EMPLOYEE RIGHTS

UNDER THE FAIR LABOR STANDARDS ACT
FEDERAL MINIMUM WAGE

$7.25..

BEGINNING JULY-2472009

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

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

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

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

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

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

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

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

ADDITIONAL » Certain occupations and establishments are exempt from the minimum wage, and/or overtime
INFORMATION pay provisions.

« Special provisions apply to workers in American Samoa, the Commonwealth of the Northern
Mariana Islands, and the Commonwealth of Puerto Rico.

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

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

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

1-866-487-9243
TIY: 1-B77-889-5627
www.dolgov/whd
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OSHA'

Occupational Safety
wbor . and Health Administration

All workers have the right to:

A safe workplace.

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

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

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

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

Job Safety and Health

IT'S THE LAW!

Employers must:

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

Comply with all applicable OSHA standards.

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

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

Prominently display this poster in the workplace.

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

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

(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 OSHA. We can help.

consultation programs in every state.

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




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);
« Tocare 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 exigencles related to the forelgn deployment of a military member who Is the employee’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 lliness.

An employee does not need to usc Icave in one block, When it Is medically necessary or otherwise permitted, employees
may take lcave 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 pald leave for FMLA leave, the employee must comply with the employer’s normal paid leave policles.

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

Upon return from FMLA leave. most employees musl 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 cmployee who works for a covered employer must meet three criteria in order to be eligible for FMLA leave. The employce must:

«  Have worked for the employer 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 employea’s worksite.

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

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

Employees do not have to share a medical dlagnosls, but must provide enough Informatlon to the employer so It can determine
if the leave qualifies for FMLA protection. Sufficient Information could Iinclude 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 cligible for FMLA Icave 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 employces if lcave will be designated as FMLA leave, and If so, how much leave will be designated as
FMLA leave.

Employees may lile 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 agrecment that provides greater family or medical leave rights,

For additional information or to file a complaint: Ofk=10]

™ -

1-866-4-USWAGE i

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

www.dol.gov/whd =\IHE
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Know Your Rights:

The U.S. Equal Employment Opportunity Commission (EEOC) enforces Federal laws that protect you from
discrimination in employment. If you believe you’ve been discriminated against at work or in applying for

a job, the EEOC may be able to help.

Who is Protected?

« Employees (current and
former), including managers
and temporary employees

* Union members and
applicants for membership
in a union

« Job applicants

What Organizations are Covered?

» Educational institutions
(as employers)

» Most private employers

« State and local governments

(as employers) * Unions

» Staffing agencies

What Types of Employment Discrimination
are lllegal?

Under the EEOC's laws, an employer may not discriminate against
you, regardless of your immigration status, on the bases of:

* Race « Genetic information
s Color (including employer requests
« Religion for, or purchase, use, or

disclosure of genetic tests,
genetic services, or family
medical history)

» National origin

« Sex (including pregnancy
and related conditions,
sexual orientation, or
gender identity)

* Age (40 and older)

« Disability

* Retaliation for filing a
charge, reasonably
opposing discrimination,
or participating in a
discrimination lawsuit,
investigation, or proceeding.

What Employment Practices can be Challenged

as Discriminatory?

All aspects of employment, including:

« Discharge, firing, or lay-off

e Harassment (including
unwelcome verbal or
physical conduct)

« Hiring or promotion

* Assignment

¢ Pay (unequal wages or
compensation)

« Failure to provide
reasonable accommodation
for a disability or a sincerely-
held religious belief,
observance or practice

* Benefits

* Job training

* Classification

s Referral

* Obtaining or disclosing
genetic information of
employees

* Requesting or disclosing medical
information of employees

« Conduct that might reasonably
discourage someone from
opposing discrimination, filing
a charge, or participating in an
investigation or proceeding.

What can You Do if You Believe Discrimination

has Occurred?

Contact the EEOC promptly if you suspect discrimination. Do not
delay, because there are strict time limits for filing a charge of
discrimination (180 or 300 days, depending on where you live/
work). You can reach the EEOC in any of the following ways:

Submit an inquiry through the EEOC’s public portal:
https://publicportal.eeoc.gov/Portal/Login.aspx

Call 1-800-669-4000 (toll free)

1-800-669-6820 (TTY)

1-844-234-5122 (ASL video phone)

Visit  an EEOC field office (information at
www.eeoc.gov/field-office)
E-Mail info@eeoc.gov

Additional information about the EEOC,
including information about filing a
charge of discrimination, is available at

WWW.Ee0C.5OV.




