Know Your Rights
Under the Recovery Act!

Did you know?

The American Recovery and Reinvestment Act of 2009 * provides protections for certain
employees of non-federal employers who make specified disclosures relating to possible fraud,
waste and/or abuse or Recovery Act funds.

Who is protected?

Employees of non-federal employers receiving recovery funds. This includes State and local
governments, contractors, subcontractors, grantees or professional membership organizations
acting in the interest of recovery fund recipients.

How are Whistleblowers Protected?

You cannot be discharged, demoted or otherwise discriminated against as a reprisal for making a
protected disclosure.

What types of disclosures are protected?

The disclosure must be made by the employee to the Recovery Accountability and Transparency
Board, an Inspector General, the Comptroller General, a member of Congress, a state or federal
regulatory or law enforcement agency, a person with supervisory authority over the employee, a
court or grand jury, or the head of a federal agency or his/her representatives.

The disclosure must involve information that the employee believes is evidence of:

gross mismanagement of an agency contract or grant relating to recovery funds;

a gross waste of recovery funds;

a substantial and specific danger to public health or safety related to the implementation
or use of recovery funds;

an abuse of authority related to the implementation or use of recovery funds; or

a violation of law, rule, or regulation related to an agency contract or grant awarded or
issued relating to recovery funds.

Take Action!

Log on to Recovery.gov for more information about your rights and details on how to report at
www.recovery.gov.

! Section 1553 of Division A, Title XV of the American Recovery and Reinvestment Act of 2009, P.L. 111-5



http://www.recovery.gov/?q=content/fraud-waste-and-abuse�
http://www.oig.dot.gov/files/Recovery_Act.pdf#page=183�

EMPLOYEE RIGHTS

FOR WORKERS WITH DISABILITIES PAID AT SPECIAL MINIMUM WAGES
THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

This establishment has a certificate authorizing the payment of special minimum wages to workers who are disabled for the work they
are performing. Authority to pay special minimum wages to workers with disabilities applies to work covered by the Fair Labor
Standards Act (FLSA), McNamara-O’Hara Service Contract Act (SCA), and/or Walsh-Healey Public Contracts Act (PCA). Such
special minimum wages are referred to as “commensurate wage rates” and are less than the basic hourly rates stated in an SCA wage
determination and less than the FLSA minimum wage of $5.85 per hour beginning July 24, 2007, $6.55 per hour beginning July 24,
2008, and $7.25 per hour beginning July 24, 2009. A “commensurate wage rate” is based on the worker’s individual productivity, no
matter how limited, in proportion to the wage and productivity of experienced workers who do not have disabilities that impact their
productivity when performing essentially the same type, quality, and quantity of work in the geographic area from which the labor force
of the community is drawn.

WORKERS WITH For purposes of payment of commensurate wage rates under a certificate, a worker with a
disability is defined as:
DISABILITIES y

¢ An individual whose earnings or productive capacity is impaired by a physical or mental
disability, including those related to age or injury, for the work to be performed.

¢ Disabilities which may affect productive capacity include blindness, mental iliness,
mental retardation, cerebral palsy, alcoholism, and drug addiction. The following do
not ordinarily affect productive capacity for purposes of paying commensurate wage
rates: educational disabilities; chronic unemployment; receipt of welfare benefits;
nonattendance at school; juvenile delinquency; and correctional parole or probation.

KEY * Nondisabled worker standard—The objective gauge (usually a time study of the
ELEMENTS OF production of workers who do not have disabilities that impair their productivity for the job)
against which the productivity of a worker with a disability is measured.
COMMENSURATE e Prevailing wage rate—The wage paid to experienced workers who do not have disabilities
WAGE RATES that impair their productivity for the same or similar work and who are performing such work in
the area. Most SCA contracts include a wage determination specifying the prevailing wage
rates to be paid for SCA-covered work.
e Evaluation of the productivity of the worker with a disability—Documented
measurement of the production of the worker with a disability (in terms of quantity and quality).

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

OVERTIME Generally, if you are performing work subject to the FLSA, SCA, and/or PCA, you must be paid
at least 1% times your regular rate of pay for all hours worked over 40 in a workweek.

inors younger than years of age must be employed in accordance with the yout

YOUTH Mi han 18 f b loyed i d ith th h

EMPLOYMENT employment provisions of FLSA. No persons under 16 may be employed in manufacturing or on
a PCA contract.

FRINGE Neither the FLSA nor the PCA have provisions requiring vacation, holiday, or sick pay nor other

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

ach worker with a disability and, where appropriate, the parent or guardian of such worker,

WORKER Each worker with a disability and, wh iate, th dian of such work

NOTIFICATION shall be informed orally and in writing by the employer of the terms of the certificate under
which such worker is employed.

Workers with disabilities paid at special minimum wages may petition the Administrator of the
PETITION Wage and Hour Division of the Department of Labor for a review of their wage rates by an
PROCESS Administrative Law Judge. No particular form of petition is required, except that it must be
signed by the worker with a disability or his or her parent or guardian and should contain the
name and address of the employer. Petitions should be mailed to: Administrator, Wage and
Hour Division, U.S. Department of Labor, Room S-3502, 200 Constitution Avenue, N.W.,
Washington, D.C. 20210.

