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United States Department of Labor

Office of Small and Disadvantaged Business Utilization

Poster Page: Workplace Poster Requirements for Small Businesses and Other Employers Posters On This Page
Some of the statutes and regulations enforced by agencies within the Department of Labor require that posters or = Job Safety & Health

notices be posted in the workplace. The Department provides electronic copies of the required posters and some of the ]
posters are available in languages cther than English, = Equa! Empioyment Opportunity
Please note that posting requirements vary by statute; that is, not al employers are coverad by each of the = Fair Labor Standards Act (FLSA) —

Department’s statutes and thus may not be required to post a spacific notice. For example, some small businesses may  [inimum Wage
not be covered by the Family and Medical Leave Act and thus would not be subject to the Act’s posting requirements, ¢
For information on coverage, visit the Employment Laws Assistance for Workers and Small Business (elaws) Poster 2 Mmmmm
Advisor, You may atso contact the Office of Small and Disadvantaged Business Lkilization, for assstance with these Disabies/Special Mnimun Wage
notice requirements. Poster

For more information about poster requirements or other compliance assistance matters, you may = Famiy & Medical Leave
contact the U.S, Department of Labor at 1-866-4-USA-DOL, or select the links provided in the chart o USERRA — Veteran Rights
P USERRA — Veteran Rights

(Davs-8acon)

= Construction Contracts
U.S. DEPARTMENT OF LABOR WORKPLACE POSTER REQUIREMENTS FOR SMALL BUSINESSES AND OTHER _ Employee Polygraph Protection

EMPLOYERS
= Migrant & Seasonal Agriculyral
Workers
= Federal Contractor Fosters
CITATIONS /
POSTER WHO MUST POST PENALTY OTHER INFORMATION

JOB SAFETY AND Private employers engaged in a Any covered Employers in states operating OSHA-approved state plans should
HEALTH FROTECTION | business affecting commerce. Does | employer failing to | obtain and post the state’s equivalent poster.

Occupational Safety and | not apply to federal, state or poltcal | post the poster may ) p £l
Health Administration | subdivisions of states. be subject to For mara information bout Job Safety and Health, please vist:
29 USC 657(c), 29 CFR citation and penatty. | http://wwi.osha.gov/Publications/poster. hitrmi

1903.2

» ot

EQUAL EMPLOYMENT Entities holding federal contracts or | Appropriate contract | Post coples of the poster In conspicuous places avallable to
OPPORTUNITY IS THE | subcontracts or federally assisted sanctions may be employees, appicants for employment, and representatives of labor
LAWY Office of Federal construction contracts of $10,000 or | Imposed for organizations with which there is a collective bargaining agreement,
Contract Compliance more; financial institutions which are | uncorrected Afso, non construction contractors or subcontractors with 50 or more
Programs Issuing and paying agents for U.S. violations, employees and a contract of $50,000 or more [othervise required by
Executive Order 11246, |savings bonds and savings notes; 41 CRR 80-2.1 (a)] should develop an equal opportunity policy as part

as amended; Section 503
of the Rehabilitation Act
of 1973, as amended; 38
US.C. 4212 of the
Vietnam Era Veterans’
Readjustment Assistance
Act of 1974, as amended;
41 CFR Chapter 604 42;
41 CF.R 60-250.4(k); 4 1
C.F.R. 60-74 1.5(a)4

s nEped

depostones of federal funds or
entities having government bills of
lading.

Please note that the EEQC* may
provide addibonal posting
requirements at Section 2000e-10
{8711}

of an affirmative action plan and post the policy on company bulletin
boards. 41 CFR 60-2.2 1 (a)(9).

http://'www.dol.gov/oasam/boc/osdbu/sbrefa/poster/matrix.htm
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employees in 20 or more work weeks

Falr Labor Standards Act | Every private, federal, state and local | No cations or Any employer of employees to whom sec, 7 of the Far Labor
(FLSA) government employer employing any | penalties for fadure | Standards Act does not apply may alter or madify the poster legibly to
Minimum wage poster employes subject to the Far Laber to post. show that the overtime provisions do net apply.
Wage and Hour Division | Standards Act, 25 USC 211, 29 CRR
516.4 posting of notices. For mformation on how to order a poster, please visit!

» En Espaiol http://wew.dol.goyiwhd/publications
= Chiness Version (PDF)
* Russian Yersion (FDF)
= Thai Vetsicn (PDF)
* Hmong Versica (PDE}
= Vietnamese Version

(EDE}
» Korean Version (POF)
Specific posters for:
* State & Local Gov't

Employees (POF)
* Agricultural Employees

(FDE)
* Amencan Somoa

(EDE)
» Northem Manana

Islands {PDF)
Employee Right for Every employer having workers lo citations or \Where an emplayer finds it inappropriate to post such a notice, the
Workers with employed under special minimum penalties for falure | employer may provide the poster directly to all employees subject to
Disabilities/Special wage certificates authorized by to post. its berms.
Minimum Wage Poster | section 14(c) of the Fair Labor : X :
Wage and Hour Division | Standards Act, For mformabtion on how to order a poster, please vistt:
20 CFR 525.14 hitp:fivww.dol goviwhd/publcations
- —n ] r:' \1 )
YOUR RIGHTS UNDER | Public agencies (including state, local, | Willful refusal to \Where an employer’s workforce is not proficent in English, the
THE FAMILY AND and federal empleyers), public and post may result in a | employer must provide the notice in the language the employee
MEDICAL LEAVE ACT private slementary and secondary civil money penalty | speaks, The poster must be poasted prominently where it can be
Wage and Hour Dwvislon | schools, as well as private sector by the Wage and readly seen by employess and applicants for employment,
2% OFR 825300, 402 employers who employ 50 or more | Hour Division not to

exceed $100 for

For mformation on how to order a poster, please visit:

* kool and who are engaged in commerce or | each separate hitp:/fwenw dol goyiwhd/publcations
In any Industry or activity affecting offense.
commerce, including joint employers
and successors of coverad employers,
Uniformed Services The fidl text of the notice must be o ceations or Employers may provide the notice by posting it where employee
Employmeat and provided by each employer to penalties for fadure | notices are customarily placed, However, employers are free to
Reemployment Rights Act| persons entitled to rights and benefits | to nobfy. An provide the nobce in other viays that will minimize costs while
(Notice for use by all under USERRA. individual could ask | ensuring that the full text of the notice is provided (e.g., by
employers.) USDOL o distributing the nobice by direct handling, maifing, or via electronic
Veterans' Employment investigate and seek | mai),
and Training Service compliance, or flea ) ) o
38 US.C. 4334, 20 FR private enforcament For more mformation about USERRA, please visit:
1002. action to require the | htp://veww.dol.govfy ra
employer to provide
the notice to
employees,

http://'www.dol.gov/oasam/boc/osdbu/sbrefa/poster/matrix.htm
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NOTICE TO ALL Any contractor/subcontractor o cations or The contractor or subcontractor is required to insert in any
EMALOYEES WORKING | engaged in contracts in excess of penalties for falure | subcontract the poster requiremnents contained in 29 CFR 5,5(aX1).
ON FEDERAL OR $2.000 for the actual construction, to post. The poster must be posted at the site of viork, In @ prominent and
FEDERALLY FINANCED | alteration/repair of a public building accessible place where it can easlly be seen by workers,
CONSTRUCTION or public werk or building cr work - N :
PROJECTS (Davis-Bacon | financed in whole or in part from For mformation on how to order a poster, please visit:
Act) federal funds, federal guarantas, of http:f/veww.dol. gov/whd/publcations
WWage and Hour Division | federal pledge which Is subject to the
28 CFR 5.5(a)X1) labor standards provisions of any of
the acts listed in 29 CFR 5.1,
® B Epatl
NOTICE TO EMPLOYEES | Every contracter or subcontractor o cations or Contractors and any subcontractors engaged In federal service
WORKING ON engaged i 3 contract with the United | penalties for falure | conbacts exceeding $2,500 shal notify each service employee or post
GOVERNMENT States or the District of Columblz n | to post. the minimum monetary wage and any fringe benefits required to be
CONTRALTS (Service excess of $2, 500 the principal paid pursuant to the contract.
Contracts Act) purpose of which Is to fumnish
Wage and Hour Division | services in the US. through the use For information on how to order a poster, please visk:
29 CFR 4.6(e), .164 of service employees. http:/hweny.dol.goivhd/publcabons
» EnEmdy
g Any employar engaged in or affecting | The Secretary of The Act extends to all employees or prospective employees regardiess
POLYGRAPH commerce or In the production of Labor can bring of their citizenship status, Forelgn corporations operating in the
PROTECTION ACT goods for commerce. Does not apply | court actions and United Status must comply or will resuk in penalties for &#ing to
Wage and Hour Oivision | to federal, state and local assess civil penalbes | post. The poster must be displayed where employees and applicants
29 CFR 8016 governments, or to circumstances for failing to post. | for employment can readily observe it
covered by the national defense and ) ) )
® B Fpad security exemption. For mformation on how to order a poster, please visit:
hitp:/veewvdol.goviwhd /publications
NOTICE MIGRANT AND | Agricultural employers, agnculural | A civil money Each employer covered by the Act who provides housing to migrant
SEASONAL associations and fam labor penalty may agricultural workers shafl post in a conspicuous place, throughout the
AGRICLETURAL WORKER | contractors. assessed, occupancy period, information on the terms and conditions of
PROTECTION ACT occupancy of such housing.
Wage and Hour Division
29 OFR 500.75, .76 For mformation on how to order a poster, please visit:
http: //wewnw.dol.govfwhd/publcations
= In English/En Espanel
- ]n mglﬂ tAn Emm‘]