EMPLOYERS HOLDING FEDERAL CONTRACTS 6R SUBCONTRACTS

The Department of Labor’s Office of Federal Contract Protected Veteran Status
Compliance Programs (OFCCP) enforces the nondiscrimination
and affirmative action commitments of companies doing business
with the Federal Government. If you are applying for a job with,
or are an employee of, a company with a Federal contract or
subcontract, you are protected under Federal law from
discrimination on the following bases:

The Vietnam Era Veterans’ Readjustment Assistance Act of 1974,
as amended, 38 U.5.C. 4212, prohibits employment discrimination
against, and requires affirmative action to recruit, employ, and
advance in employment, disabled veterans, recently separated
veterans (i.e., within three years of discharge or release from
active duty), active duty wartime or campaign badge veterans,
Race, Color, Religion, Sex, Sexual Orientation, SuATEc Forcesseiceimedal yetsions

Gender Identity, National Origin Retaliatian

Executive Order 11246, as amended, prohibits employment
discrimination by Federal contractors based on race, color,
religion, sex, sexual orientation, gender identity, or national
origin, and requires affirmative action to ensure equality of
opportunity in all aspects of employment.

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

Any person who believes a contractor has violated its

Asking About, Disclosing, or Discussing Pay nondiscrimination or affirmative action obligations under

. : OFCCP’s authorities should contact immediately:
Executive Order 11246, as amended, protects applicants and

employees of Federal contractors from discrimination based on The Office of Federal Contract Compliance Programs (OFCCP)
inquiring about, disclosing, or discussing their compensation or U.S. Department of Labor
the compensation of other applicants or employees. 200 Constitution Avenue, N.W.

Washington, D.C. 20210
Disability 1-800-397-6251 (toll-free)
Section 503 of the Rehabilitation Act of 1973, as amended, If you are deaf, hard of hearing, or have a speech disability, please dial
protects qualified individuals with disabilities from discrimination ~ 7-1-1to access telecommunications relay services. OFCCP may also
in hiring, promotion, discharge, pay, fringe benefits, job be contacted by submitting a question online to OFCCP's Help Desk
training, classification, referral, and other aspects of employment  at https://ofccphelpdesk.dol.gov/s/, or by calling an OFCCP regional
by Federal contractors. Disability discrimination includes not or district office, listed in most telephone directories under U.S.
making reasonable accommodation to the known physical or Government, Department of Labor and on OFCCP’s “Contact Us”
mental limitations of an otherwise qualified individual with a webpage at https://www.dol.gov/agencies/ofccp/contact.

disability who is an applicant or employee, barring undue
hardship to the employer. Section 503 also requires that
Federal contractors take affirmative action to employ and
advance in employment qualified individuals with disabilities
at all levels of employment, including the executive level.

PROGRAMS OR ACTIVITIES RECEIVING FEDERAL FINANCIAL ASSISTANCE

Race, Color, National Origin, Sex Individuals with Disabilities

In addition to the protections of Title VIl of the Civil Rights Act Section 504 of the Rehabilitation Act of 1973, as amended,

of 1964, as amended, Title VI of the Civil Rights Act of 1964, as prohibits employment discrimination on the basis of disability
amended, prohibits discrimination on the basis of race, color in any program or activity which receives Federal financial assistance.
or national origin in programs or activities receiving Federal Discrimination is prohibited in all aspects of employment against
financial assistance. Employment discrimination is covered by persons with disabilities who, with or without reasonable

Title VI if the primary objective of the financial assistance is accommodation, can perform the essential functions of the job.
provision of employment, or where employment discrimination

causes or may cause discrimination in providing services under If you believe you have been discriminated against in a program
such programs. Title IX of the Education Amendments of 1972 of any institution which receives Federal financial assistance,
prohibits employment discrimination on the basis of sex in you should immediately contact the Federal agency providing
educational programs or activities which receive Federal such assistance.

financial assistance.