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

For additional information:

1-866-4-USWAGE =WHE

1 866 487 9243 _|_|_Y 1 877 889 5627 U.S. Wage and Hour Division

WWW.WAGEHOUR.DOL.GOV

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

WH 1284
Revised July 2007



DERECHOS DE LOS EMPLEADOS

TRABAJADORES CON IMPEDIMENTOS A QUIENES SE LES PAGAN SUELDOS MINIMOS ESPECIALES
DIVISION DE HORAS Y SALARIOS DEL DEPARTAMENTO DE LABOR DE LOS ESTADOS UNIDOS

Este establecimiento posee un certificado que autoriza el pago de sueldos minimos especiales a trabajadores con impedimentos para el trabajo que
desempenfian. La autoridad para pagar ciertos salarios minimos especiales a trabajadores con impedimentos aplica al trabajo comprendido en la Ley de
Normas Razonables de Trabajo (FLSA), la Ley de Contratos por Servicios McNamara-O’Hara (SCA) o aquel protegido por la Ley de Contratos
Publicos Walsh-Healey (PCA). A estos salarios minimos especiales se les llama “tasas de salarios conmensurables” y son menos que el sueldo basico
por hora establecidos por una determinacién de sueldo bajo la determinacion del SCA y menos que el sueldo minimo establecido por la FLSA en $5.85
por hora a partir del 24 de julio de 2007, $6.55 por hora a partir del 24 de julio de 2008, y $7.25 por hora a partir del 24 de julio de 2009. Las
“tasas de pago conmensurable” se basan sobre la productividad individual del trabajador, sin tomar en cuenta cuan limitada sea ésta, en proporcion al
sueldo y a la productividad de trabajadores con experiencia, sin impedimentos, que desempefian esencialmente el mismo tipo, calidad y cantidad de traba-
jo en la zona geogréfica de donde proviene la fuerza laboral de la comunidad.

TRABAJADORES A propésito del pago de tasas de pago conmensurables segun un certificado, un trabajador se define
como:

CON e Un individuo cuyos ingresos, o capacidad productiva, estan deteriorados a causa de una incapaci-
IMPEDIMENTOS dad fisica o0 mental, inclusive aquellas relacionadas con la edad o con herida, para el desempefio
del trabajo.

e Los impedimentos que pueden afectar la capacidad productiva de alguien incluyen la ceguera, la
enfermedad mental, el retraso mental, la pardlisis cerebral, el alcoholismo y la drogadiccién. Los
siguientes impedimentos no afectan normalmente la capacidad productiva en cuanto al pago de
tasas conmensurables se refiere: falta de educacion; desempleo crénico; recibir beneficios de asis-
tencia publica; ausencia injustificada de la escuela; delincuencia juvenil; y libertad condicional o
libertad vigilada.

ELEMENTOS  Norma Para Trabajadores sin Impedimentos — La medida objetiva (por lo general es un
estudio del tiempo de la produccién de los trabajadores sin impedimentos para desempefiar el trabajo) con-
CLAVE SOBRE LAS tra la cual se mide la productividad de un trabajador con un impedimento.
TASAS DE PAGO e Tasa de Sueldo Prevaleciente — El sueldo que se les paga a trabajadores con experiencia que
CONMENSURABLE no tienen impedimentos, por el mismo trabajo o por uno semejante y que desempefian dicho trabajo en la
zona. La mayoria de los contratos bajo la ley de SCA incluye una determinacion de sueldo que especifica las
tasas de sueldo prevalecientes que se pagan por el trabajo bajo la ley de SCA.
e Evaluacioén de la productividad del trabajador incapacitado — El sistema de medidas
documentado de la produccion del trabajador incapacitado (cantidad y calidad).

Periddicamente, se debe revisar y ajustar los salarios de todos los trabajadores que reciben las tasas de
pago conmensurable si es appropiado. Como minimo, se debe reevaluar la productividad de los traba-
jadores, a los cuales se les paga por hora, cada seis meses y se debe realizar un nuevo estudio de tasas
de sueldos prevalecientes por lo menos cada afo. Adicionalmente, los sueldos prevalecientes, deben ser
revisado y ajustado si es apropiado, cuando el sueldo minimo aplicable estatal o federal es aumentado.

Generalmente, si su trabajo esta protegido por las siguientes leyes laborales: La Ley de Normas
PAGO DE HORAS Razonables de Trabajo (FLSA), La Ley de Contratos por Servicios (SCA), y/o la Ley de Contratos Publicos
ADICIONALES (PCA), debe recibir, por lo menos, tiempo y medio (1% ) de su pago regular por todas las horas que traba-
je en exceso de 40 horas en una semana laboral.

TRABAJO DE Los menores de 18 afios deben ser empleados de acuerdo con las provisiones para el empleo de
menores de La Ley de Normas Razonables de Trabajo (FLSA). Ninguna persona menor de 16 afios puede
MENORES trabajar en la industria manufacturera o bajo la Ley de Contratos Publicos (PCA).

La Ley de Normas Justas de Trabajo y la Ley de Contratos Publicos no contienen provisiones que exijan
BENEFICIOS vacaciones, dias feriados, pago por enfermedad o cualquier otro beneficio suplementario como seguro
médico, seguro de vida, pensién u otros. La determinacion de sueldos que requiere la Ley de Contratos
SUPLEMENTARIOS por Servicios puede requerir el pago de beneficios suplementarios (0 el equivalente en efectivo). Los
empleados que sean remunerados bajo certificados que autorizan tasas de pagos conmensurables deben
recibir los beneficios plenos enumerados en la determinacion de salarios.

