational Safety
US. Depariment 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 iliness, 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 illness 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
iInpatient 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.

5:.-.



9sHA  Seguridady Salud en el Trabajo

Administracion de
Seguridad y Salud
Ocupacional

iES LA LEY!

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 inspecciéon 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 (o su representante puede participar)
en la inspeccion de OSHA y hablar en privado
con el inspector.

= Presentar una gueja 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 estd disponible de la OSHA para gratis.

Llame OSHA. Podemos ayudar.

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, amputacioén, 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
pegueno y mediano sin citacion o multa, a través

de los programas de consulta apoyados
por la OSHA en cada estado.

Y 4
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YOUR RIGHTS UNDER USERRA

THE UNIFORMED SERVICES EMPLOYMENT
AND REEMPLOYMENT RIGHTS ACT

LSERRA protects the job rights of individuals who voluntarily or involuntarily leave employment positions to undertake
millitary 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

& right. Lo be resmployed in yo job if you leave that

Yuu have th
job to perform service in the uniformed se

yau ensura that your amployer receives advanca writtan or varhal
notice of your service;

you have five years or less of cumulative service in the uniformed
sarvices whils with that particular ampioyer;

you return to work or apply for reemployment in a timely manner

after conclusion of service; and
you have not bean saparated from service with a disqualifying
discharge or under other than honorable conditions.

& to ba reamployed, you must be restorad to the job
suld hiave attamed if you hiad not been absent due to
& o, in some cases, a comparable job.

It you are
and ber
military ser

RIGHT TO BE FREE FROM DISCRIMINATION AND RETALIATION

i have the right:
Ith plan

for you and your dependents for up to 24 monthe

f you lave your job o parform military sarvic

to elect to continue your existing employer-based

while in

during your military
your employer's

sarvica, you hava tha right. to ba reinstatad
health plan when you are reemployed, generally withaut any waiting
wods or exclusions [e.g., pre-existing condition exclusions) except
for samice-connactad illnessas or injurias.

ENFORCEMENT

If you:

ara a past or present member of the uniformed sarvics;
have applied for membership in the uniformed service: or
ore chligated to serve in the uniformed service;

then an employer may not deny you:

initial amploymant;
reemployment;

retention in employment;
promation; or

any benefit of employment

hacause of this status

In addition, an employer may not retaliata against anyona assisting in
the enforcement of USERRA rights, including testifying or making a
statamant in connection with a proceading under LISERHA, aven if that
conrection.

persun has no servi

The L15. Dapartment of Labor, Vetarans Employment and Trair
Sarvice [VETS) is
uf USERRA violations,

thorized to investigate and resolve complaints

For assistanca in filing a complaint, or for any other information on
USERRA, contact VETS at 1-866-4-USA-DOL or visit. its website at
http:/fwww.dol.gov/vets. An intaractive online LISEHAA Advisor can
be viewad at hitp:/fwww.dol.gov/slaws/userra.htm

It you fila a complaint with VETS and VETS is unable to resalva it,
t that your case be referred to the Department

yoU may requ
of Justice or the Office of Special Counsel, as applicable, for
raprasantation

*fou may also bypass the VETS process and bring a civil action
against an employer for violations of USERRA.

U.S. Department of Lahor U.S. Department of Justice
1-866-487-2365

Office of Special Counsel 1-800-336-4590

Pubfication Data — April 2017




EMPLOYEE RIGHT

PAID SICK LEAVE AND EXPANDED FAMILY AND MEDICAL LEA
UNDER THE FAMILIES FIRST CORONAVIRUS RESPONSE ACT

The Families First Coronavirus Response Act (FFCRA or Act) requires certain employers to provide their
employees with paid sick leave and expanded family and medical leave for specified reasons related to COVID-19.
These provisions will apply from April 1, 2020 through December 31, 2020.