(Revised 10/20/2022)



PAY TRANSPARENCY

NONDISCRIMINATION PROVISION

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

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

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



Notice

Aviso

Migrant and
Seasonal
Agricuitural
Worker
Protection Act

This federal law requires apricultural employsrs,
agrizultural asscclations, famm laber contractora and
their employees to chaerve certain labor standarda
when emgloying migram and seasenal farmworkers
uniass spactic oxempticns apply. Furthar, fam labor
contraclors aro required to registar with the U.S.
Dapartment of Labor,

Migrant and Seasonal Farmworkers
Have These Rights
« To recalva aocurats Information &bout wages and
working conditfons for the prospective amployment
» To recaive this infarmation in writing and tn English,
Spanish or othet languages, s approprizte
& To have the larms of the working arrangemaent
ugheld
» To hava fam tebor contractons shaw proof of
registration at the #ima of recnuitmant
* To be paid wages when dug
* Toseceiva Hemizad, writian slatements of eamings
for egch pay paricd
* To purchase gaods from the scurce of thelr choice
» To be transporied in vehiciea which gre propary
insurad and operated by Roansed drivers, and which
maet fatfarel and state safaty slendards
. Furnﬁgmﬂlarmmmamwmnmptmﬁedhmﬁm
# To bs housed In proparly which meets fedar)
and state safety and health standards
# To have tha housing irlermation presented to
them in writing &t the tme of reerufiment
# To have postad In a corspicuous place &t the
housing slte or presented fo them a statoment of
the terms and conditions of cocupancy, if any

Workers who belleve thelr fights under the et

have been viclatad may fila complais with the
depmmm*si’lageandﬂnurmmiunwmarﬂa
sult directly in foceral district court. The law prohibits
employers from discriminating against workers who
(e eomplaints, tastify or in any way exercise thefr
rights on thalr gwn behal! or on behall of olhers,
Complainiy of such dlscrimination must bo fied with
the civision within 180 dayz of the alleged event,

For further Intormation, gel in touch with the noarest
offioe of the Wege and Hour Divisian, listed In most
telaphone directories under the U.3. Govemment,

Departmen of Labor.

Ley de Proteccién
de Trabajadores
Migrantes y
Temporales en

la Agricultura

Esta lay fedenl exige que los patrenas agrocles, las aeotiesiones
ayfmmﬁmvmsdsmdemwhua{nmoﬂ.vm
ampleadas cumpian ¢on clertas nomas laboralas

trabajadores
apliquen g¥capciones espacliicas, Loz contratistas, o troquesos, tlertan
adamés la obligaciin de reglstrarss con ot Dapartamanto ¢al Trabajo,

Los Trabajadores Migrantes y Temporales en la

Agricuftura Tienen los Derechos Sigulentes

omrmmmmmmymwmmmw
amples futuro

= Reiblr estos datos por esorito en inglés, en espaficl, o en otro idioma
que aea aprepledo

-wmmdsmmmnwmnmm
presentadas cuando 5a les kizo la ofarta do trabajo

» Al ger reciutados perm un trabafo, var une prunha de que e condratista
se haya ragistdo con of Depantamento dal Trabajo

& Cabyar of salade en la feche ffada

* Raciilr ¢cada dfa de pago un recibo indlcando of satario v [a razin de
cualqulor deduccidn

* Comprar mercanclag &l comarcianta quo elfos escojan

¢ 8er transporiados on vehiculos quo lengan segures adecuados v qua
hampmdolmhapmsmerﬂmymdewwﬂdzd?r
conduridas por chaferes qua tengan parnnleos de manajar

e Las garantias para fos rabaadores migrantes a qulenes s les
kropurcionan viviendas o alolemlanto
ammmmmwmmyma
seguridad y do sanidad
*Alserraﬂutaﬂoa.mcblrpwmlnfommlaswﬁmdasym
costo

# Reelbir de sU pation un aviso escriio explisando las condicionas da
ocupacién dela vivienda, o qua ta) aviso estd colocado en un huger
viaiblo do Ja vivienda

Loa trabajadoren gye crean haber sufrido una viclaciin do sus derechos
medaupresamarsusquoiauhmuasmmsyﬂnmapuwen
prassntar una damanda directamenta a los tribunales fadarates, La

lay prohike cualquier discimingclin o sancién hacia los trabajadoreg
qua prosenten teles quejas, gue hegan declaracionas, o que reciamen
da cuplguier manera sus darechos, sea a baneficio da of mismos o 2
benoficio de olros. Hay que prasentar ian quejas de discriminacién o do
senclin a la divisiin dentro da 180 diss da) sucess,

En 2e30 de quo novesite mAs Informacién, comuniguense cen la oficing da
fa Diviglén do Galariea y Haras mis cercana, que sparece en la mayoria
de log directorios telafénicos belo ol tiule U.S. Government, Departmen of
Labor.