http://'www.dol.gov/oasam/boc/osdbu/sbrefa/poster/matrix.htm
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NOTIFICATION OF Federal contractors and The sanctions, The notice, prescribed in the Department of Labor's regulations,
EMALOYEE RIGHTS subcontractors must post the penalties, and informs employees of Federal contractors and subcontractors of their
LRIDER FEDERAL LABOR | employee notice consplcucusly in and | remedies for rights under the NLRA to organize and bargain collectivaly with thesr
LAWS around their plants and offices so noncampliance with | employers and to engage in other protected concerted activity,
Office of Labor- that & Is promnent and readlly seen | the notice Mditienally, the notce provides examples of |llegal conduct by
Managernent Standards | by employees, In particular, requiraments employers and unions, and it provides contact information o the
Executive Order 13496, | contractors and subcontractors must | include the National Labor Relations Board (wavw.nltb.gov), the agency
29 CFR Part 471 post the notice where other notices to | suspensicn o respansible for enforcing the NLRA

employees about their ybs are cancellation of the
postad, contract and the For more mformation about OLMS Fadaral Labor Laws, please visit:
debarring of Federal | http://wwiw.dol.govfolms/regs/compliznce/E013496.htm

Addionally, federal contractors and | contractors from
subcontractors who post notices to | gytyre Federal
employees electionically must also | contracts,

post the required notice electronically
via a link to the OLMS website. When
posting slectronicaly, the link to the
notice must be placed where the
contractor customanly places other
electronic nobices to employees about
their jobs. The link can be no less
prominent than other employee

notices, Electronic posting cannct be
used as a substitute for physical
posting.

Where a significant portion of a
faderal contractor’s or subcontractor’s
workforce & not proficent in English,
they must provide the employee
notice In languages spoken by
employees, OLMS will provide

translations of the employee notice
that can be used to comply with the
physical and electronic posting
requirements.
Back to Top
Did you know - some agencies have posters in another language. Visit their websites for availability,
Posters of special interest to federal contractors:
= The Davis-Bacon Act = Uniformed Services Employment and Reemployment Rights Act (Matice for
{Government construction) use by federal agency employers)
« The Service Contract Act (SCA) = Equal Empioyment Opgortunity

= En Espaiol

http://'www.dol.gov/oasam/boc/osdbu/sbrefa/poster/matrix.htm 1/1/2015
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Equal

Employment Opportunity is

THE LAW

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

Applicants to and employees of most peivate emoployers, state yod ocal governments, -1.Iur.m.n'-.l |ns|ilunr~rn.

Ththe VI of the Civil R
ermployees fron
Job training. classification, referral, and otl
of race, color, relgion, sex (Including w' nancy), or national erigin. Religious
dzcrimination inchxdes failing to res scoammocdate an employee’s relig
practices where the accommodation does not imposs undue hardship

applicants and
: fringe bepefits,
1 aspects of employment, on the basks

DISABILITY

Title | and Title V of the Amerkeans with Disabilities Act of 1960, &5 amended, peotect
qualified indivichuals from discrirmnation on the basis of disablity in hiring, prometion,
discharge, pay, fringe bepefits, job training, classificstion, referral and other

agpocts of eonployment, Disabibty discrimination inclides pot making ressonable
accammadation ta the known physical or mental limitations of an other wise qualified
individual wieh a disabllity who ls an applicant o erployee, barring undue hardsalip,

AGE

The Age Discrimination in Ernployment Act of 1067, as arnended, protects

spplicants and employees 40 years of age or older from discrimination based on
age in hiving, peomotion, discharge, pay, fringe benefits, job training, classdfleation,
referral, and other aspects of employment

SEX (WAGES)

[n sddition to sex decrimination prahibited by Tutde VI af the Civil Rights Act. us
amended, the Equal Pay Act o 1, as amended, prohibits sex discrirmination in
the payiment of wages to women and men per forming substantially equal work,
i jobes thiat require equal skill, effort. snd responsib mder similar working
condithons, i e same establishment.

GENETICS

Title IT of the Genetio Information Nondiscrimination Act of 2008 protects applicants
and ermployees from discrimination based on genetic mformation in hiring,
peomotion, discharge, pay, fringe benefits, job aalning, classification, referral, and

other as of enployment. GINA abso restricts emplyers' acquisition of genetic
mfarnmtion and strctly fimils disclosure of genetic information. Genelic infarnstion
mchd aut gepetic tests of upplicants, employ or thear fandly

membs station of diseases or disorders i family members (family
mexlical history): and requests for ar recelpd of genetc services by applicants,
enpvees; or ther fmily members.

RETALIATION

All of these Federal laws prohibit covered entities fi
person who files a charge of discrimination, partic
proceeding, or other wise opposes an unlawful employ

1 retaliating sagainst &
tes in a discrimtination
ol practice

i

WHAT T0O DO IF YOU BELIEVE DISCRIMINATION HAS OCCURRED

There are sirict tune limits for flling charges of erploymeat diserbmisation. To
pn«u-r\\ the ability of EEOC ta act on your bohalf and to protect your right to
private Ewsill, should you ultinarely need to, you should contact EEOC prompitly
when diseriminstion is suspected

e 125, Equal Empleyment Oppor tunity Commassion (EEQC), 1806065
(tolkree) or 1-800-6606820 (tol-fres TTY mumber for individuads with hearing
impairments), EEOC feld office information is available ot www.eeac.gov or

i mest telephone disectories in the U.S. Goverarent ar Federal Government
o Addigional Infornxtion sbout EEOC, inchuding Informsation about chage
ling, b= available at www.ceoc.gov.
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Laigualdad de oportunidades de empleo es

LA LEY

Empleadores privados, goblernos locales y estatales, Instituclones educativas, agencias de empleo y organizaciones de trabajo
Los postulantes y empleados de 1a mayoria de los empleadores privados, los gobiemos locales y estatales, las institnciones educativas,

las agencias de empleo v ks organizaciones de trabajo estin protegidos poe laley federad contra la discriminacion en funcidn de:
RAZA, COLOR, RELIGION, SEXO, PROCEDENCIA GENETICA
B Tubo VI de & Ley de Derechion, Civiles (Cnal Mightts Act) e 1564, con s moodificacones, £l Tvudo 1l dela Ley de No Discreninacidn por log w0 Gentien (Genede Jfbrmstion

protege 4 Jos postubumies y i los enpleados contra b dscriminscion e b que revpectaal
cootritason, los ascensos, o chsgados, los gages, bs cormpensancaones adiaomls, b cgodtaaen
Iabwral, In chssioaciin, lss reforencsns ¥ bos donms sageoctos dod emploo, on Socea de res, ooy,
relgon, sexo oot ks ermbarazadas) o prooedenain, La dmorinminacion refigicen we refisre n
I fadtin e achapitancidn racostile 2 das percticas religiosas de un oniplesch, sieropre ¥ caando diehs
mchaptacion no provogue L dificultad econdenica desmedich pam b companin.

DISCAPACIDAD

Loa Titudos 1y Vdela Loy de Estadouniderses con Dincapacidades (Amencuns with
Disabdities A de 1960, coa sus modificaciones, protoge 4 58 persorss iddoes aontra

lu discrimmacion por discapacidad en o que respecta 2 la contrmacidn, bos ascensos, los
dhewpicios, los pagos, ks campermacones adicionales, Is capacitacrn kiboral, s clasificacidn
lns referencias y los demis mpectos ded enplen. La discriminacicn por dscapacidad se
refiore o la faes de sdaptaciones Dl paerm b linmtacanoes Swicss o mestales de mn
persons idooe gue Sene una dacapacdad v gue a5 un postulents o un ermpleado. salvo
goe delas sdaptacones peovoquen uns dificulisd econdamics desnwedids pars b compadin,

EDAD

La Lev contra s Dnerinmnscon Labors! por Edad (Age Diserirmnation m Employiment
Act) de 1957 con sus medificaciones, protege a los postudantes y emgpleados de 40 ance
o mis contra la discriminecion por cuestones de cchid en Jo que respecta a la contmtacion,
los asconson, ks desgickn, bon pagns, s ccenpensacones adicionakes, b cagacitacion
laboral, by dasiSencioe, ks referencios v ks demms aspectos ded emmples,

SEXO (SALARIOS)

Adomus de fo eatnblecido en o Titudo V11 de I Ley de Derechos Civiles, con sus
modificacones. b Ley de Igualdad en las Renmnerscicnes (Egual Pay Act) de 1963, can
sus mudsSicaciones, tunbien profube |a discriminacion sexual en el pago de ke salarios
o lss imwijeres y los hombees que realicen basieamente el mismo trabajo, #n empleos que
reguiersn les mismas habilidades, esfierzo y respoasabiliclad, en condiciones laborales
sarnilares, om of misino establecimiento,

Nuncisenminabion Act. GINA) de 2008 protege o los postulintes v estpleacios contra b
dncrizninnccn basaxls en b informacion geoéson en Jo que respecta a ls contratacion, los
censos, los despidos, Jos pagos, L compensaciones sdidonales, & capacitacian laboral
| clasificacicn, b relerenciss v los dems sspectos ded enmgdoo. La GINA tambien lursea

la adquisicion de informacicn genetics poc parte de Jos emgdeadares y candiciona de
manern estricta su dvulgacion. La informacdn genetica incluye las prushas geneticas de
los postidanses, empleschos o infegrantes de s frenilies, Is manifestacian de enformedades
o trastormoe ce los miembros. de la fumika (historia medben [xnnlmr} y s w&amdn ols
recepeion de servicion geneticon poe parte de los postulantes, emy O Etegrantes de
s fumadias.