» PAID LEAVE ENTITLEMENTS
Generally, employers covered under the Act must provide employees:
Up to two weeks (80 hours, or a part-time employee's two-week equivalent) of paid sick leave based on the higher of
their regular rate of pay, or the applicable state or Federal minimum wage, paid at:
+ 100% for qualifying reasons #1-3 below, up to $511 daily and $5,110 total;
» % for qualifying reasons #4 and 6 below, up to §200 daily and $2,000 total; and

* Up to 12 weeks of paid sick leave and expanded family and medical leave paid at % for qualifying reason #5
below for up to $200 daily and $12,000 total.
A part-time employee is eligible for leave for the number of hours that the employee is nermally scheduled to work
over that period.

» ELIGIBLE EMPLOYEES

In general, employees of private sector employers with fewer than 500 employees, and certain public sector
employers, are eligible for up to two weeks of fully or partially paid sick leave for COVID-19 related reasons (see below).
Employses who have been employad for at least 30 days prior to their leave request may be eligible for up to an
additional 10 weeks of partially paid expanded family and medical leave for reason #5 below.

* QUALIFYING REASONS FOR LEAVE RELATED TO COVID-19

An employee is entitled to take leave related to COVID-19 if the employee is unable to work, including unable to
telework, because the employee:

1. is subject to a Federal, State, or local quarantine or 8. is caring for his or her child whose school or
isolation order related to COVID-19; place of care is closed (or child care provider is

2. has been advised by a health care provider to unavailable) due to COVID-19 related reasons; or
self-quarantine related to COVID-19; 6. is experiencing any other substantially-similar

condition specified by the U.S. Department of

& Health and Human Services.

is experiencing COVID-19 symptoms and is seeking
a medical diagnosis;

4. is caring for an individual subject to an order described
in (1) or self-quarantine as described in (2);

» ENFORCEMENT

The U.S. Department of Laber's Wage and Hour Division (WHD) has the autherity to investigate and enforce compliance
with the FFCRA. Employers may not discharge, discipline, or otherwise discriminate against any employee who
lawfully takes paid sick leave or expanded family and medical leave under the FFCRA, files a complaint, or institutes a
proceeding under or related to this Act. Employers in viclation of the provisions of the FFCRA will be subject to penalties
and enforcement by WHD.

For additional information

or to file a complaint:
WAGE AND HOUR DIVISION 1-866-487-9243

UNITED STATES DEPARTMENT OF LABOR TTY: 1-877.889-5627
dol.gov/agencies/whd
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EMPLOYEE RIGHTS

UNDER THE FAMILY AND MEDICAL LEAVE ACT

THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

LEAVE
ENTITLEMENTS

BENEFITS &
PROTECTIONS

ELIGIBILITY
REQUIREMENTS

REQUESTING
LEAVE

EMPLOYER
RESPONSIBILITIES

ENFORCEMENT

Eligible employees who work for a covered employer can take up to 12 weeks of unpaid, job-protected leave in a 12-month period
for the following reasons:

»  The birth of a child or placement of a child for adoption or foster care;

*  To bond with a child (leave must be taken within one year of the child's birth or placement});

To care for the employee's spouse, child, or parent who has a qualifying serious health condition;

For the employee's own qualifying serious health condition that makes the employee unable to perform the employee’s job;

+  For qualifying exigencies related to the foreign deployment of a military member who is the employes's spouse,
child, or parent.

*
.

An eligible 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 period to care for the servicemember with a serious injury or illness.

An employes does not need to use leave in one block. When it is medically necessary or otherwise permitted, employees
may take leave intermittently or on a reduced schedule.

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

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 identical to it with
equivalent pay. benefits, and other employment terms and conditions.

An employer may not interfere with an individual's FMLA rights or retaliate against someone for using or trying 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 employes who works for a covered employer must meet three criteria in order to be eligible for FMLA leave. The employee must:

= Have worked for the emplaoyer for at least 12 months;
« Have at least 1,250 hours of service in the 12 months before taking leave:* and
= Work at a location where the employer has at least 50 employees within 75 miles of the employee’s worksite.