NOTI F|CAC|C)N AL El empleador de trabajadores con impedimentos tiene el deber de informarles a estos trabajadores, o
cuando sea apropiado, a sus padres o representantes, oralmente o por escrito, los términos del certi-
TRABAJADOR ficado bajo el cual trabajan.

Los trabajadores con impedimentos que reciben un sueldo minimo especial tienen el derecho de presen-
PROCESO DE tar una peticion al Administrador de la Division de Horas y Salarios para que un Juez de Ley Administra-
SOLICITUD tiva revise la tasa monetaria que reciben. No es necesario emplear un formulario especial, sin embargo,
éste si debe ser firmado por el trabajador con el impedimento, o por sus padres o representantes, y debe
incluir el nombre y la direccién del empleador. Las solicitudes deben enviarse a: Administrator, Wage and
Hour Division, U.S. Department of Labor, Room S-3502/200 Constitution Avenue, N.W., Washington, D.C.
20210

Los empleadores deben de exhibir este cartel en un lugar donde los empleados con impedimentos y sus
padres o representantes lo puedan ver claramente.

Para informacion adicional:

1-866-4-USWAGE WHR

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

WWW.WAGEHOUR.DOL.GOV

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

WH 1284SP
Revised March 2008



Equal Employment Opportunity is

THE LAW

Private Employers, State and Local Governments, Educational Institutions, Employment Agencies and Labor Organizations
Applicants to and employees of most private employers, state and local governments, educational institutions,
employment agencies and labor organizations are protected under Federal law from discrimination on the following bases:

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN

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

DISABILITY

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

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

AGE

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

SEX (WAGES)

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

GENETICS

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

RETALIATION

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

WHAT TO DO IF YOU BELIEVE DISCRIMINATION HAS OCCURRED

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

The U.S. Equal Employment Opportunity Commission (EEOC), 1-800-669-4000
(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 Government
section. Additional information about EEOC, including information about charge
filing, is available at www.eeoc.gov.



Employers Holding Federal Contracts or Subcontracts

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

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN

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

INDIVIDUALS WITH DISABILITIES

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

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

DISABLED, RECENTLY SEPARATED, OTHER PROTECTED,

AND ARMED FORCES SERVICE MEDAL VETERANS

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

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

RETALIATION

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

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

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

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

Programs or Activities Receiving Federal Financial Assistance

RACE, COLOR, NATIONAL ORIGIN, SEX

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

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

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

INDIVIDUALS WITH DISABILITIES

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

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

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



La Igualdad de Oportunidades en el Empleo es

LA LEY

Empleadores privados, autoridades locales y estatales, instituciones educativas, agencias de empleo y organizaciones laborales

Los solicitantes de empleo y los empleados de la mayoria de los empleadores privados, autoridades locales y estatales, instituciones educativas, agencias de empleo
y organizaciones laborales estan protegidos conforme a la ley federal contra la discriminacion por cualquiera de los siguientes motivos:

RAZA, COLOR, RELIGION, SEXO, ORIGEN NACIONAL

El Titulo VII de la Ley de Derechos Civiles de 1964, y sus enmiendas, protege a los
solicitantes de empleo y a los empleados contra la discriminacion en la contratacion,
ascenso, despido, sueldo, beneficios adicionales, capacitacion laboral, clasificacion,
referencia, y otros aspectos del empleo, debido a la raza, color, religion, sexo (incluido
el embarazo) u origen nacional. La discriminacion religiosa incluye el no realizar los
arreglos razonables para las practicas religiosas de un empleado, cuando tales arreglos
no impongan una dificultad indebida.

DISCAPACIDAD

El Titulo I y el Titulo V de la Ley de Estadounidenses con Discapacidades de 1990, y
sus enmiendas, protegen a los individuos que califiquen contra la discriminacién por
una discapacidad en la contratacion, ascenso, despido, sueldo, beneficios adicionales,
capacitacion laboral, clasificacion, referencia, y otros aspectos del empleo. La
discriminacion por discapacidad incluye el no realizar los arreglos razonables para las
limitaciones mentales o fisicas conocidas de un individuo con una discapacidad quien
solicite empleo o sea empleado, salvo que implique una dificultad indebida.

EDAD

La Ley Contra la Discriminaciéon por Edad en el Empleo de 1967, y sus enmiendas, protége
a los solicitantes de empleo y a los empleados que tengan 40 afios de edad o mas contra

la discriminacién por la edad en la contratacion, ascenso, despido, sueldo, beneficios
adicionales, capacitacion laboral, clasificacion, referencia, y otros aspectos del empleo.

SEXO (SALARIOS)

Adicionalmente a la prohibicion de la discriminacion por sexo estipulada en el Titulo VII
de la Ley de Derechos Civiles, y sus enmiendas, la Ley de Igualdad Salarial de 1963, y
sus enmiendas, prohibe la discriminacion por sexo en el pago de salarios a los hombres
y mujeres que realicen un trabajo sustancialmente similar, en empleos que requieran
iguales destrezas, esfuerzos y responsabilidades, bajo condiciones laborales similares, en
el mismo establecimiento.