REPRESALIAS

Todas estas beves, federnles profuben a lys cntidades cubtertass que Sumen represaling
eft contrs de U POrnona que presents wia cango por discriminacion, particips en un
procemiento por dincriminecian o que, de algin otro moda, s opone & wna practica
Inhoeal leita

QUE DEBE HACER $1 CONSIDERA QUE ES VICTIMA DE LA DISCRIMINACION
Exinten plazos estrictos pars poosestar cargos por seriminscon babaral. A fin de
preservar ln capocidad de ln Cormmian pars & [guaklsd de icdackes =0 ol Empleo
(Eqqaal Ernploynynt Oppartunsty Comenission, EEOC) de sctuar en repessentacion siys
y proteger sa derecho a indciar uns demundn privadn si fuese pecesario en altima
istancs, debe camorneare can la EBOC sgenss sospects que se produgo un hedhe

e discreninachdn: Comisian pam la Igealdad do Oportunidades en of Emgleo de los
Extados Uidoss, 1-800-668-1000 (lines gratuits) o 1-800-660-682) (linca gratoita TTY gars
las personas con peokdernas soditives) . Pusde enncatrar informmacian sobee kg sucursales
& ln EEOC en www seoc gov 0 en la movors de las guins teleféesens en la seccion
Gobierne Faderal o Galserns de los Estados Unides, Tanabiin pusde obtener informsca
ndicional wabre la EEOC, incluso comn presentar un casgo, 0 www seoc oy




federal Notices & Posters, as of January 1, 2016

(60/TT opos1edy) 1-4/d-0049

RIDUSNSISE ENOIP EPIILG anb

[EISPR] EDUSTE B[ UOD OJRIPATLIN 3] FSIEOTUTIIGD SGaP [EISPR] BISIUEUD ELISISISE BULa
anb uopmysut Eun ap eumiSold iNSE e UODEUTILIDSIP 5P FIUTOA 0pIs By anb aan 1§

‘ofRqRI) PP SSTEDURSD seuoRumy sef seuadumsop uapand

‘sajqruozed sauonepdepe uts o uod ‘enb sepeppedessp stuostad sE BNUOD SI[RIOE]
5030545 S0] 50O} US UODEURULIISN ¥] ERIGI|oad 5pan ) ‘[RISPaY EIODURLY BIOUXSISE
el anb peplanoe o ewedosd asmbend U2 pepoededsip jod [Rioqe] HORDEURUILIS
o] Hqujo.d ‘SAUODEIGIPOL $NS UCD ‘GHT 9P UOPEINGEYY P A 7] 3P H(C UOIIOG B]
S30AVAIDVdVISIa NOD SYNOSH3d

60/TT Wamadng 12 02 80,/8 dIDA0 V1 KZ0/6 DOTT V] 4 SHQUENIN Sanvista)

TLIIPIJ EINDUELY FOUESISE LA anD SEAREOITRO SapUPLARIE SEf O

s Foxd S0] U2 0X% P UNFSS [0 UOLEULILOGT ] X|1{0HI Z76T IP SEAGERPY STULIORR]
SEpap X] oLy, [ sewedosd sopip ap SOIARS S0] URUORUoTAI] &5 OPATETR UOREUILLDSE
Fe2oacdl apand 0 edoaoud [RIOE] BOLEUTULIISE ] 18 0 "0 JEPUg $9 ERDUEY BLUS)SISEe
ef op edoud 0A3(o 2 15 A O, 2 20d MUK 353 [EI0qU] UDDBUIILDSD ¥ Iapag
EIOIUELY PIUS)SISE URal 90b sopepagor sty o seeSoud sof ue iouspooosd o sojo0 ez sod
UOLEUIIULIISE 5] SJOX] ‘SSUODENIDOTS S5 DO ‘A3f BIP 3 [ 0P [P ‘SSUOEIGIIO st &
V96T P SOEALD SOUDAIR(] 3P A ¥ 9P [IA OfFILL P U SEPDXKEISD S0n0ajosd Sef 3p SEIapy
0X3S 'VIONIA300¥d ‘401700 'vZvY

|eiape) eigioueUl BIOUS)SISE Ua|Ioal anb sapepiAnoe o seweigold

‘ofixjel], op oRuERds(] SOPILY) SOPEISY Sof 3P OUISIGOD) UODIAS ¥f 1a ST}

send se]ap eUoARIL | Us uadaedy SsEnd SE] 0jLnsp (2P 0 SaEuoFa SEUDLO SNS 3P BUn

I JRUR]] VK] O (30F OPHIN-dD2d0) dIDI0 BB OAURLIF 034100 S eSS un
JFenua apond uoiquIRy, (A1, BT LE51-669 (702) © (RS vouy) 1679-/66:008"T OUCR)
V1206 ¥ (] VoiBuIgse g “ N ‘Bnuaal Bomnsuo)) (7 Sop[) Sopesy sof Sp ofeqed], ap
oyuateLEdacy '(d 0J0) SHELPR] SHRRUCT) 3P OIUSIUTIIINT) 3p SeeSoL] ap TUDL() ]
W00 CYEIPILIUL Ap

SSIENUNIUOD 2B SUSULOLISHIE SEPELOUSIL SSPEPLIOJNE SE| UNSas UsIIEUTILLDSIP U o
BATRILLTE UGLIOR 3P $SU0DENq0 STIS 0[Ol EISHENUO tn anh 25p1sued anly euostxd epoy,

‘SI[RIIPI] SAAD] SEISD UNFDR UQELTIILINSIP Bf B "0potl ono UNd[@ ap ‘eSuodo

as anb 0 (43040 ‘SunBogf wuniqus) puako) pasps. fo i) sSEapsg sojrquo)) ap
oREIAIm) ap STEAF01] 3P LU Bl 9P ojUaipaoosd un uo edonied ‘UODBURULIS]
sod epuewap eun Buasaed anb euoslad sun BQUo seqesaidas sk] sepigrjosd uepanty
SYITVS3dd3y

' (SEPEULIY SE281] SB[ ¥ 0LIALSS 10 RI[RPRUL BUN GO3 Q00000

501 05 [EN0 B]J0d S0P SOPE}ST S0f ap JEIU uonesado vun ua untedonied ‘oanoE
OIIALSS [@ aue.np onb sof[enbE) SEPELLY SRZIaN,] SE] B 0101195 10d RIJEPHIL U0O SOURIDA
so| & (Buedines ap @i 2N OZUOINE $3] o8 [end ] eied uoidipedxs o euedunz eun U

0 RUaNT gum UEMD 01a198 toesaad anb soueixes sof) uotosjesd olkq SoUrIeA

5010 “(0ATOE OIALSS [9p 8520 [2 0 efeq v] v salousisod soue san 50] ap ozepd (o ua)

SOPEMSL USIDU 'SOPEORd LIS Sotmiaias sof Sp oadum [a ua sezuear & seapiws vied
SEAQUILIGE S2UOROE Uopua[du o3 anb a8 A [E40GE] UODEUUILDSIP B Hqijo.id
ZIEY S ) 85 SSUCLIEDUIPOLL $1S L0 ‘Y61 2P (Y SOUDISISY IMIUGSIIPDIY Suninag
QAT WD) TWRATIHA 3P SOURIAEA SP UOeIdrpes)y] B B ELUSISINY 2 A 2]
SVAVINEY SYZH3Nd SV V 01DIAN3S H0d VTIVA3IW NOD A

NOID0310¥d OIVE 'SOAVHILIY NIIDIH ‘SOAVLIOVAVISIAO SONVHILIA

"0ARIIAD [PAIU [ OPTUL *SAEIOE] SIAWHI $0f S0pO) US SIPEPDEGEISIP 0D SEAIOPL
seuosiad ap oa[dius [ ua eaear A seapdiue eied SEAQUULIGE SSUOTIOE Usjuatus|diul saqe1apag
SESEUCO 50| 2D AIXa USIqUIE) §G UDIag v "ELedied ef estd Eppowsop EDRU0U0D
PeapRgp v usnboaosd ssuopeidepe seqotp snb eafes ‘opeajdiia un o apemsod un ssanb
& pepoedEosIp BUm Suan Snb sUopT BU0SId BUN Op SHEJUIT O SEDTSL SIUOE|IL sE] md
sajqeuozes sauoneldepe op Bi[E ¥ £ asagal o8 prpoededsp Jod UoDEUILLIDSD ] “osdisa
PP SORedsE SELSP S| £ SUUANIAI SE] UODIIYIER §] ‘[RI0GE UOREDEED B 'SSEuope
sauonesudio) se) sofed sof ‘sopudssp S0 'SOSUSISE $0] UOLEIRN0D B & epodsal snb of
ua pepedEasTp fofl UCIDEUIILOSIR B] BOU00 SESUOpPL stuosiad se] ¥ afajosd ‘sauonedyipot
SNS U0 ‘GIGT 2P (P wouDjIeR]) BODERKiEdR P AT B 9P gNG U0D0SG ¥
S$30avaldvdvISIa NOOD SYNOS¥3d