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

Generally, employees must give 30-days’ advance notice of the need for FMLA leave. If it is not possible to give 30-days' natice,
an employes must notify the employer as soon as possible and, generally, follow the employer's usual procedures.

Employees do not have to share a medical diagnosis, but must provide enough information to the employer so it can determine
if the leave qualifies for FMLA protection. Sufficient information could include informing an employer that the employee is or
will be unable to perform his or her job functions, that a family member cannot perform daily activities, or that hospitalization or
continuing 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 certified.

Employers can require a certification 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 notify the employee if he or she is eligible for FMLA leave and, if eligible, must also provide a notice of rights and
responsibilities under the FMLA. If the employee is not eligible, the employer must provide a reason for ineligibility.

Employers must notify its employees if leave will be designated as FMLA leave, and if so, how much leave will be designated as
FMLA leave.

Employees may file a complaint with the U.S. Department of Labor, Wage and Hour Division, or may bring a private lawsuit
against an employer.

The FMLA does not affect any federal or state law prohibiting discrimination or supersede any state or local law or collective
bargaining agreement that provides greater family or medical leave rights.

For additional information or to file a complaint: =] 5=

1 -~

1-866-4-USWAGE Gt

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

www.dol.gov/whd =WWHE

U.S. Department of Labor | Wage and Hour Division WAGE AND HOUR DIVISION




DERECHOS DEL EMPLEADO

SEGUN LA

LEY DE AUSENCIA FAMILIAR Y MEDICA

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

DE LOS DERECHOS
DE LA LICENCIA

BENEFICIOS Y
PROTECCIONES

REQUISITOS
DE ELEGIBILIDAD

PEDIDO DE LA
LICENCIA

RESPONSABILIDADES
DEL EMPLEADOR

CUMPLIMIENTO

Los empleados slegibles que trabajan para un empleador sujeto a esta ley pueden tomarse hasta 12 semanas de
licencia sin sueldo sin perder su empleo por las siguientes razones:

*  El nacimiento de un hijo o la colocacién de un hijo en adopeion o en hogar de crianza;

*  Para establecer lazos afectivos con un nifio (la licencia debe ser tomada dentro del primer aiio del nacimiento o
la colocacidn del nifio);

*  Para cuidar al cinyuge del empleado, al hijo, o al padre gue tenga un problema de salud serio que califique;

* Debido a un problema de salud serio del mismo empleado que califique y que resulte en que el empleado no
pueda realizar su trabajo;

* Por exigencias que califiquen relacionadas con el despliegue de un miembro de las fuerzas armadas que sea
conyuge del empleado, hijo o padre.

Un empleado elegible que es cényuge, hijo, padre o familiar mas cercano del miembro de las fuerzas armadas que
esta cubierto, puede tomarse hasta 26 semanas de licencia bajo la Ley de Ausencia Familiar y Médica (FMLA, por sus
siglas en inglés) en un periodo de 12 meses para cuidar al miembro de las fuerzas armadas que tenga una lesidn o
enfermedad seria.

Un empleado no tiene que tomarse la licencia de una sola vez. Cuando es medicamente necesario o de otra manera
permitido, los empleados pueden tomarse la licencia de forma intermitente o en una jornada reducida.

Los empleados pueden elegir, 0 un empleador puede exigir, el uso de licencias pagadas acumuladas mientras se
toman la licencia bajo la FMLA. Si un empleado sustituye la licencia pagada acumulada por la licencia bajo la FMLA, el
empleado tiene que respetar las politicas de pago de licencias normales del empleador.

Mientras los empleados estén de licencia bajo la FMLA, los empleadores tienen que continuar con la cobertura del
seguro de salud como si los empleados no estuvieran de licencia.

Después de regresar de la licencia bajo la FMLA, a la mayoria de los empleados se les tiene que restablecer el mismo
trabajo o uno casi idéntico, con el pago, los beneficios y otros términos y otras condiciones de empleo equivalentes.

Un empleador no puede interferir con los derechos de la FMLA de un individuo o tomar represalias contra alguien por
usar o tratar de usar la licencia bajo la FMLA, oponerse a cualquier practica ilegal hecha por la FMLA, o estar involucrado
en un procedimiento seglin o relacionado con la FMLA.