GENETICA

El Titulo II de la Ley contra la Discriminacion por Informacion Genética de 2008
(GINA) protege a los solicitantes de empleo y a los empleados contra la discriminacion
con basada en informacién genética, en la contratacion, ascenso, despido, sueldo,
beneficios adicionales, capacitacion laboral, clasificacion, referencia, y otros aspectos
del empleo. GINA también restringe la adquisicion de la informacion genética por parte
de los empleadores y limita estrictamente la divulgacion de la informacion genética.

La informacién genética incluye la informacion sobre las pruebas genéticas de los
solicitantes de empleo, los empleados o sus familiares; la manifestacion de enfermedades
o desordenes en los familiares (historial médico familiar); y las solicitudes o recibo de
servicios genéticos por los solicitantes de empleo, los empleados o sus familiares.

REPRESALIA

Todas estas leyes federales prohiben a las entidades cubiertas tomar represalias contra
una persona que presente un cargo de discriminacion, participe en un procedimiento de
discriminacion o se oponga a una practica laboral ilegal.

QUE DEBE HACER SI CONSIDERA QUE HA OCURRIDO UNA DISCRIMINACION

Hay limites estrictos de tiempo para presentar cargos de discriminacion en el empleo.
Para conservar la capacidad del EEOC de actuar en su nombre y para proteger su
derecho de presentar una demanda privada, en caso de que en tltima instancia lo
necesite, usted debe comunicarse con el EEOC de manera oportuna cuando sospeche de
la discriminacion:

La Comisién para la Igualdad de Oportunidades en el Empleo de los EE.UU. (EEOC),
1-800-669-4000 (numero gratuito) o 1-800-669-6820 (numero TTY gratuito para las
personas con dificultades auditivas). La informacion de las oficinas de campo del EEOC
esta disponible en www.eeoc.gov o en la mayoria de los directorios telefonicos en la
seccién de Gobierno de los EE.UU. o Gobierno Federal. Puede encontrar informacion
adicional sobre el EEOC, incluida la informacion sobre la presentacién de cargos, en
WWW.€€e0C.gov.



Empleadores que tengan contratos o subcontratos federales

Los solicitantes de empleo y los empleados de compaiiias con un contrato o subcontrato gubernamental federal estan
protegidos conforme a las leyes federales contra la discriminacion por los siguientes motivos:

RAZA, COLOR, RELIGION, SEXO, ORIGEN NACIONAL

La Orden Ejecutiva 11246, y sus enmiendas, prohibe la discriminacion en el trabajo por
motivo de raza, color, religion, sexo u origen nacional, y exige la aplicacion de accion
afirmativa para garantizar la igualdad en las oportunidades en todos los aspectos del
empleo.

INDIVIDUOS CON DISCAPACIDADES

La Seccién 503 de la Ley de Rehabilitacion de 1973, y sus enmiendas, protege a

los individuos que califiquen contra la discriminacion por una discapacidad en la
contratacion, ascenso, despido, sueldo, beneficios adicionales, capacitacion laboral,
clasificacion, referencia, y otros aspectos del empleo. La discriminacién por discapacidad
incluye el no realizar los arreglos razonables para las limitaciones mentales o fisicas
conocidas de un individuo con una discapacidad quien solicite empleo o sea empleado,
salvo que implique una dificultad indebida. La Secciéon 503 también exige que los
contratistas federales tomen las acciones afirmativas para emplear y ascender en el
empleo a individuos calificados con discapacidades en todos los niveles laborales, incluido
el nivel ejecutivo.

VETERANOS CON MEDALLAS DEL SERVICIO DE LAS FUERZAS ARMADAS Y
VETERANOS DISCAPACITADOS, SEPARADOS RECIENTEMENTE Y DE OTRO ESTATUS
PROTEGIDO

La Ley de Asistencia a la Readaptacion de los Veteranos de Vietnam de 1974, y sus
enmiendas, 38 U.S.C. 4212, prohibe la discriminacion laboral y exige la accion afirmativa
para emplear y ascender en el empleo a veteranos discapacitados, veteranos separados

del servicio recientemente (dentro de los tres afios dados de baja del servicio activo),
otros veteranos protegidos (quienes hayan prestado el servicio militar en una guerra o en
una campanfa o expedicion para la cual se haya autorizado una insignia de campaiia), y los
veteranos con medallas del Servicio de las Fuerzas Armadas (veteranos quienes, mientras
se encontraban en el servicio activo, participaron en una operaciéon militar de EE.UU.
para la cual se les otorg6 una medalla del Servicio de las Fuerzas Armadas).

REPRESALIA

Se prohiben las represalias contra una persona que presente un cargo de discriminacion,
participe en un procedimiento de la Oficina de Programas de Cumplimiento de Contratos
Federales (OFCCP), o quien se oponga a la discriminacién de conformidad con estas
leyes federales.

Toda persona quien considere que un contratista ha incumplido sus obligaciones
antidiscriminatorias o de accién afirmativa conforme a las autoridades antes indicadas,
debe contactar de inmediato a:

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 (numero
gratuito) o (202) 693-1337 (numero TTY). También puede contactar a la OFCCP por el
correo electronico OFCCP-Public@dol.gov, o llamando a una oficina distrital o regional
de la OFCCP, la cual puede encontrar en la mayoria de los directorios telefénicos

en la seccion U.S. Government (Gobierno de los EE.UU.), Department of Labor
(Departamento del Trabajo).