WAGE AND HOUR DivisSion DIVISION DE HORAS Y SALARIOS

UNITED STATES DEPARTMENT OF LABOR DEPARTAMENTO DE TRABAJD DE LOS EE.UU,
1-866-487-9243 1-266-487-9243

www.dol.goviwhd www.del.goviwhd

SWHD SIWHD

Tha txw requima enployens o display thia poster whem Lo loy sxlgo qun los fzn oula aviso en un lugar dende pusdan verly
emplopeas can mudily sea i, fdelimants los

i ]
PRINT (4



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 mare restrictive with respect to
lie detector tests.

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

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

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

1-866-487-9243
awn M) WAGE AND HOUR DIVISION TV 1.877.880 £aa7

E2E

UNITED STATES DEPARTMENT OF LABOR www.dol.aov/whd E
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YOUR RIGHTS UNDER USERRA

THE UNIFORMED SERVICES EMPLOYMENT
AND REEMPLOYMENT RIGHTS ACT

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

REEMPLOYMENT RIGHTS HEALTH INSURANCE PROTECTION

You have the right to be reemployed in your civilian job if you leave that Ifyou leave your job to perform military service, you have the right

job to perform service in the uniformed service and: to elect to cantinue your existing employer-basad health plan
caverage for you and your dependants for up to 24 months while in

¥ you ensure that your employer receives advance written or verbal

i ) the military.
notice of your service;

% you have five years or less of cumulative service in the unifarmed v Even if you don't elect to continue coverage during your military
services while with that particular employer; service, you have the right to be reinstated in your employer's
& you return to work or apply for reemployment in a timely manner health plan when you are reemployed, generally without any waiting
after conclusion of service; and periods or exclusions (e.g., pre-existing condition exclusions) except
¥ you have not been separated from service with a disqualifying for service-connected illnesses or injuries.
discharge or under other than hanorable conditions.
ENFORCEMENT
If you are eligible to be reemployed, you must be restored to the job
and benefits you would have attained if you had not been absent due to % The US. Department of Labor, Veterans Employment and Training
military service or, in some cases, a comparable job. Service (VETS) is authorized ta investigate and resolve complaints

of USERRA violations.
RIGHT TO BE FREE FROM DISCRIMINATION AND RETALIATION

i Forassistance in filing a complaint, or for any other information on

o USERRA. contact VETS at 1-866-4-USA-DOL or visit its website at
% are a past or present member of the uniformed service: http://www.dol.gov/vets. An interactive online USERRA Advisor can
w  have applizd for membership in the uniformed service: or be viewad at http://www.dol.gov/elaws/userra.htm.

@ are obligated to serve in the uniformed service;

<8

If you file a complaint with VETS and VETS is unable to resalve it,
you may request that your case be referred to the Department
% initial employment; of Justice or the Office of Special Counsel, as applicable, for

*  reemployment; representation.

¥ retention in employment; ’ -
#  promotion; or You may also bypass the VETS process and bring a civil action

i any benefit of employment against an employer for violations of USERRA.

f

then an employer may not deny you:

=3

because of this status.

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

The rights listed here may vary depending on the circumstances, The text of this notice was prepared by VETS, and may be viewed on the internet at this
address: hitp://www.dol.gov/vets/programs/userra/posterhim. Federal law requires employers to notify employees of their rghts under USERRA, and employers

may mees this requirement by displaying the test of this notice where they customarily place notices for emplayees.
VTG

U.S. Department of Labor U.S. Department of Justice Office of Spacial Counsel 1-800-336-4590

1-866-487-2365 Publication Date — April 2017
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EMPLOYEE RIGHTS