Un empleado que trabaja para un empleador cubierto tiene que cumplir con tres criterios para poder ser elegible para
una licencia 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 servicio en los 12 meses previos a tomar la licencia*; y
* Trabajar en el lugar donde el empleador tiene al menos 50 empleados

dentro de 75 millas del lugar de trabajo del empleado.

*Requisitos especiales de “horas de servicio™ se aplican a empleados de una tripulacién de una aerolinea.

En general, los empleados tienen que pedir la licencia necesaria bajo la FMLA con 30 dias de anticipacién. Si no es posible
avisar con 30 dias de anticipacion, un empleado tiene que notificar al empleador lo mas pronto posible y, generalmente, seguir
los procedimientos usuales del empleador.

Los empleados no tienen que informar un diagndstico médico, pero tienen que proporcionar informacién suficiente para que
el empleador pueda determinar si la ausencia califica bajo la proteccion de la FMLA. La informacién suficiente podria incluir
informarle al empleador que el empleado esta o estara incapacitado para realizar sus funciones laborales, que un miembro
de la familia no puede realizar las actividades diarias, o que una hospitalizaci6n o un tratamiento médico es necesario. Los
empleados tienen que informar al empleador si la necesidad de la ausencia es por una razén por la cual la licencia bajo la
FMLA fue previamente tomada o certificada.

Los empleadores pueden exigir un certificado o una recertificacin periédica que respalde la necesitad de la licencia. Si
el empleado determina que la certificacién esta incompleta, tiene que proporcionar un aviso por escrito indicando qué
informacién adicional se requiere.

Una vez que el empleador tome conocimiento que la necesidad de la ausencia del empleado es por una razdn que puede
calificar bajo la FMLA, el empleador tiene que notificar al empleado si él o slla es elegible para una licencia bajo FMLA y, si es
elegible, también tiene que proporcionar un aviso de los derechos y las responsabilidades segtin la FMLA. 5i el empleado no es
elegible, el empleador tiene que brindar una razdn por la cual no es elegible.

Los empleadores tienen que notificar a sus empleados si la ausencia sera designada como licencia bajo la FMLA, y de ser asi,
cuanta ausencia sera designada como licencia bajo la FMLA.

Los empleados pueden presentar un reclamo ante el Departamento de Los empleados Los Los empleados pueden presentar
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 discriminacién ni sustituye a ninguna ley estatal o local o
convenio colectivo de negociacién que proparcione mayores derechos de ausencias familiares o médicas.

Para informacion adicional o para presentar un reclamo:

1-866-4-USWAGE

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

www.dol.gov/whd =INHE

Departamento de Trabajo de los EEJUU. | Division de Horas y Salarios DivISIGN DE HORAS Y SALARIOS




EMPLOYEE RIGHTS

ON GOVERNMENT CONTRACTS

THIS ESTABLISHMENT IS PERFORMING GOVERNMENT CONTRACT WORK SUBJECT TO:

(CHECK ONE)

H SERVICE CONTRACT ACT (SCA)

H PUBLIC CONTRACTS ACT (PCA)

MINIMUM WAGES

FRINGE BENEFITS

OVERTIME PAY

CHILD LABOR

SAFETY & HEALTH

ENFORCEMENT

WHE
=

Your rate must be no less than the federal minimum wage
established by the Fair Labor Standards Act (FLSA).

A higher rate may be required for SCA contracts if a wage
determination applies. Such wage determination will be posted as
an attachment to this notice.

SCA wage determinations may require fringe benefit payments (or a
cash equivalent). PCA contracts do not require fringe benefits.

You must be paid 1.5 times your basic rate of pay for all hours
worked over 40 in a week. There are some exceptions.

No person under 16 years of age may be employed on a PCA
contract.

Work must be performed under conditions that are sanitary, and not
hazardous or dangerous to employees’ health and safety.