Programas o actividades que reciban asistencia financiera federal

RAZA, COLOR, ORIGEN NACIONAL, SEXO

Adicionalmente a las protecciones del Titulo VII de la Ley de Derechos Civiles de 1964,

y sus enmiendas, el Titulo VI de la Ley de Derechos Civiles de 1964, y sus enmiendas,
prohibe la discriminacion por raza, color u origen nacional en los programas o actividades
que reciban asistencia financiera federal. La discriminacion en el empleo esta cubierta
por el Titulo VI si el objetivo principal de la asistencia financiera es la provision del
empleo, o donde la discriminacion laboral cause o pueda causar una discriminacion en la
provision de los servicios conforme a tales programas. El Titulo IX de las Enmiendas en
la Educacién de 1972 prohibe la discriminacién en el empleo por motivo del sexo en las
actividades o programas educativos que reciban asistencia financiera federal.

Las versiones de EEOC de 9/02y OFCCP de 8/08 se pueden utilizar con el Suplemento de 11/09

INDIVIDUOS CON DISCAPACIDADES

La Seccién 504 de la Ley de Rehabilitacion de 1973, y sus enmiendas, prohibe la
discriminacién en el empleo por una discapacidad, en cualquier programa o actividad
que reciba asistencia financiera federal. Se prohibe la discriminacion en todos los
aspectos del empleo contra las personas con discapacidades quienes, con o sin arreglos
razonables, puedan realizar las funciones esenciales del trabajo.

Si usted considera que ha sido discriminado en un programa de alguna instituciéon que

reciba asistencia financiera federal, debe contactar inmediatamente a la agencia federal
que proporciona dicha asistencia.

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



EMPLOYEE RIGHTS

EMPLOYEE POLYGRAPH PROTECTION ACT

The Employee Polygraph Protection Act
prohibits most private employers from using

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

PROHIBITIONS

EXEMPTIONS

EXAMINEE
RIGHTS

ENFORCEMENT

Employers are generally prohibited from requiring or requesting

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

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

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

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

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

Where polygraph tests are permitted, they are subject to numerous strict
standards concerning the conduct and length of the test. Examinees
have a 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
TTY: 1-877-889-5627
www.dol.gov/whd

WAGE AND HOUR DIVISION

UNITED STATES DEPARTMENT OF LABOR

WH1462 REV 07/16
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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 Generalmente se le prohibe al empleador que le exija o requiera a un empleado o a un
solicitante a un trabajo que se someta a una prueba con detector de mentiras, y que
despida, discipline, o discrimine de ninguna forma contra un empleado o contra un
aspirante a un trabajo por haberse negado a someterse a la prueba o por haberse acogido
a otros derechos establecidos por la Ley.

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

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

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

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

DERECHOS En casos en que se permitan las pruebas de poligrafo, éstas deben ser administradas
DE LOS bajo una cantidad de normas estrictas en cuanto a su administracion y duracion. Los
EXAMINADOS examinados tienen un numero de derechos especificos, incluyendo el derecho de

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

CUMPLIMIENTO El/La Secretario(a) de Trabajo puede entablar pleitos para impedir violaciones y puede
imponer penas pecuniarias civiles de hasta $10,000 contra los violadores. Los empleados
o solicitantes a empleo también tienen derecho a entablar sus propios pleitos en los
tribunales.

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

Para informacién adicional:

1-866-4-USWAGE WHD

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

z3:  WWW.WAGEHOUR.DOL.GOV

Escanee, su Iegtor felefénico QR para
Saber mas en inglés sobre la Ley U.S. Department of Labor | Wage and Hour Division
ara La Proteccion Del Empleado
Contra La Prueba Del Poligrafo. WHD 1462SP
Rev. Jan 2012
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This Organization
Participates in E-Verify
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This employer participates in E-Verify and will
provide the federal government with your
Form I-9 information to confirm that you are
authorized to work in the U.S.

If E-Verify cannot confirm that you are
authorized to work, this employer is required
to give you written instructions and an
opportunity to contact Department of
Homeland Security (DHS) or Social Security
Administration (SSA) so you can begin to
resolve the issue before the employer can
take any action against you, including
terminating your employment.

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

E-Verify Works for Everyone

For more information on E-Verify, or if
you believe that your employer has
violated its E-Verify responsibilities,
please contact DHS.
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Esta Organizacion
Participa en E-Verify

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

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

Los empleadores sé6lo pueden utilizar E-Verify una vez
que usted haya aceptado una oferta de trabajo y
completado el Formulario I-9.

E-Verify Funciona Para Todos

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

888-897-7781
dhs.gov/e-verity
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E-VERIFY IS A SERVICE OF DHS AND SSA

The E-Verify logo and mark are registered trademarks of Department of Homeland
Security. Commercial sale of this poster is strictly prohibited.

English / Spanish Poster



IA

« : p

SikRLL

%; ‘;, | R DAUGHTER

-y
F

Find out if you quali

too
Publication 596, Ea
can also download i
the IRS Web site:

d Income Credit
om the internet a
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The EITC is a tax credit for lower income workers
who meet certain rules. Taxpayers who qualify and
claim the credit could pay less federal tax, pay no tax,
or receive a refund.

You may qualify for the Earned Income Tax Credit on
your tax return.