UNDER THE H-2A PROGRAM

THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

The Immigration and Nationality Act (INA) allows for the employment of temporary, non-immigrant workers in
agriculture (H-2A WORKERS) only if the employment of U.S. workers would not be adversely impacted. To ensure
that U.S. workers are not adversely impacted, H-24 WORKERS and OTHER WORKERS employed on an H-2A work
contract or by an H-2A employer in the same agricultural work as the H-2A workers have the following rights:

DISCLOSURE °

WAGES

To receive accurate, WRITTEN INFORMATION about the wages, hours, working
conditions, and benefits of the employment being offered

To receive this information prior to getting a visa and no later than on the first day of work
To receive this information in a language understood by the worker

= To be PAID at least twice per month at the rate stated in the work contract

¢ To be informed, in writing, of all DEDUCTIONS (not otherwise required by law) that will be

TRANSPORTATION
HOUSING .
L]
L
ADDITIONAL *
PROVISIONS

made from the worker's paycheck

To receive an itemized, written STATEMENT OF EARNINGS (pay stub) for each pay period
To be guaranteed employment for at least THREE-FOURTHS (75%) of the total hours
promised in the work contract

To be provided or, upon completion of 50 percent of the work contract period, reimbursed
for reasonable costs incurred to the place of employment for transportation and
subsistence (lodging incurred on the employer’s behalf and meals)

Upon completion of the work contract, to be provided or paid for return transportation
and subsistence

For workers living in employer-provided housing, to be provided TRANSPORTATION, at
no cost to the worker, between the housing and the worksite

All employer-provided transportation must meet applicable safety standards, be properly
insured, and be operated by licensed drivers

For any worker who is not reasonably able to return to his/her residence within the same
day, to be provided HOUSING AT NO COST

Employer-provided housing must meet applicable safety standards

Workers who live in employer-provided housing must be offered three meals per day at
no mare than a DOL-specified cost, or provided free and convenient cooking and kitchen
facilities

To be provided state WORKERS' COMPENSATION insurance or its equivalent

* To be provided, at no cost, all TOOLS, SUPPLIES, and EQUIPMENT required to perform

the assigned duties

TO BE FREE FROM DISCRIMINATION or DISCHARGE for filing a complaint, testifying, or
exercising your rights in any way or helping others to do so

Employers MUST comply with all other applicable laws (including the prohibition against
holding workers' passports or other immigration documents)

Employers and their agents, including foreign recruiters, or anyone working on behalf

of the employer, MUST NOT receive payment from any worker for any costs related to
obtaining the H-2A certification (such as application and recruitment fees)

Employers MUST display this poster where employees can readily see it

Employers MUST NOT lay off or displace similarly employed U.S. workers within 60 days
of the date of need for H-2A workers

Employers MUST hire any eligible U.S. worker who applies during the first 50 percent of
the approved work contract period

Workers who believe their rights under the program have been violated may file confidential complaints.

For additional information:
1-866-4-UsSwaGe SWHB

LS. Wage and Hour Division
(1-866-487-9243) TTY: 1-877-889-5627

WWW.DOL.GOV/WHD

U.S. Department of Labor | Wage and Hour Division
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The U.S. Equal Employment Opportunity Commission (EEOC) enforces Federal laws that protect you from
discrimination in employment. If you believe you’ve been discriminated against at work or in applying for
a job, the EEOC may be able to help.

Who is Protected?

e Employees (current and
former), including managers
and temporary employees

* Union members and
applicants for membership
in a union

« Job applicants

What Organizations are Covered?

» Educational institutions
(as employers)

= Most private employers

» State and local governments

(as employers) ¢ Unions

« Staffing agencies

What Types of Employment Discrimination
are lllegal?

Under the EEOC’s laws, an employer may not discriminate against
you, regardless of your immigration status, on the bases of:

 Race * Genetic information

« Color (including employer requests
e for, or purchase, use, or

 Religion

disclosure of genetic tests,
genetic services, or family
medical history)

* National origin

» Sex (including pregnancy
and related conditions,
sexual orientation, or
gender identity)

¢ Age (40 and older)

« Disability

* Retaliation for filing a
charge, reasonably
opposing discrimination,
or participating in a
discrimination lawsuit,
investigation, or proceeding.