Specific DOL agencies are responsible for the administration of
these laws. To file a complaint or obtain information, contact the
Wage and Hour Division (WHD) by calling its toll-free help line at
1-866-4-USWAGE (1-866-487-9243), or visit www.dol.gov/whd

Contact the Occupational Safety and Health Administration
(OSHA) by calling 1-800-321-OSHA (1-800-321-6742), or visit
www.osha.gov

1-866-487-9243 [S]ERfi[e]
WAGE AND HOUR DIVISION TTY: 1-877-889-5627 '
UNITED STATES DEPARTMENT OF LABOR www.dol.gov/whd Piesl




U.S. DEPARTMENT OF LABOR

The purpose of the discussion below is to advise contractors which are subject to the Walsh-Healey Public Contracts Act or the Service Contract Act of
the principal provisions of these acts.

WALSH-HEALEY PUBLIC CONTRACTS ACT

General Provisions—This act applies to contracts which exceed or may exceed $10,000 entered into by any agency or
instrumentality of the United States for the manufacture or furnishing of materials, supplies, articles, or equipment. The act
establishes minimum wage, maximum hours, and safety and health standards for work on such contracts, and prohibits the
employment on contract work of convict labor (unless certain conditions are met) and children under 16 years of age. The
employment of homeworkers (except homeworkers with disabilities employed under the provisions of Regulations, 29 CFR Part
525) on a covered contract is not permitted.

In addition to its coverage of prime contractors, the act under certain circumstances applies to secondary contractors
performing work under contracts awarded by the Government prime contractor.

All provisions of the act except the safety and health requirements are administered by the Wage and Hour Division.

Minimum Wage — Covered employees must currently be paid not less than the Federal minimum wage established in section
6(a)(1) of the Fair Labor Standards Act.

Overtime —Covered workers must be paid at least one and one-half times their basic rate of pay for all hours worked in excess
of 40 a week. Overtime is due on the basis of the total hours spent in all work, Government and non-Government, performed by
the employee in any week in which covered work is performed.

Child Labor—Employers may protect themselves against unintentional child labor violations by obtaining certificates of age.
State employment or age certificates are acceptable.

Safety and Health—No covered work may be performed in plants, factories, buildings, or surroundings or under work
conditions that are unsanitary or hazardous or dangerous to the health and safety of the employees engaged in the
performance of the contract. The safety and health provisions of the Walsh-Healey Public Contracts Act are administered by
the Occupational Safety and Health Administration.

Posting— During the period that covered work is being performed on a contract subject to the act, the contractor must post
copies of Notice to Employees Working on Government Contracts in a sufficient number of places to permit employees to
observe a copy on the way to or from their place of employment.

Responsibility for Secondary Contractors—Prime contractors are liable for violations of the act committed by their covered
secondary contractors.

SERVICE CONTRACT ACT

General Provisions—The Service Contract Act applies to every contract entered into by the United States or the District of
Columbia, the principal purpose of which is to furnish services in the United States through the use of service employees.
Contractors and subcontractors performing on such Federal contracts must observe minimum wage and safety and health
standards, and must maintain certain records, unless a specific exemption applies.

Wages and Fringe Benefits —Every service employee performing any of the Government contract work under a service
contract in excess of $2,500 must be paid not less than the monetary wages, and must be furnished the fringe benefits, which
the Secretary of Labor has determined to be prevailing in the locality for the classification in which the employee is working

or the wage rates and fringe benefits (including any accrued or prospective wage rates and fringe benefits) contained in a
predecessor contractor's collective bargaining agreement. The wage rates and fringe benefits required are usually specified

in the contract but in no case may employees doing work necessary for the performance of the contract be paid less than the
minimum wage established in section 6(a)(1) of the Fair Labor Standards Act. Service contracts which do not exceed $2,500 are
not subject to prevailing rate determinations or to the safety and health requirements of the act. However, the act does require
that employees performing work on such contracts be paid not less than the minimum wage rate established in section 6(a)(1)
of the Fair Labor Standards Act.