3 S % : Over 22 million people already benefit from the EITC.
) RN z Yet some people who are eligible don’t know it exists,
T : how to qualify, or how to claim it.
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Department of the Treasury
Internal Revenue Service

Publication 1495E (Rev. 10-06)
Catalog Number 34507G




RECIBA,

s - EL CREDI

:PARA FINANCIAR NUESTRA PROXIMA GRAN IDEA -O-

N

Inférmese si califica g
Ingreso del Trabajo (51§K®; 1-800-829-3676
para obtener gratis
Ingreso del Trabajg
el sitio del IRS ¢ WWW.irs.gov/eitc
aw

| 4
El EITC es un beneficio tributario que pueden recibir las
personas que trabajan, no ganan mucho y cumplen con ciertos
requisitos. Los contribuyentes que califican y reclaman el crédito
podrian pagar menos impuesto federal, no pagar impuesto o
recibir un reembolso.

Usted podria calificar para recibir el Crédito por Ingreso del
Trabajo en su declaracion de impuestos.

Mas de 22 millones de contribuyentes ya reciben beneficios del
EITC, y sin embargo, algunas personas que califican desconocen
este beneficio, los requisitos, o cémo reclamarlo.

i IRS

Department of the Treasury
Internal Revenue Service

Publication 1495E (Rev. 10-06)
Catalog Number 34507G




EMPLOYEE RIGHTS

FOR WORKERS WITH DISABILITIES PAID AT SPECIAL MINIMUM WAGES
THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

This establishment has a certificate authorizing the payment of special minimum wages to workers who are disabled for the work they
are performing. Authority to pay special minimum wages to workers with disabilities applies to work covered by the Fair Labor
Standards Act (FLSA), McNamara-O’Hara Service Contract Act (SCA), and/or Walsh-Healey Public Contracts Act (PCA). Such
special minimum wages are referred to as “commensurate wage rates” and are less than the basic hourly rates stated in an SCA wage
determination and less than the FLSA minimum wage of $5.85 per hour beginning July 24, 2007, $6.55 per hour beginning July 24,
2008, and $7.25 per hour beginning July 24, 2009. A “commensurate wage rate” is based on the worker’s individual productivity, no
matter how limited, in proportion to the wage and productivity of experienced workers who do not have disabilities that impact their
productivity when performing essentially the same type, quality, and quantity of work in the geographic area from which the labor force
of the community is drawn.

WORKERS WITH For purposes of payment of commensurate wage rates under a certificate, a worker with a
disability is defined as:
DISABILITIES y

¢ An individual whose earnings or productive capacity is impaired by a physical or mental
disability, including those related to age or injury, for the work to be performed.

¢ Disabilities which may affect productive capacity include blindness, mental iliness,
mental retardation, cerebral palsy, alcoholism, and drug addiction. The following do
not ordinarily affect productive capacity for purposes of paying commensurate wage
rates: educational disabilities; chronic unemployment; receipt of welfare benefits;
nonattendance at school; juvenile delinquency; and correctional parole or probation.

KEY * Nondisabled worker standard—The objective gauge (usually a time study of the
ELEMENTS OF production of workers who do not have disabilities that impair their productivity for the job)
against which the productivity of a worker with a disability is measured.
COMMENSURATE e Prevailing wage rate—The wage paid to experienced workers who do not have disabilities
WAGE RATES that impair their productivity for the same or similar work and who are performing such work in
the area. Most SCA contracts include a wage determination specifying the prevailing wage
rates to be paid for SCA-covered work.
e Evaluation of the productivity of the worker with a disability—Documented
measurement of the production of the worker with a disability (in terms of quantity and quality).

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

OVERTIME Generally, if you are performing work subject to the FLSA, SCA, and/or PCA, you must be paid
at least 1% times your regular rate of pay for all hours worked over 40 in a workweek.

inors younger than years of age must be employed in accordance with the yout

YOUTH Mi han 18 f b loyed i d ith th h

EMPLOYMENT employment provisions of FLSA. No persons under 16 may be employed in manufacturing or on
a PCA contract.

FRINGE Neither the FLSA nor the PCA have provisions requiring vacation, holiday, or sick pay nor other

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

ach worker with a disability and, where appropriate, the parent or guardian of such worker,

WORKER Each worker with a disability and, wh iate, th dian of such work

NOTIFICATION shall be informed orally and in writing by the employer of the terms of the certificate under
which such worker is employed.

Workers with disabilities paid at special minimum wages may petition the Administrator of the
PETITION Wage and Hour Division of the Department of Labor for a review of their wage rates by an
PROCESS Administrative Law Judge. No particular form of petition is required, except that it must be
signed by the worker with a disability or his or her parent or guardian and should contain the
name and address of the employer. Petitions should be mailed to: Administrator, Wage and
Hour Division, U.S. Department of Labor, Room S-3502, 200 Constitution Avenue, N.W.,
Washington, D.C. 20210.

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

For additional information:

1-866-4-USWAGE =WHE

1 866 487 9243 _|_|_Y 1 877 889 5627 U.S. Wage and Hour Division

WWW.WAGEHOUR.DOL.GOV

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

WH 1284
Revised July 2007



EMPLOYEE RIGHTS

UNDER THE FAIR LABOR STANDARDS ACT

THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

FEDERAL MINIMUM WAGE

$5.85. $0.55. $7.25-

BEGINNING JULY 24, 2007 BEGINNING JULY 24, 2008 BEGINNING JULY 24, 2009

STATE AND LOCAL GOVERNMENT EMPLOYEES

OVERTIME PAY

COMPENSATORY
TIME

EXEMPTIONS

YOUTH
EMPLOYMENT

ENFORCEMENT

ADDITIONAL
INFORMATION

At least 1%, times your regular rate of pay for all hours worked over 40 in a
workweek.