SARIOGE $opadst sof s0poj us sspEpndo op pepEnst e mrguees sud stAgTiLge
SHOLOE TR UL AL 35 b A A enuapenald o OXas U 0§00 B2 5 UKoUY U
ofeqes [ U UDIIILISE B SqiLjosd ‘SaunOesgipoil sns U0 ‘grE T cAnnooly oo [

YION3G3004d ‘'0X3S ‘NOIDM3Y ‘Y0100 'VZVvY

19 UODUTY U2 TOBUIMLIDSIP B] RION0D [erapa) Aaf v] 10d sopidsjoad ueisa
[212pa] OWLIBIGOE [2 TOD OENNOdYNS 0 0RNEed 1N urdua) anb seumdod sey ap sopeapdmo £ sajmepmsod sor]

|eiopa) ouiaigqos |@ U0d SO}RIIU0IGNS 0 SO0}eIU0D uegual anb sasopeajdwy




federal Notices & Posters, as of January 1, 2016

“EEO is the Law” Poster Supplement

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

The Disability section is vevised as follows:

DISABILITY

Title I and Title V of the Americans with Disabilities Act of 19990, as amended, protect qualified individuals from
discrimination on the basis of disability in hiring, promotion, discharge, pay, fringe benefits, job training, classification,
referral, and other aspects of employment, Disability discrimination includes not making reasonable accommodation to the
known physical or mental limitations of an other wise qualified individual with a disability who is an applicant or employee,
barring undue hardship.

The following section is added:

GENETICS

Title 11 of the Genetic Information Nondiscrimination Act of 2008 protects applicants and employees from discrimination
based on genetic information in hiring, promotion, discharge, pay, fringe benefits, job training, classification, referral, and
other aspects of employment. GINA also restricts employers’ acquisition of genetic information and strictly limits disclosure
of genetic information. Genetic information includes information about genetic tests of applicants, employees, or their family
members; the manifestation of diseases or disorders in family members (family medical history); and requests for or receipt
of genetic services by applicants, employees, or their family members.

The EEQC contact information is revised as follotws:

The U.S, Equal Employment Opportunity Commission (EEOC), 1-800-6694000 (toll-free) or 1-800-669-6820 (toll-free TTY
number for individuals with hearing impairments). EEOC field office information is available at www.eeoc.gov or in most
telephone directories in the U.S, Government or Federal Gover nment section. Additional information about EEOC, inchiding
information about charge filing, is available at www.eeoc.gov.

Employers Holding Federal Contracts or Subcontracts section revisions
The Individuals with Disabilities section is revised as follows:

INDIVIDUALS WITH DISABILITIES

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

The Vietnam Era, Special Disabled Velerans section is revised as follows:

DISABLED, RECENTLY SEPARATED, OTHER PROTECTED, AND ARMED FORCES SERVICE MEDAL VETERANS

The Vietnam Era Veterans' Readjustment Assistance Act of 1974, as amended, 38 U.S.C. 4212, prohibits job discrimination and
requires affirmative action to employ and advance in employment disabled veterans, recently separated veterans (within three
years of discharge or release from active duty), other protected veterans (veterans who served during a war or in a campaign
or expedition for which a campaign badge has been authorized), and Armed Forces ser vice medal veterans (veterans who,
while on active duty, participated in a U.S. military operation for which an Armed Forces service medal was awarded).

The following section is added:

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

The OFCCP contact information is revised as follows:

The Office of Federal Contract Compliance Programs (OFCCP), U.S. Department of Labor, 200 Constitution Avenue, N.W.,
Washington, D.C. 20210, 1-800-397-6251 (tolkfree) or (202) 693-1337 (TTY). OFCCP may also be contacted by e-mail at
OFCCP-Public@dol.gov, or by calling an OFCCP regional or district office, listed in most telephone directories under U.S.
Government, Department of Labor.

Masndatory Supplement to EEOC 9/02 and OFCCP 8/08 "EEQ is the Law” Posters
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Suplemento para el cartel “La igualdad de oportunidades de empleo es la ley”

Modificaciones para empleadores privados, gobiernos locales y estatales,
instituciones educativas, agencias de empleo y organizaciones de trabajo
La seccion sobre discepacidad se modifica de la siguiente manera:

DISCAPACIDAD

Los Titulos 1y Vde b Ley de Estadounidenses con Discapacidades (Americans with Disabilities Act) de 1990, con sus modificaciones,
protege a las personas que reunen los requisitos contra la diseriminacién per discapacidad en lo que respecta a la contratacién, los ascensos,
Yos despidos, bos pagos, las compensaciones adicionales, la capacitacion laboral, la clasificacion, lus referencias y otros aspectos del empleo,
La discriminacion por discapacidad se refiere a la falta de adaptaciones razonables para las limitaciones fisicas o mentales de una persona que
retne los requisitos v iene una discapacidad, v que #s un postulante o un empleado, salvo que dichas adaptaciones provoquen una dificultad
economica desmedida para la comparia,

Se agrega la siguiente secoion:

GENETICA

El'Titulo 11 de la Lev de No Diseriminacion por Informacion Genetica (Genetic Infnmation Nondiscrimination Adt, GINA) de X002 protege a los
postulantes y empleados contri ka discriminacion basada en b informacion genética en b que respecta a la contratacion, Jos ascenses, los despidos,
los pagos, las compensaciones adicionales, & capacitacion kboral b clasificacion, ks referencias v los demis aspectos del empleo. La ey GINA
tambien limita la adquisicion de informacion genetica por parte de Jos empleadores v restringe de manera estricta su divalgacion. La mformacion
gendtica inchuye las pruebas geneticas de ks pestulantes, empleados o ntegrantes de sus fanmbas, la manifestacién de enfermedades o rasgtomos
e Jos miembros de la bunifia (historia médica Gamiliar) y las soficitudes o ks recepeidn de servicios geneticos por parte de los postukintes, empleados
o integrantes de sus familias.

La informacion de contacto de la Comision pava la Igualdad de Oportunidades en el Empleo (Equal Emplosment Opportunify Commission,
EEOC) se modifica de la signiente maner:

Comision para kb Igualdad de Oportumidades en el Empleo (EEOC) de los Estados Unidos, 1-800-665-4000 (lnea gratuits) o 1-800-669-682)
{hnea gratuita TTY para las personas con problemas de audicion) . Puede encontrar informacion sobre las sucursales de la EEOC en

www 2eoc gov o en b mayvoria de las guias telefdnicas en la seccidn del Gobierno Federal o Gobierno de los Estados Unidos, También puede
obtener informacion adicional sobre 1a EEOC, inchiso la referida a como presentar una querella, en www.eeoc gov,

Modificaciones en la seccion “Empleadores que tengan contratos o subcontratos con el gobierno federal”

La seccion “Prrsemas con discapacidades” se modifica de la siguiente manerw

PERSONAS CON DISCAPACIDADES

La Seccidn 508 de In Ley de Rehabiltneidn (Rehabilitation Act) de 1973, con sus modificaciones, protege a las personas que reanen ks requisitos
contra ka discriminacién por discapacidad en lo que respecta i la confratacion, los ascensos, los despidos, los pagos, s compensaciones adicionales,
T capacitacion faboral I clasificacion, las referencias y otros aspectos del empleo, La discriminacion por discapacidad se refiere a la falta de
adaptaciones razonables para las fmitaciones fisicas o mentales de una persona que renne Yos requisitos y iene una discapackdad, y que esun
postubante o um empleado, salvo que dichas adaptaciones provoquen una dificultad econémica desmedida para b compasia, La Seccién 503 tambien
exige que ks contratistas federales implementen acciones afirmativis para contratar y avanzar en ef empleo de personas con dizcapacidades que
reunan los requisitos en todos Jos niveles laborakes, mehido el nivel gecutivo,

La seccitn sobre la ley pava los veteranos discapacitados especiales de Vietnan se modifica de la siguiente maner:

VETERANOS DISCAPACITADOS, RECIENTEMENTE RETIRADOS, BAJO PROTECCION Y CON MEDALLA POR PRESTAR SERVICIO

EN LAS FUERZAS ARMADAS

La Ley de Asistendia para la Readaptacién de Veteranos de Vietsam (Vieltam Eru Veterans' Readfestment Assistance Act) de 1974, con sus
modificaciones, 32 US.C, 4212 prohibe & discriminacion laboral y exige que se implementen acciones afirmativas para contratar y avanzar en el
empleo de los veteranos discapacitados, recientemente retirades {dentro de Jos tres afios posteriores a b baja o al cese del servicio activo), otros
weteranos que se encuentran hajp proteccion (los veternos que prestaron servicio durante una guerra o en una campana o expedicion para b cual s2
Jes mitorizo una insignia de campana) v los veteranos con medalls por prestar servicio en las Fuerzas Armmadas (los veteminos que, durante & servicio
activo, participaron en una operacidn militar de los Estados Unidlos por la cual se ks reconodid con una medalia por servicio en ks Fuerzas Armadas).