Overtime —The Fair Labor Standards Act and the Contract Work Hours Safety Standards Act may require the payment of
overtime at time and one-half the regular rate of pay for all hours work on the contract in excess of 40 a week. The Contract
Work Hours Safety Standards Act is more limited in scope than the Fair Labor Standards Act and generally applies to
Government contracts in excess of $100,000 that require or involve the employment of laborers, mechanics, guards, watchmen,

Safety and Health—The act provides that no part of the services in contracts in excess of $2,500 may be performed in
buildings or surroundings or under working conditions, provided by or under the control or supervision of the contractor or
subcontractor, which are unsanitary or hazardous or dangerous to the health or safety of service employees engaged to furnish
the services. The safety and health provisions of the Service Contract Act are administered by the Occupational Safety and
Health Administration.

Notice to Employees—On the date a service employee commences work on a contract in excess of $2,500, the contractor
(or subcontractor) must provide the employee with a notice of the compensation required by the act. The posting of the notice
(including any applicable wage determination) contained on the reverse in a location where it may be seen by all employees
performing on the contract will satisfy this requirement.

Notice in Subcontracts—The contractor is required to insert in all subcontracts the labor standards clauses specified by the
regulations in 29 CFR Part 4 for Federal service contracts exceeding $2,500.

Responsibility for Secondary Contractors—Prime contractors are liable for violations of the act committed by their covered
secondary contractors.

Other Obligations —Observance of the labor standards of these acts does not relieve the employer of any obligation he may
have under any other laws or agreements providing for higher labor standards.

Additional Information— Additional Information and copies of the acts and applicable regulations and interpretations may be
obtained from the nearest office of the Wage and Hour Division or the national office in Washington, D.C. Information pertaining
to =eafetv and health etandards mav be abtained from the nearest office of the Occunational Safetv and Health Administration or



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 Al least 1% times the regular rate of pay lor all hours worked over 40 in a workweek,

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

TIP CREDIT Employers of “lipped employees”™ who meel certain conditions may claim a partial wage credil
based on tips received by their employees. Employers must pay tipped employees a cash wage
of at least $2.13 per hour it they claim a lip credil against their minimum wage obligation. If an
employes'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 ditfference.

NURSING Tha FLSA requires employers to provide reasonable break time for a nursing mother employaes

MOTHERS who is subject 1o the FLSA's overlime requirements in order for the employee 10 express breast
milk for her nursing child for one year after the child’s birth each time such employee has a neaed
Lo express breast milk. Employers are also required o 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 1o express breast milk,

ENFORCEMENT The Depanmeant has authority to recover back wages and an aqual amount in liquidated damages
in instances of minimum wage, overlime, and other violations. The Department may litigatle
and/or recommend criminal prosacution. Employars may be assessed chvl money penaltles for
each willlul or repeated violation ol the minimum wage or overlime pay provisions of the law.

Civil money penalties may also be assessed for violations of the FLSA's child labor provisions.
Heighlened civil money penallies may be assessed lor each child labor violation thal resulls in
the death or serious injury of any minor employes, and such assessments may be doubled when
the violations are delermined to be willlul or repeated. The law also prohibits retaliating against or
discharging workers wha file a complaint or participate in any proceading under the FLSA.

ADDITIONAL + Certain occupations and establishments are exempt from the minimum wage, and/or overtime
INFORMATION ~ Pavprovsions
+ Special provisions apply to workers in American Samoa, the Commonwealth of the Northerm
Marlana Iglands, and the Commonweaalth of Puerto Rico.

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

Some employers incormectly classify workers as “independent contractors” when they are
actually employees under the FLSA. ILis 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 comeclly classilied independent contractors are nol.

Certain full-time students, student learners, apprentices, and workers with disabilities may be
pald less than the minimum wage under special cerificates Issued by the Departmant of Labaor,

[

1-866-487-9243

- WAGE AND HOUR DIVISION
awn * TTY: 1-877-889-5627 3%
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DERECHOS DE LOS TRABAJADORES

BAJO LA LEY DE NORMAS JUSTAS DE TRABAJQ rist-soesenoes
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 lo menos tiempo y medio (1%2) de la tasa regular de pago por lodas las horas trabajadas en exceso de 40 en
una semana laboral.