Law enforcement and fire protection personnel: You may be paid
overtime on the basis of a "work period" of between 7 and 28 consecutive
days in length, rather than on a 40-hour workweek basis.

Employees may receive compensatory time off instead of cash overtime
pay, at a rate of not less than 1% hours for each overtime hour worked,
where provided pursuant to an agreement or understanding that meets the
requirements of the Act.

The Act does not apply to persons who are not subject to the civil service
laws of State or local governments and who are: elected public officials,
certain immediate advisors to such officials, certain individuals appointed or
selected by such officials to serve in various capacities, or employees of
legislative branches of State and local governments. Employees of legislative
libraries do not come within this exclusion and are thus covered by the Act.

Certain types of workers are exempt from the minimum wage and overtime
pay provisions, including bona fide executive, administrative, and professional
employees who meet regulatory requirements.

Any law enforcement or fire protection employee who in any workweek is
employed by a public agency employing less than 5 employees in law
enforcement or fire protection activities is exempt from the overtime pay
provisions.

16 years old is the minimum age for most occupations. An 18-year old
minimum applies to hazardous occupations. Minors 14 and 15 years old may
work outside school hours under certain conditions. For more information,
visit the YouthRules! Web site at www.youthrules.dol.gov.

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. Violations may result in civil or criminal action.

Civil money penalties of up to $11,000 per violation may be assessed against
employers who violate the youth employment provisions of the law and up to
$1,100 per violation against employers who willfully or repeatedly violate the
minimum wage or overtime pay provisions. This law prohibits discriminating
against or discharging workers who file a complaint or participate in any
proceedings under the Act.

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

e Employees under 20 years of age may be paid a youth minimum wage of
not less than $4.25 an hour during their first 90 consecutive calendar days
after initial employment by an employer.

e Employers are required to display this poster where employees can readily
see it.

For additional information:

1-866-4-USWAGE WHD

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

WWW.WAGEHOUR.DOL.GOV

U.S. Wage and Hour Division

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

WH Publication 1385

(Revised July 2007)



EMPLOYEE RIGHTS

UNDER THE FAIR LABOR STANDARDS ACT
FEDERAL MINIMUM WAGE

§7.25-

BEGINNING JULY 24, 2009

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

OVERTIME PAY Atleast 1’2 times the regular rate of pay for all hours worked over 40 in a workweek.

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

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

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

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

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

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

ADDITIONAL Certain occupations and establishments are exempt from the minimum wage, and/or overtime

INFORMATION pay provisions.

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

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

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

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

WAGE AND HOUR DIVISION 1-866-487-9243 g u: =
I.I I‘

TTY: 1-877-889-5627

www.dol.gov/whd .‘I::Ii:l-.l.:l .
L =

UNITED STATES DEPARTMENT OF LABOR

WH1088 REV 07/16
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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

$5.85= $6.55= $7.25-

BEGINNING JULY 24, 2007 BEGINNING JULY 24, 2008 BEGINNING JULY 24, 2009

AGRICULTURAL EMPLOYEES

MINIMUM WAGE The Fair Labor Standards Act requires the payment of the minimum wage listed
above if you perform covered work for an employer who used more than 500
man-days of farm labor in any calendar quarter of the preceding year. A man-day
means any day when an employee (except for a member of the employer’s immediate
family) does agricultural work for at least one hour.

PER
HOUR

Note: Under specific exemptions in the law, employers do not have to pay the
minimum wage to the following:

e Members of the employer's immediate family;

¢ Local hand-harvest workers who are paid on a piece-rate basis and who
worked fewer than 13 weeks in agriculture during the preceding calendar year;

¢ Migrant hand-harvest workers 16 and younger who are employed on the
same farm as their parents and who receive the same piece rates as
employees older than 16 working on the same farm;

e Workers mainly engaged in the range production of livestock.

YOUTH At age 16, you may work at any time in any farm job, including those declared
hazardous by the Secretary of Labor. At age 14, you may work in nonhazardous

EMPLOYMENT farm jobs outside school hours. Minors 12 and 13 years old may work outside
school hours with written parental consent or on farms where a parent of the minor
is employed, and those under 12 may work with parental consent outside school
hours on farms not subject to the minimum wage. Although the FLSA authorizes the
Secretary of Labor to issue waivers that would, under specified conditions, permit
the employment of local minors 10 and 11 years of age to work outside school
hours in the hand harvesting of crops, the Department of Labor has been enjoined
from issuing such waivers since 1980.

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.
Violations may result in civil or criminal action.

Civil money penalties of up to $11,000 per violation may be assessed against
employers who violate the youth employment provisions of the law and up to $1,100
per violation against employers who willfully or repeatedly violate the minimum wage
or overtime pay provisions. This law prohibits discriminating against or discharging
workers who file a complaint or participate in any proceedings under the Act.

ADDITIONAL * Some state laws provide greater employee protections; employers must comply
INFORMATION ~ th both

¢ 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 the Labor.

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

For additional information:

U.S. Wage and Hour Division

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

WWW.WAGEHOUR.DOL.GOV

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

WHD Publication 1386
(Revised July 2007)



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:

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

o To bond with a child (leave must be taken within 1 year of the child’s birth or placement);

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

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

e For qualifying exigencies related to the foreignh 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 iliness.