Se agrega la siguiente seccion:

REPRESALIAS

Quedan prohibidas las represafias confra una persona que presents una demanda por discriminacion, participa en un procedimiento de la Oficing
de Programas de Cumpimiento de Contratos Federales (Office of Federal Contract Compliance Programs, OFCCP) 0 que se oponga, de algun otro
todo, a la discriminacion segin estas Jeves federales.

La informacion de contactp de la OFCCP se modifica de la sigiiente manera:

Oficina de Programas de Cumplimiento de Contratos Federales (OFCCP), Departamento de Trabajo de Jos Estados Unides, 200 Constitulion
Avenue, N.W., Washington, D.C. 20210, 1-00-297-6251 (knea gratuita) o (22) 693-1337 (inea TTY), Tambien se puede contactar a ks OFCCP
enviando un mensae de correo electrémces a OFCCP-Public @dol gov o bien, lamando a una de sus oficinas regionales o del distrito, las cuales
aparecen en kb mayoria de las guas telefénicas como Gobierno de los Estados Unidos, Departamento de Trabajo,

Suplemento obligatoric para los carteles de “La ignaldad de eportunidades de empleo o3 o ley” de la OFCCP de 8/08 y de la EEOC de 9/02
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This Organization
Participates in E-Verify

This empioyer will provide the Social ‘ecurity
Administration (SSA) and, if necessary, the Dep. ‘ment
of Homeland Security (DHS), with informati~— from e.
new employee s Form [-9 to confirm work  sthoi,  “on

IMPORTANT If the Government cannot
confirm thatyou are authorized to wor'
this employer Is required to provide
you with written instructions ap” =
opportunity to contact DHS ad/c
the SSA before taking advers: 3cti
againstyou, including tarminatingy ir
employment

Employers maynot sefF  .rifyto e-
screen jobapplicants «..amaynot  nit
or influence the choice of ents
presented for use on the Form -8

Employment Verification. m Done.

For more information on E-Verify,
please contact DHS at:

888-897-7781

The E Yerlly lego and mank are registored trademarks of Department of Homeland Seowity. Commarciaisale of this paster is strioth prehibited,

In order to determine whether Form |-9 documentation Is

valid, this employer uses E-Verify's photo matching tool

to match the photograph appearing on some permanent

esident and employment authorization cards with the

official US. Citizenship and Immigration Services' (USCIS)
photograph

If you believe that your employer has
violated its responsibilities under
this program or has discriminated
against you during the verification
process based upon your national
ongin or citizenship status, please
call the Office of Special Counsel at
800-255-7688, 800-237-2515 (TDD)
or at www.justice gov/crt/osc

E-VENIFY 1S A SERVICE OF DHS AND S3A

M-780 (rev. 12/2010)
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Este Empleador
Participa en E-Verify

Este empleador le proporcionara a la Administracion del Seguro
Sccial (SSA). y sl es necesario, al Departamento de Seguridad
Nacional (DHS). informacién obtenida del Formulario IS
correspondiente a cada empleado

recien contratado con el propaosito de

confirmar la autorizacién de trabajo

IMPORTANTE: En dado caso que el
gobierne no pueda confirmar si esta
usted autorizado para trabajar. este
empleadorestaobligadoaproporcionarle
Ias instrucciones por escrito y darle |a
oportunidad a que se ponga en contacto
con la oficina del SSA y. 0 el DHS antes
de tomar una determinacion adversa en
contra suya. inclusive despedirio

Los empleadores no pueden utilizar

E-Verify con el proposito de realizar una preseleccion de
aspirantes a empleo o para hacer nuevas verificaciones de
los empleados actuales, y no deben restringir o Influenciar la

Employment Verification. m Done.

Para mayor informacion sobre E-Verify, favor ponerse
en contacto con Ia oficina del DHS llamando al:

1-888-464-4218

The E-Yertly lege and mark are registered rademarks of Department of Homeland Seowity. Commercial sale of this pester ks strioth prohibited.

seleccion de los doecumentos que sean presentados para ser
utilizados en el Formulario |-8

A fin de poder determinar si la
documentacion del Formulario |9 es
valida © no, este empleador utlliza la
herramienta de seleccion fotografica de
E-Verify para comparar |a fotografia que
aparece en algunas de las tarjetas de
residente y autorizaciones de empieo
con las fotografias oficiales del Servicio
de Inmigracion y Ciudadania de los
Estados Unidos (USCIS)

Si usted cree que su empleador ha
viclado sus responsabllidades bajo este
programa, o ha digeriminado en contra
suya durante el proceso de verificacion
debido a su |ugar de origen © condicion de ciudadania. favor
ponerse en contacto con la Oficina de Asesoria Especial
llamandc al 1-800-255-7688 (TDD: 1-800-237-2515)

E-VERIFY IS A SERVICE OF DHE AND 534

M-780 (rev. 12/2010)
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IF YOU HAVE THE RIGHT TO WORK,
Don’t let anyone take it away.

.Itl.l li’n. |

If you have alegalrightto  You should know that - If any of these things have 55 U.S. Department of Justice
work in the United States, happened to you, yo of the | g impaired Civil Rights Division

there are laws to protect No :-mplo,v'r can deny you hJ' 'Ba v a00-2 5

you against discrimination  a job or fire you bec . y

in the workplace. your national origin or i ( In the Washington, D.C,

Office of Special Counsel for

ed Unfair
atizenship status. area ralmww.all : nent Practices
In most cases employers 02-616-5525 ‘$q NTOp
cannot require youto be a "3_
LIS, citizen or permanent Or write to; o)
resident or refuse any us L\xwrrn-nl f : {’;
legally acceptable Office of Special Counsed - NYA
documents. ennsytvania Ave, NW.

Washington, DC 20530
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SIUS

Si tiene derecho a trabajar
legalmente en los Estados
Unidos, existen leyes

para protegerlo contra

la discriminacion en el
trabajo.

TED TIENE DERECHO A TRABAJAR,
no deje que nadie se lo quite.

Debe saber que - i 58 e al 180 7688, TDD  Departamento de Justicia
Y3 ) S as de los Estados Unidos,
Ningun patran pue: . d :1-80 Divisién de Derechos
> Civiles

ficina Ofiona deld Consejero Espedial

del Consejero Especial (0SC)

2
St
&
oy

0 Pennsytvania Ave,
ington, DC 20530
dgocumentos validos por ley.
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EMPLOYEE RIGHTS

UNDER THE FAIR LABOR STANDARDS ACT

THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

FEDERAL MINIMUM WAGE

$7.25 -~

BEGINNING JULY 24, 2009

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

CHILD LABOR  Anemployee 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 cutside school hours in vanous non-manufacturing, non-mning,
non-hazardous jobs under the following conditiens:

No more than
* 3 hours on a school day or 18 hours in a school week;
* B howrs on a non-school day or 40 hours in a non-school week.

Also, work may not begin before 7 a.m. or end after 7 p.m., except from June 1 through Labor Day, when
evening hours are extended tc 9 p.m. Different rules apply in agricultural employment.

TIP CREDIT Employers of “lipped employees”™ must pay a cash wage of at least $2.13 per hour if they claim a tip credit
against their minimum wage cbligation. 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.
Certain other conditions must aiso be met.

ENFORCEMENT The Department of Labor may recover back wages either administratively or through court action, for the
employees that have been underpaid in violation of the law. Viclations may result in civil or criminal action.

Employers may be assessed civil money penalties of up to $1,100 for each willful or repeated violation of

the minimum wage or overtime pay provisions of the law and up te $11,000 for each employee who is the
subject of a violation of the Act's child labor provisions. In addition, a civil money penalty of up to $50,000
may be assessed for each child labor violation that causes the death or serious mjury of any mmnor employee,
and such assessments may be doubled, up to $100,000, when the violations are determined to be willful

or repeated. The law also prohibits discriminating against or discharging workers who flle a compiaint or
participate in any proceeding under the Act.