El empleado tiene que tener por lo menos 16 aiios para Wabajar en la mayoria de los rabajos no agricolas y por
lo menos 18 aflos para trabajar en los trabajos no agricolas declarados paligrosos por 1a Secrataria da Trabalo.
Los menores de 14 v 15 afios pueden trabajar fuera del horario escolar en varias ocupaciones gue no s2an de
manufactura, de mineria, v que no sean peligrosas con ciertas restricciones al horario de trabajo. Se aplican
distintos reglarmentos al empleo agricola.

Los empleadores de “empleados que reciben propinas™ gue 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 propinas un salario en electivo de por lo menos $2.13 por hora si ellos
raclaman un crédito de proplnas contra su obligacldn de pagar &l salarlo minimao. Sl las propinas recibldas por el
empleado combinadas con el salaro en efectivo de por lo menaos $2.13 por hora del empleador no equivalen al
salario minimo por hora, el empleador tiene que compensar la diterencia,

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 ano después del nacimiento del nino, cada vez gue dicha
emplaada tenga la necasidad de axtrasrse lecha. A los empleadoras tambldn sa las axige que proporcionan
un luegar, gue no sea un bafo, protegido de la vista de los demds v libre de la intrusidn de los compafienes de
trabajo y del pablico, ¢ cual pueda ser utilizado por la empleada para extracrse leche.

Fl Dapartameanto tlens la autoridad de recuperar salarios retroactivos vy una cantidad lgual en dafios v perjulclos
en casos de incumplimientos con ¢l salario minime, sobretiempo y otros incumplimientos. El Departamento
puede litigar y/o recomendar un enjuiciamiento criminal, A los empleadores se les pusden imponer sanciones
pecuniarias civiles por cada incumplimiento deliberado o repelido de las disposiciones de la ley del pago del
salario minimo o de sobratiempo. Tamblén sa pueden Imponer sanclones pecuniarias civiles por Incumplimianto
con las disposiciones de la FLSA sobre ¢l trabajo de menores de edad. Ademds, se pueden imponer sanciones
pecuniarias civiles incrementadas por cada incumplimiento con & rabajo de menores gque resulle en la muerle o
una lesion seria de un empleado menor de edad, v tales avaluaciones pueden duplicarse cuando se delermina
qua los Incumplimientos fueron deliberados o repetidos. La ley tamblén prohibe tomar reprezalias o despedir a
los trabajadores gue presenten una gueja o que participen en cualquier proceso bajo la FLSA.

s (Clartas ocupacionas y clertos establecimiantos astdn exentos de las disposiclonas del salarlo minimo, o de
las disposiciones del pago de sobretiempo.

= Se aplican disposiciones especiales a rabajadores de Samoa Americana, del Estado Libre Asociado de las
Izlas Marlanas dal Norte v del Fstado Libre Asoclado de Puerto Rico.

+ Algunas leyes estatales proparcionan protecciones mds amplias a los trabajadores; los empleadores tienen
gue cumplir con ambas.

+ Algunos empleadores clasifican incomectaments a sus trabajadores como “contratistas independientes”
cuando en realidad son empleados sagun la FLSA. Es importante conocer la diferencia entre los dos porgue
los empleados (a menos gue estén exentos) lienen derecho a las protecciones del salario minimo y del pago
de sobratlempo bajo la FLSA v los confratistas correctamants clasiflcados como Indapendlantas no lo tlenan.

A ciertos estudiantes de tiempo completo, estudiantes alumnos, aprendices, y rabajadores con
discapacidades se les puede pagar menos que el salario minimo bajo certificados especiales expedidos por
&l Departameanto da Trabajo.