What Employment Practices can be Challenged

as Discriminatory?
All aspects of employment, including:
« Discharge, firing, or lay-off * Job training
» Harassment (including * Classification
unwelcome verbal or

physical conduct)

« Referral

» Obtaining or disclosing
genetic information of
employees

» Hiring or promotion
* Assignment

* Pay (unequal wages or
compensation)

« Failure to provide
reasonable accommodation
for a disability or a sincerely-
held religious belief,
observance or practice

* Benefits

* Requesting or disclosing medical
information of employees

¢ Conduct that might reasonably
discourage someone from
opposing discrimination, filing
a charge, or participating in an
investigation or proceeding.

What can You Do if You Believe Discrimination
has Occurred?

Contact the EEQC promptly if you suspect discrimination. Do not
delay, because there are strict time limits for filing a charge of
discrimination (180 or 300 days, depending on where you live/
work). You can reach the EEOC in any of the following ways:

Submit an inquiry through the EEOC’s public portal:
https://publicportal.eeoc.gov/Portal/Login.aspx

Call 1-800-669-4000 (toll free)
1-800-669-6820 (TTY)
1-844-234-5122 (ASL video phone)

Visit  an EEOC field office (information at
www.eeoc.gov/field-office)
E-Mail info@eeoc.gov

Additional information about the EEOC,
including information about filing a
charge of discrimination, is available at

WWW.eeoc.gov.




EMPLOYERS HOLDING FEDERAL CONTRACTS OR SUBCONTRAC

The Department of Labor's Office of Federal Contract Protected Veteran Status
Compliance Programs (OFCCP) enforces the nondiscrimination
and affirmative action commitments of companies doing business
with the Federal Government. If you are applying for a job with,
or are an employee of, a company with a Federal contract or
subcontract, you are protected under Federal law from
discrimination on the following bases:

The Vietnam Era Veterans’ Readjustment Assistance Act of 1974,
as amended, 38 U.S.C. 4212, prohibits employment discrimination
against, and requires affirmative action to recruit, employ, and
advance in employment, disabled veterans, recently separated
veterans (i.e., within three years of discharge or release from
active duty), active duty wartime or campaign badge veterans,
Race, Color, Religion, Sex, Sexual Orientation, O Afmed GreEs SR R A Wk

Gender Identity, National Origin Retaliatlon

Executive Order 11246, as amended, prohibits employment
discrimination by Federal contractors based on race, color,
religion, sex, sexual orientation, gender identity, or national
origin, and requires affirmative action to ensure equality of
opportunity in all aspects of employment.

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

Any person who believes a contractor has violated its

Asking About, Disclosing, or Discussing Pay nondiscrimination or affirmative action obligations under

: ; OFCCP’s authorities should contact immediately:
Executive Order 11246, as amended, protects applicants and

employees of Federal contractors from discrimination based on The Office of Federal Contract Compliance Programs (OFCCP)
inquiring about, disclosing, or discussing their compensation or U.S. Department of Labor
the compensation of other applicants or employees. 200 Constitution Avenue, N.W.

Washington, D.C. 20210
Disability 1-800-397-6251 (toll-free)
Section 503 of the Rehabilitation Act of 1973, as amended, If you are deaf, hard of hearing, or have a speech disability, please dial
protects qualified individuals with disabilities from discrimination 7-1-1 to access telecommunications relay services. OFCCP may also
in hiring, promotion, discharge, pay, fringe benefits, job be contacted by submitting a question online to OFCCP’s Help Desk
training, classification, referral, and other aspects of employment  at https://ofccphelpdesk.dol.gov/s/, or by calling an OFCCP regional
by Federal contractors. Disability discrimination includes not or district office, listed in most telephone directories under U.S.
making reasonable accommodation to the known physical or Government, Department of Labor and on OFCCP’s “Contact Us"
mental limitations of an otherwise qualified individual with a webpage at https://www.dol.gov/agencies/ofccp/contact.

disability who is an applicant or employee, barring undue
hardship to the employer. Section 503 also requires that
Federal contractors take affirmative action to employ and
advance in employment qualified individuals with disabilities
at all levels of employment, including the executive level.