ADDITIONAL « Certain occupations and establishments are axempt from the minimum wage and/or overtime pay
INFORMATION provisions.
« Special provisions apply to workers in American Samoa and the Commonwealth of the Northern Mariana
Islands.
* Some state laws provide greater employee profections; amployers must comply with both.
* The law requires employers to display this poster where employeas can readily see il,
* Employees under 20 years of age may be paid $4.25 per hour during thelr first 90 consecutive calendar days
of employment with an employer.
» Certain full-time students, student leamers, apprentices, and workers with disabilities may be paid less than
the minimum wage under special certificates Issued by the Department of Labor,

For acditional intormation:
1-866-4-USWAGE =VHE

(1-866-487-9243) TTY: 1-877-889-5627 U8, Wage and Hour Division
WWW.WAGEHOUR.DOL.GOV
U.S. Dapartmant of Lebor | Wage ndd Hour Division

\WHD Putiication 1086 Fevised July 2005
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DERECHOS oer EMPLEADO

BAJO LA LEY DE NORMAS JUSTAS DE TRABAJO

SECCION DE HORAS Y SUELDOS DEL DEPARTAMENTO DE TRABA.JO DE EEUU

SALARIO MiNIMO FEDERAL

$7.25 ~-

A PARTIR DEL 24 DE JULIO DE 2009
PAGO DE Por lo menos tiempo y medio (1%) de su tasa regular de pago por todas las horas trabajadas en exceso de 40 enuna
SOBRETIEMPO somana laboral.
EMPLEO DE El empleado ha de tener por fo menos 16 allos de edad para trabajar en la mayonia de los trabajos no agricolas y por lo

MENORES DE menos tener 18 afios para trabajar en trabajos no agricolas declarados amesgados por ela Secretario{a) de Trabajo.
EDAD
Jovenes de 14 y 15 ahos de edad pueden trabajar fuera de horas escofares en vanios trabajos que no sean en fabricacion,
mineria, o amesgados, bajo ks sigulentes condiciones:

No mds de
* 3 horas en un dia escolar o 18 horas en una semana escolarn
* 8 horas en un dia no escolar © 40 horas en una semana no escolar,

Ademas, o trabajo no puede empezar antes de las 7 de la manana o terminar despuds de las 7 de la tarde salvo del
primarm de junio hasta el Dia de Labor, cuando las horas de la tarde se extienden hasta las 9 de la noche, So aplican
reglas distintas al empleo agricola,

CREDITO POR  Empresarios de empleados que reciben propinas han de pagar un salario en efectivo de por lo menos $2.13 por hora si

PROPINAS declaran un crédito por propina contra sus obligaciones hacia of salano minimo. Si las propinas del empleado combinadas
con = salario en efectivo que paga el empresano de por lo menos $2.13 por hora no equivalen al salario minimo por hors, el
empresano ha de suplir la diferencia. Tambeén se tiene que cumplir con otras condiciones.

CUMPLIMIENTO El Departamento de Trabajo puede recuperar salarios atrasados administrativamente o mediante accion legal en los
tribunades, para empleados a los cuales se los haya pagado por debajo y en victscion de ks ley.

A los empresarios se les puede imponer penas pecunianas civles de hasta §1,100 por cada infraccién intencional o
repotida do las provisiones de 1a ley del pago deol salario minimo y del pago de sobreticmpo y hasta $11,000 por cada
empileado que sea empleado en violacion de las provisiones de 1a ley sobre el empleo de menores. Adicionalmente, se
puede imponer una pena pecuniaria civil de hasta $50,000 por cada infraceion de las provisiones sobre el empleo de
menores si causa la muerte o una lesidn sera de un empleado menor de edad, y se pueden doblar dichas avaluaciones,
hasta $§100,000, cuando se determinan gue las infracciones son intencionales o repetidas. La loy también prohibe Ia
discriminacion o ef despido del trabajador por haber presentado una denuncia o por participar en cualquier procedimiento
bajo la Ley.

INFORMACION  + Ciertas ocupaciones y ciertos establecimientos estan exentos de las provisiones de pago de salaro minimo y de
ADICIONAL sobrotiompo,
+ Se aplican provisiones especiales a trabajadores de Samoa Americana y de la Comunidad de las Islas Marianas del Norts
* Algunas leyes astatales provesn mas protecciones al emplaado, o emprasano ha de cumplir
con ambas.
* La ley exige que los emprasancs pongan este cartel donde los emplendos lo puedan ver taciimente.
+ A los empleados manores de 20 anos de edad sa les puede pagar menos da $4.25 por hora durante los primeros 80 dias
civiles consecutivos de empleo con un empresanio.
* So |es puede pagar menos del salario minimo bajo ciertos cactificados especiales emitidos por el Departamento de
Trabajo a ciertos estudiantes de tiempo completo, estudiantes aprendices y a trabajadores con impodimentos.

Para Informacion adicienal:
1-866-4-USWAGE MIII

(1-866-487-0243)  TTY. 1-877-889-5627 U3, Whge snd Hour Devioton
WWW.WAGEHOUR.DOL.GOV
U.S, Depatment of Labor | Wags and Hour Divaion

VHD 10835PA Revised July 2005
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EMPLOYEE RIGHTS AND RESPONSIBILITIES
UNDER THE FAMILY AND MEDICAL LEAVE ACT

Basic Leave Entitlement

FMLA requires covered employers to provide up to 12 weeks of unpaid, job-

protected leave to eligible employeces for the following reasons:

e For meapacity due to pregnancy, prenatal medical care or child birth,

e To care for the employee’s child afier birth, or placement for adoption
or foster care,

e Tocare for the employee’s spouse, son or daughter, or parent, who has
a serious health condition; or

e For 4 serions health condition that makes the employee unable to
perform the employee’s job.

Military Family Leave Entitlements

Eligible employees with a spouse, son, daughter, or parent on active duty or
call to active duty status in the National Guard or Reserves in support of a
contingency operation may use their 12-week leave entitlement to address
certain qualifying exigencies. Qualifying exigencies may include attending
certain militury events, arranging for allernative ¢hildeare, adkdressing certain
financial and legal arangements, attending certain counseling sessions, and
sitending post-deployment réintegration briefings,

FMLA also includes a special leave entitlement that permits eligible
employees to take up to 26 weeks of leave to care for a covered
servicemember during 2 single 1 2-maonth period. A covered servicemember
15 a current member of the Armed Forces, including a member of the
National Guard or Reserves, who has 2 serions mjury or illness incurred in
the line of duty on active duty that may render the servicemember medicatly
unfit to perform his or her duties for which the servicemember is undergoing
medical treatment. recuperation, ar therapy; or 1s m outpatient status; or is on
the temporary disability retired list.

Benefits and Protections

During FMLA leave, the employer must maintain the employee's health
coverage under any “group health plan™ on the same terms as if the employee
had continued to work. Upon retum from FMLA leave, most employees
must be restored to their original or equivalent positions with equivalent pay,
benefits, and other employment terms,

Use of FML A leave cannot result in the loss of any employment benefit that
accrued prior to the start of an employee's leave.

Eligibility Requirements

Employees are eligible if they have worked for a covered employer for at
least one year, for 1,250 hours over the previous 12 months, and if at least 50
employees are employed by the employer within 75 miles

Definition of Serious Health Condition

A serious health condition is an illness, injury. impairment, or physical o
mental condition that mvolves cither an ovemight stay m a medical care
facility, or continuing treatment by a health care provider for a condition that
cither prevents the employee from performing the functions of the
employee’s job. or prevents the qualified family member from participating
in school or other daily adivities,

Subject to certain conditions, the continumg treatment requirement may be
met by 2 period of incapacity of more than 3 consecutive calendar days
combined with at least two visits o a health cure provider or one visit and a
regimen of continuing treatment, or incapacity due to pregnancy, or
meapacity die 1o a dironic condition. Other conditions may meet the
definition of continuing treatment,

For additional information:
1-866-AUS-WAGE (1 -866-487-9243) TTY" 1-877-889-5627

WWW.WAGEHOUR.DOL.GOV

Use of Leave

An employee does not need to use this leave entitlement in one block. Leave
can be taken intermittently or on a reduced leave schedule when medically
necessary, Employees must make reasenable efforts to schedule leave for
planned medical treatment so as not to unduly distupt the employer's
operations. Leave due to qualifying exigencies may also be taken on an
intermittent basis

Substitution of Paid Leave for Unpaid Leave

Employees miay choose or employers may require use of accrued pasd leave
while taking FML A leave. In order to use paid leave for FMLA leave,
employees must comply with the employer's nosmal paid leave policies.

Employee Responsibilities

Employees must provide 30 days advance notice of the need to take FML A
leave when the need is foreseeable. When 30 days notice is not possible, the
employee must provide notice as soon as practicable und generally must
comply with an employer’s normal call-in procedures.

Employees mugt provide sufficient mformation for the employer to
determine if the leave may qualify for FML A protection and the anticipated
timing mnd duration of the leave. Sufficient information may mciude that the
employee is unable to perfonm job fundtions, the family member is unable to
perform daily activities, the need for hospitalization or contimuing tremtment
by & health care provider, or circumstances supporting the need for military
family leave. Employees also must inform the employer if the requested
leave is for a reason for which FMLA leave was previously taken or certified,
Employees also may be required to provide a certification and periodic
recertification supporting the need for leave.

Employer Responsibilities

Covered employers must inform employees requesting leave whether they
are eligible under FMLA. If they are, the notice must specify uny additional
information required as well as the anployees' rights and responsibilities, 1f
they are not eligible, the employer must provide a reason for the mehigibility.

Covered employers must inform employvees if leave will be designated as
FML A-protected and the amount of leave counted agumst the employee’s
leave entitlement. If the employer determines that the leave is not FMLA-
protected, the employer must notify the employee.

Unlawful Acts by Employers

FML A makes it unlawful for any employer to:

e Interfere with, restrain, or deny the exerase of any right provided under

e Dhscharge or discriminate agamst any person for opposing any practice
made unlawful by FML A or for mvolvement in any proceeding under
or relating to FMLA

Enforcement

An employee may file a complaint with the U.S. Department of Labor or
may bring a peivate lawsuit against an employer,

FML A docs not affect any Federal or State law prohibiting discrimination, or
supersede any State or local law or collegtive bargaining agreement which
provides greater family or medical leave rights.