1-866-487-9243

Lol W o T 1-87 F-889-5627

DEPARTAMENTO DE TRABAJC DE LO




Occupational Safety
US. Depariment 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 iliness, 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 illness 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
iInpatient 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.
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9sHA  Seguridady Salud en el Trabajo

Administracion de
Seguridad y Salud
Ocupacional

iES LA LEY!

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 inspecciéon 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 (o su representante puede participar)
en la inspeccion de OSHA y hablar en privado
con el inspector.

= Presentar una gueja 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 estd disponible de la OSHA para gratis.

Llame OSHA. Podemos ayudar.

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, amputacioén, 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
pegueno y mediano sin citacion o multa, a través

de los programas de consulta apoyados
por la OSHA en cada estado.
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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 (¢) consistent with the
contractor’s legal duty to furnish information. 41 CFR 60-1.35(¢)

If you believe that you have experienced discrimination contact OFCCP
1.800.397.6251 | TTY 1.877.889.5627 | www.dol.gov/ofccp

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



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
compensacién 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 informacion 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 accién, incluyendo una investigacion llevada a cabo por el empleador, o (c)
consistente con la obligacion legal del contratista para proporcionar la informacién. 41 CFR
60-1.35(c)

Si usted cree que ha experim entado discrim inacion contacte OFCCP
1.800.397.6251 | TTY 1.877.889.5627 | www.dol.gov/ofccp

V1A OF FRUEARL CRMTRACT
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200 CONSTITUTION AVENUE NW | WASHINGTON, DC 20210 | tel: 1-800-397-6251 | TTY: 1-877-889-5627 | www.dol.gov/oteep



YOUR RIGHTS UNDER USERRA

THE UNIFORMED SERVICES EMPLOYMENT
AND REEMPLOYMENT RIGHTS ACT

LSERRA protects the job rights of individuals who voluntarily or involuntarily leave employment positions to undertake
millitary 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 yo
job to perfarm service in the uniformed s

job if you leave that

ce and

you ansure that your amployer receives advance writtan or varhal
notice of your service;
you have five years or less of cumulative service in the uniformed
sarvices whila with that particular empinyer;

you return b

or apply for reemployment in a timely manner

after conclusion of service; and
you have not bean saparated from service with a disqualifying
> conditions,

discharge or under other than honoral

It you are
and ber
military ser

& to ba reamployed, you must be restorad to the job
suld hiave attamed if you hiad not been absent due to
& o, in some cases, a comparable job.

RIGHT TO BE FREE FROM DISCRIMINATION AND RETALIATION

f you laave your job o parform military servica, you have tha right:
Ith plan

u and your dependents for up to 24 mo

to elect to continue your existing employer-bas
fi while in

during your military
nur employer's
without any

sarvica, you hava tha right. to ba reinstatad

wvaiting
5 o exclusions [e.g., pre-existing condition exclusions) except
-econnacted ilnessas or injurias

ENFORCEMENT

eal an whnen you are reempioyed, gene
heatth plan when y loyed, g

If you:
ara a past or present member of the uniformed sarvics;

have applied for membs

ship in the uniformed serv
are obligated to serve in the uniformed service;
then an employer may not deny you:

initial amploymant;
reemployment;

retention in employment;
promation; or

any benefit of employment

hacause of this status

In addition, an employer may not retaliata against anyona assisting in
the enforcement of USERRA rights. including testifying or making a
statamant. in conn with a procaading under LISERHA, aven if that
conrection.

PErson has no ser

uf USERRA violations,

For assistance in filing a complaint. or for any other information on
USERRA, contact VETS at 1-866-4-USA-DOL or
http:/fwww.dol.gov/vets. An intaractive online LISEHAA Advisor can
be viewad at hitp:/fwww.dol.gov/slaws/userra.htm

It you fila a complaint with VETS and VETS is unable to resalva it,
t thi

YOou miay requ: your case be referred to the Department
of Justice or the Office of Special Counsel, as applicable, for

raprasantation

*fou may also bypass the VETS process and bring a civil action
against an employer for violations of USERRA.

htm. Fadaral
o where they

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

U.S. Department of Justice

1-800-336-4590
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