PROGRAMS OR ACTIVITIES RECEIVING FEDERAL FINANCIAL ASSISTANCE

Race, Color, National Origin, Sex Individuals with Disabilities

In addition to the protections of Title VIl of the Civil Rights Act Section 504 of the Rehabilitation Act of 1973, as amended,

of 1964, as amended, Title VI of the Civil Rights Act of 1964, as prohibits employment discrimination on the basis of disability
amended, prohibits discrimination on the basis of race, color in any program or activity which receives Federal financial assistance.
or national origin in programs or activities receiving Federal Discrimination is prohibited in all aspects of employment against
financial assistance. Employment discrimination is covered by persons with disabilities who, with or without reasonable

Title VI if the primary objective of the financial assistance is accommodation, can perform the essential functions of the job.
provision of employment, or where employment discrimination

causes or may cause discrimination in providing services under If you believe you have been discriminated against in a program
such programs. Title IX of the Education Amendments of 1972 of any institution which receives Federal financial assistance,
prohibits employment discrimination on the basis of sex in you should immediately contact the Federal agency providing
educational programs or activities which receive Federal such assistance.

financial assistance.

(Revised 10/20/2022)



Under the NLRA, you have
the right to:

« Organize a union to
negotiate with your employer
concerning your wages,
hours, and other terms and
conditions of employment.
Form, join or assist a union.
Bargain collectively through
representatives of employees’
own choosing for a contract
with your employer setting
your wages, benefits, hours,
and other working conditions.
Discuss your terms and
conditions of employment
or union organizing with your
co-workers or a union.

Take action with one or more
co-workers to improve your
working conditions by, among
other means, raising work-
relatec complaints directly
with your employer or with

a government agency, and
secking help from a union.
Strike and picket, depending
on the purpose or means of
the strike or the picketing.
Choose not to do any of
these activities, including
joining or remaining a
member of a union.

.

Hlegal conduct will not be permitted. 1f you
believe your rights or the riphts of others
have been violated, you should contact the
NLRB promptly to protect your rights, gen-
erally within six months of the unlawful
activity. You may inquire about possible vi-
olations without your employer or anyone
else being informed of the inquiry. Charges
may be filed by any person and need not
be filed by the employee directly affected
by the violation. The NLRB may order an
employer to rehire a worker fired in viola
tion of the law and to pay lost wages and
benefits, and may order an employer or
union to cease violating the law, Employees
should seek assistance from the nearest
reglonal NLRB office, which can be found
an the Agency's website: www.nlrb.gov.

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

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

Refuse to process a
grievance because you have
criticized union officials

or because you are not a
member of the union.

Use or maintain
discriminatory standards or
procedures in making job
referrals from a hiring hall.
Cause or attempt to cause
an employer to discriminate
against you because of your
union-related activity.

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

.

If you and your coworkers select a union

to act as your collective bargaining
representative, your employer and the union
are required to bargam 1n good fath i a

genumne effort to reach a written, binding
agreement setting your terms and conditions

of employment. The union 15 required to
farrly represent you in bargaining and
enforcing the agreement,

You can also contact the NLRB by calling
toll- free: 1-844,-762-NLRB (6572).
Language assistance is available. Hearing
impaired callers who wish to speak to an
NLRE representative should send an email
1o relay.service@nleb.gov. An NLRB rep-
resentative will email the requestor with
instructions on how to schedule a relay
service call.

SCAN TO LEARN MORE

r EMPLOYEE RIGHTS —

UNDER THE NATIONAL LABOR RELATIONS ACT

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

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

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

such as parking lots or break
rooms.

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

Fire, demote, or transfer
you, ar reduce your hours

or change your shift, or
otherwise take adverse action
against you, or threaten to
take any of these actions,
because you join or support
a union, or because you
engage in concerted activity
for mutual aid and protection,
or because you choose not to
engage in any such activity.
Threaten to close your
workplace if workers choose
a union to represent them.

Promise or grant
promotions, pay raises, or
other benefits to discourage
or encourage union support.
Prohibit you from wearing
union hats, buttons, t-shirts,
and pins In the workplace
except under special
circumstances.

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

“The National Labor Relations Act covers

most private - sector emplovers, Excluded from
coverage under the NLRA are public-sector
employees, agricultural and domestic workers,
independent contractors, workers cpioyed by

a parent or spouse, ciiployees of aie and rail
carriers covered by the Railway Labor Act, and
supervisors (although supervisars that have been
discriminated against for refusing to vielate the
NLRA may be covered).

This i5 an official Government Notice and must not be defaced by anyone,

Technical Rovision Date: 06/02/22