FMLA section 109 (29 U.S.C. § 2619) requires FMLA covered
employers to post the text of this notice. Regulations 29
C.F.R. § 825300(a) may require additional disclosures.

SWHD

U.S. Wage and Hour Division

U.S. Department of Labor | Employment Standards Admingstration | Wage and Hour Division WHD Putlicasn 1420 Besised Janary 2009
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DERECHOS Y RESPONSABILIDADES DEL EMPLEADO
BAJO LA LEY DE AUSENCIA FAMILIAR Y MEDICA

Derechos Bisicos de Ausencia

La Ley de Ausencia Familiar y Médica (FMLA-cn

sus siglas en inglés) exige que todo cmpresario sujeto

a la Ley provea a sus empleados clegibles hasta 12

scmanas de ausencia del trabajo. no pagadas y con

protcccion del pucsto, por las siguicntes razones:

* Por incapacidad causada por cmbarazo, atencion
médica prenatal o parto;

e Para atender a un hijo del empleado despuds de su
nacimicnto, o su colocacién para adopeidn o crianza;

* Para atender a un conyuge, hijo(a), o padres del/de la
empleadof{a). cl/la cual padezea de una condicién de
salud scria: o

¢ A causa de una condicion de salud seria que le
impida al cmpleado desempenar su pucsto.

Derechos de Ausencia Para Familias Militares
Empleados clegibles con un cényuge. hijo, hija, o
padrc que csté en servicio activo o sc Ic haya avisado
dec una llamada a cstado de servicio activo en la
Guardia Nacional o las Rescrvas para respaldar una
operacion contingente, pucden usar su derecho de
ausencia de 12 semanas para atender ciertas exigencias
calificadoras. Las exigencias calificadoras pueden
incluir la asistencia a ciertos eventos militares, la
fijacion del cuido alternativo de hijos, para atender
ciertos arreglos financieros y legales, para asistir

a cicrtas consultas con conscjeros, y para asistir a
sesiones de intruccién posdesplicgue de reintegracion.

FMLA también incluyc un derccho especial de
ausencia que concede a empleados clegibles
auscntarse del trabajo hasta 26 scmanas para atender
a un micmbro del servicio militar bajo cl alcance de
la Ley durante un periodo dnico de 12 meses. Un
micmbro del servicio militar bajo ¢l alcance de la
ey es un micmbro actual de las Fucrzas Armadas,
inclusive un miembro de la Guardia Nacional o las
Reservas, que padece de una lesién o enfermedad
grave sufrida en cumplimicnto del deber en ¢l servicio
activo que pucde incapacitar, por razoncs médicas,
al miembro del servicio militar para desempenar sus
deberes y por la cual recibe tratamicntos médicos,
recuperacion, o terapia: o estd en cstado de paciente
no hospitalizado: o aparcce cn la lista de jubilados
temporalmente por minusvalidez.

Beneficios y Protecciones

Durante una ausencia bajo FMLA, ¢l empresario ha
de mantener en vigor ¢l seguro de salud del empleado
bajo cualquicr “plan de seguro colectivo de salud™
con los mismos términos como si ¢l empleado hubicse
scguido trabajando. Al regresar de una ausencia de
FMLA. a la mayoria de los empleados sc Ie ha de
restaurar g su puesto original o pucsto cquivalente
con sueldo, beneficios y otros t€rminos de empleo
cquivalentes.

El tomar una auscncia bajo FMLA no pucde

resultar en la pérdida de ningtn beneficio de empleo
acumulado antes de que ¢l empleado comenzara la
ausencia.

Requisitos Para Elegibilidad

El empleadoe es clegible si ha trabajado para ¢l
cmpresario bajo ¢l alcance de la Ley por lo menos por
un ano, por 1,250 horas durante los previos 12 meses,
y si ¢l empresario ecmplea por lo menos 50 empleados
dentro de un drea de 75 millas.

Definicion de una Condicién de Salud Seria

Una condicion de salud scria ¢s una enfermedad,
lesion, impedimento, o condicion fisica o mental que
involucra o una pernoctacion en un establecimicnto
de atencion médica, o cl tratamicnto continuo bajo

un servidor de atencidon médica que, o le impide al
cmpleado desempenar las funciones de su pucsto, o
impide al miembro de la familia que califica participar
en actividades escolares o en otras actividades diarias.

Dependiendo de ciertas condiciones, se puede
cumplir con ¢l requisito de tratamicnto continuo con
un periodo de incapacidad de mds de 3 dias civiles
consecutivos cn combinacion con por lo menos dos
visitas a un scervidor de atencion médica 0 una visita
y un régimen de tratamicnto continuo, o incapacidad
a causa de un embarazo, o incapacidad a causa de
uni condicion crénica. Otras condiciones pueden
satisfacer la definicién de un tratamiento continuo.

Uso de la Ausencia

El cmpleado no necesita usar este derecho de
auscncia todo de una vez. La ausencia se pucde
tomar intermitentemente o scgin un horario de
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ausencia reducido cuando sca médicamente necesario,
El empleado ha de esforzarse razonablemente

cuando hace citas para tratamicntos médicos
planificados para no interrumpir indebidamente las
operaciones del empresario. Auscencias causadas

por exigencias calificadoras también pueden tomarse
intermitcntemente,

Substitucion de Ausencia Pagada por Ausencia No
Pagada

El empleado puede escoger o ¢l empresario pucde
exigir ¢l uso de ausencias pagadas acumuladas
micntras sc toma ausencia bajo FMLA. Para poder
usar ausencias pagadas cuando toma FMLA, ¢l
empleado ha de cumplir con la politica normal del
empresario que rija las ausencias pagadas.

Responsabilidades del Empleado

El empleado ha de proveer un aviso con 30 dias de
anticipacién cuando necesita ausentarse bajo FMLA
cuando la nceesidad es previsible. Cuando no sca
posible proveer un aviso con 30 dias de anticipacion,
cl cmpleadoe ha de proveer aviso en cuanto sca factible
y. en general, ha de cumplir con los procedimicntos
normales del empresario en cuanto a Hlamar para
TCPOTLCT SU auscnci.

El empleado ha de proporcionar suficiente informacion
para quc ¢l cmpresario determine si la ausencia
califica para la proteccion de FMLA, con la fecha

y la duracién anticipadas de la ausencia. Suficiente
informacion puede incluir que ¢l empleado no pucde
desempenar las funciones del puesto, que ¢l miembro
de la familia no puede desempenar las actividades
diarias, la necesidad de ser hospitalizado o de scguir
un régimen continuo bajo un servidor de atencién
médica, 0 circunstancias que exijan una nccesidad de
auscncia familiar militar. Ademads, cl empleado ha de
informar al empresario si la ausencia solicitada cs por
una razon por la cual sc habia previamente tomado

o certificado FMILA. También se le puede exigir al
empleado que provea certificacion y recertificacion
periddicamente constatando la necesidad para la
auscncia.

Responsabilidades del Empresario

Los empresarios bajo cl alcance de FMLA han de
informar a los cmpleados solicitando ausencia si

son o no clegibles bajo FMLA. Silo son, cl aviso

ha de especificar cualquier otra informacion exigida
tanto como los derechos y las responsabilidades del
cmplcado. Si no son clegibles. ¢l empresario ha de
proveer una razon por la inclegibilidad,

Los empresarios bajo cl alcance de la Ley han de
informar a los cmpleados si la ausencia sc va a
designar protegida por FMLA y la cantidad de tiempo
de la ausencia que se va a contar contra ¢l derecho
del empleado para ausentarse. Si ¢l empresario
determina que la ausencia no cs protegida por FMLA,
el empresario ha de notificar al empleado de esto.

Actos Tlegales Por Parte del Empresario

La lcy FMLA le prohibe a todo cmpresario:

* que interfiera con, limite, o niegue el ejercicio de
cualquicr derecho estipulado por FMLA:

* quc se despida a, o se discrimine cn contra de.
alguicn que sc oponga a una préctica prohibida por
FMLA o porque sc involucre en cualquicr proced-
imicnto bajo o relacionado a FMLA.

Cumplimiento

El ecmpleado puede presentar una denuncia con cl
Departamento de Trabajo de EEUU o puede presentar
un pleito particular contra ¢l ecmpresario.

FMLA no afccta ninguna otra ley federal o estatal
que prohibe la discriminacion, o invalida ninguna lcy
estatal o local o ninguna negociacion colectiva que
provea dercchos superiores fumiliares o médicos.

La Secciéon 109 de FMLA (29 U.S.C. § 2619) exige
que todo empresario bajo el alcance de FMLA
exhiba el texto de este aviso. Los Reglamentos 29
C.ER. § 825.300(a) pueden exigir divulgaciones
adicionales.

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

Si precisa informacién adicional:
|-866-4US-WAGE (1-866-487-9243) TTY:
WWW.WAGEHOUR.DOL.GOV

U.S. Wiyge and Hour Division

WHD Publication 1420 Revised Jannary 2000
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Job Safety
and Health

It's the law!

EMPLOYEES:

+ You have the right to notify your employer or OSHA
about workplace hazards. You may ask OSHA to keep
your name confidential.

- You have the right to request an OSHA inspection if you
believe that there are unsafe and unhealthful conditions
in your workplace. You or your representative may
participate in that inspection.

« You can file a complaint with OSHA within 30 days

of retaliation or discrimination by your employer for
making safety and health complaints or for exercising
your rights under the OSH Act.

P
. You have the right to see OSHA citations issued to your [®®
employer. Your employer must post the citations at or

near the place of the alleged violations.

- Your employer must correct workplace hazards by the
date indicated on the citation and must certify that
these hazards have been reduced or eliminated.

« You have the right to copies of your medical records
and records of your exposures to toxic and harmful
substances or conditions.

* Your employer must post this notice in your workplace.

« You must comply with all occupational safety and health
standards issued under the OSH Act that apply to your
own actions and conduct on the job.

EMPLOYERS
« You must furnish your employees a place of employment
free from recognized hazards.

« You must comply with the occupational safety and health
standards issued under the OSH Act.

This free poster available from OSHA -
The Best Resource for Safety and Health

Free assistance in identifying and
conecting hazards or complying with
standards is available to employers,
without citation or penalty, through
OSHA-supportad consultation
programs in each state.

1-800-321-OSHA (6742)

www.osha.gov E E
DEHA Yuba 201R g'% 5
B vk
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Seguridad
v Salud en
elTrabajo

iEs la Ley!

EMPLEADOS:

« Usted tiene el derecho de notificar a su empleador o
a la OSHA sobre peligros en el lugar de trabajo. Usted
también puede pedir que la OSHA no revele su nombre.

+ Usted tiene el derecho de pedir a la OSHA que realize
una inspeccion si usted piensa que en su trabajo existen
condiciones peligrosas o poco saludables. Usted o su
representante pueden participar en esa inspeccion.

+ Usted tiene 30 dias para presentar una queja ante la
OSHA si su empleador llega a tomar represalias o
discriminar en su contra por haber denunciado la
condicion de seguridad o salud o por ejercer los
derechos consagrados bajo la Ley OSH,

« Usted tiene el derecho de ver las citaciones enviadas
por la OSHA a su empleador. Su empleador debe colocar
las citaciones en el lugar donde se encontraron las
supuestas infracciones o cerca del mismo.

- Su empleador debe cormregir los peligros en el lugar
de trabajo para la fecha indicada en la citacion y debe
certificar que dichos peligros se hayan reducido o
desaparecido.

+ Usted tiene derecho de recibir copias de su historial
o registro médico y el registro de su exposicion a
sustancias o condiciones toxicas o daninas.

* Su empleador debe colocar este aviso en su lugar
de trabajo.

+ Usted debe cumplir con todas las normas de seguridad y salud I llii w”"‘"""d'
ocupacionales expedidas conforme a la Ley OSH que sean ,u.,m':' de peligro y pz,. cumplir con
aplicables a sus propias acciones y conducta en el trabajo. las normas, sin citacion ni multa, por

medio de programas de consulta
EMPLEADORES: i righadahand
« Usted debe proporcionar a sus empleados un lugar de

empleo libre de peligros conocidos. 1-800-321-OSHA (6742)

+ Usted debe cumplir con las normas de seguridad y salud www.osha.gov 20|
ocupacionales expedidas conforme a la Ley OSH. T .
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EMPLOYEE RIGHTS

EMPLOYEE POLYGRAPH
PROTECTION ACT

THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

The Employee Polygraph Protection Act prohibits most private
employersfromusinglie detectortests eitherfor pre-employment
screening or during the course of employment.

PROHIBITIONS  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 nghts under the Act.

EXEMPTIONS 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 employess of security service firms
(armored car, alarm, and guard), and of pharmaceutical manufacturers, distnbutors and

dispensors.

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

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

EXAMINEE Where polygraph tests are permitted, they are aubject to numerous strict standards

RIGHTS cancerning the conduct and fength 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,

ENFORCEMENT The Secretary of Labor may bring court actions to restrain violations and assess civil
penalties up to $10,000 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.

For additional information:

1-866-4-USWAGE SWHD

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

WWW.WAGEHOUR.DOL.GOV

St poaw (R ohivs ey 10

O (00R0 A%0UE e Egiyen U.S. Departrment of Labor | Waoa and Hour Davsion

POy PTOtEIN A #o-D 14T
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DERECHOS per EMPLEADO

LEY PARA LA PROTECCION
DEL EMPLEADO CONTRA LA
PRUEBA DEL POLIGRAFO

SECCION DE HORAS Y SUELDOS DEL DEPARTAMENTO DE TRABAJO DE EEUU

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 Generaimente se le prohibe &l empleador que ko 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
dospida, dscipling, o discrimine de ninguna forma contra un empleado o contra un
aspirante a un trabgo por haberse negado a someterse a la prueba o por haberse acogido
A otros derechos establocidos 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 Goblemo Federal les administra a ciertos individuos del
sector privado que trabajan en actividades relacionadas con la segundad nacional.

La Loy pemmite la adminstracion de pruebas de poligrafo (un tipo de detector de mentiras)
en el soctor privado, sujota a ciertas restricciones, a ciertos aspirantes para empleos an
compahias de sequridad (vehiculos blindados, sistemas de alema y guardias). Tambidn so
les permite el uso de éstas a compahias que fabrican, distribuyen y dispensan productos
farmaceéuticos,

La Ley también pemmite {3 administracion de estas pruebas de poligrafo, sujeta a clentas
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.)
gue le haya ocasionado dafios econdmicos al empleador

La Ley no substituye ninguna provision do cualquior otra ley estatal o local ni tampoco a
tratos colectivos que sean Mas Ngurosos con respecto & las prucbas de poligrafo.

DERECHOS En casos en que se pemmitan las prucbas de poligrafo, éstas deben ser administradas
bajo una cantidad de normas estrictas en cuanto a su administracion y durecién. Los

DE LOS

EXAMINADOS examinados lienen un numero de derachos especificos, Incluysndo &l derecho de

advertencia por escrito antes de someterse a la prueba, el derecho a negarse a someterse
ala prucba o a descontinuaria, al igual que o derecho a negarse a que los resultados de
la pruoba estén al alcance de personas no autorizadas,

CUMPLIMIENTO El/La Secrotariofa) de Trabajo puede entablar pleitos para impedis violaciones y puede
Imponer penas pecunianias civiles de hasta $10,000 contra los violadores, Los empleados
o solicitantes a empleo también tienen derecho a entablar sus propios pleitos on los
tnbunales,

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

Para informacion adicional:

1-866-4-USWAGE SWHD

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

WWW.WAGEHOUR.DOL.GOV
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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 sernces.

REEMPLOYMENT RIGHTS HEALTH INSURANCE PROTECTION

You have the right to be reempioyed In your cxilian job 1 you leave that
joh 1) perform service in the uniformed service and

\2 ledve your job to perform military service, you have the right
tinue your exsting emp d heath plan

108 TOr You and your dependents for up 1o 24 months while n
re that your employer recenes advance written or varbal the military

JOur sprvice

¥ pumulative service n the uniformed & Even o you don't elect Lo continue Coverage curing your mlitary
: ) rticuar employer service, you have the nght to he reinstated n your employer's
you return to wo for reemploynent in a timely manner health plan when you are reemyprioyed, generally without any vaiting
after conclusicn of service, énd S Of '

PXCISICNS (@ g, pre-existing condition exclusions) except
¥r  you have not been separated from service with & dsqualifyng for service-connected |inesses
discharge or under other than honorable condibons

a OF NLEes

ENFORCEMENT

Il you are elighle to be reemployed. you must be restorec te the job ano
benelits yoeu would hawe attained it you had not been Jbsent due to
milltary service or, In some ¢ases, 4 comparatye ob “ TheUS Depariment of Laber, Vete

e
BN

s Empleyment and Training
2 (VETS) Is authorzed to mvestigate and resolve complaints
of USERRA vigiations

RIGHT TO BE FREE FROM DISCRIMINATION AND RETALIATION

“r  For assistance in fil mpiant. or fer any o
If you USERRA contact VETS at 1-866-4-USA-DOL ¢
aivice htp:/Awww.dol.gowivets  An interactive online USERRA Advisor can
ol be vewed at http:/Aww.dol.gov/elaws/userra.htm

r information on

ar¢ & pasl or present member of the uniformed S
nambership in the unifprmed
0 serve m the uniformed service

I you 7 a compiaim with VETS and VETS IS unatye 1o resolve it
\ -\ OO RS - r ofarrad to the Dopartme
then an empioyer may not deny you you may recuast that your © be referred to the Department

of Justice or the (ffice of Special
representalon

Counsel, as applcabie, lor
nitial employment

reempoyment

retention n employment
promotio
any benefit of employment

You may alse typass the VETS process and bring a civil agtion
against an empioyer for violations o USERRA

becase of this status

oyer may nal retaliate aganst anyone assistng in
ERRA rights, ncioding testifying or makng a

p tion with a proceecing under USERRA, aven if that
person has nd serviee connection

The rights histed hees may wary dependng on the arcumetances, The text of ths notice was preparad by VETS, end may be wewsd on the intermet &t
pderal Be roquires cnployers 10 notdy employed

\. m

y
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