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

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

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

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

An employer may not interfere with an individual’s FMLA rights or retaliate against someone for using or trying to use FMLA leave,
opposing any practice made unlawful by the FMLA, or being involved in any proceeding under or related to the FMLA.

An employee who works for a covered employer must meet three criteria in order to be eligible for FMLA leave. The employee must:

e Have worked for the employer for at least 12 months;

e Have at least 1,250 hours of service in the 12 months before taking leave;* and
e Work at a location where the employer has at least 50 employees

e within 75 miles of the employee’s worksite.

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

Generally, employees must give 30-days’ advance notice of the need for FMLA leave. If it is not possible to give 30-days’ 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 diagnosis, but must provide enough information to the employer so it can determine
if the leave qualifies for FMLA protection. Sufficient information could include informing an employer that the employee is or
will be unable to perform his or her job functions, that a family member cannot perform daily activities, or that hospitalization or
continuing medical treatment is necessary. Employees must inform the employer if the need for leave is for a reason for which
FMLA leave was previously taken or certified.

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

Once an employer becomes aware that an employee’s need for leave is for a reason that may qualify under the FMLA, the
employer must notify the employee if he or she is eligible for FMLA leave and, if eligible, must also provide a notice of rights and
responsibilities under the FMLA. If the employee is not eligible, the employer must provide a reason for ineligibility.

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

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

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

For additional information or to file a complaint:

1-866-4-USWAGE

[=]:E%. [=]
iy
(1-866-487-9243)  TTY: 1-877-889-5627 ~  [EIf-#is = ) ¢

WWW.WAGEHOUR.DOL.GOV

U.S. Department of Labor | Wage and Hour Division WH1420a REV 04/16




DERECHOS Y RESPONSABILIDADES DEL EMPLEADO
BAJO LA LEY DE AUSENCIA FAMILIAR Y MEDICA

Derechos Basicos de Ausencia

La Ley de Ausencia Familiar y Médica (FMLA-por sus siglas en inglés) exige
que todo empresario bajo el alcance de la Ley provea a sus empleados elegibles
hasta 12 semanas de ausencia del trabajo, no pagadas y con proteccion del
puesto, por las siguientes razones:

e por incapacidad causada por embarazo, atenciéon médica prenatal o parto;

e para atender a un hijo del empleado después de su nacimiento, o su
colocacion para adopcion o crianza;

e para atender a un conyuge, hijo, hija, o padres del/de la empleado(a),
el/la cual padezca de una condicion de salud seria; o

e acausa de una condicion de salud seria que le impida al empleado
desempefiar su puesto.

Derechos de Ausencia Para Familias Militares

Empleados elegibles con un conyuge, hijo, hija, o padre que estén en servicio
activo o se le haya avisado de una llamada a estado de servicio activo bajo
cobertura pueden 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 cuidado alternativo de hijos, para
atender ciertos arreglos financieros y legales, para asistir a ciertas consultas con
consejeros, y para asistir a sesiones de reintegracion pos-despliegue.

FMLA también incluye un derecho especial de ausencia que concede a
empleados elegibles ausentarse del trabajo hasta 26 semanas para atender a un
miembro del servicio militar bajo el alcance de la Ley durante un periodo unico
de 12 meses. Un miembro del servicio bajo el alcance de la Ley es: (1) un
miembro actual de las Fuerzas Armadas, incluyendo un miembro de la Guardia
Nacional o Reservas, que esté atravesando tratamiento médico, recuperacion

o terapia, es de cualquier otra forma paciente externo, o esta de cualquier

otra forma en Ia lista de retiro temporal por discapacidad, debido a una lesion

o enfermedad grave*; o (2) un veterano que fue licenciado o relevado bajo
condiciones no deshonrosas en cualquier momento durante el periodo de cinco
afios antes de la primera fecha en la que el empleado elegible toma la ausencia
bajo la FMLA para cuidar de un veterano bajo el alcance de la Ley, y que

esté atravesando tratamiento médico, recuperacion o terapia por una lesion o
enfermedad grave.*

*Las definiciones de la FMLA de “lesion o enfermedad grave” para
los actuales miembros del servicio y veteranos son diferentes a la
definicion de “condicion de salud seria”.

Beneficios y Protecciones

Durante una ausencia bajo FMLA, el empresario ha de mantener en vigor

el seguro de salud del empleado bajo cualquier “plan de seguro colectivo

de salud” con los mismos términos como si el empleado hubiese seguido
trabajando. Al regresar de una ausencia de FMLA, a la mayor parte de los
empleados se le ha de restaurar a su puesto original o puesto equivalente con
sueldo, beneficios y otros términos de empleo equivalentes.

El tomar una ausencia bajo FMLA no puede resultar en la pérdida de ningiin
beneficio de empleo acumulado antes de que el empleado comenzara una ausencia.

Requisitos Para Elegibilidad

Los empleados son elegibles si han trabajado para el empresario bajo el alcance
de la Ley durante por lo menos 12 meses, por 1,250 horas durante los previos
12 meses*, y si el empresario emplea por lo menos a 50 empleados dentro de
un area de 75 millas.

* Aplican requisitos especiales de horas de servicio para empleados
que son miembros de tripulacion de vuelo.

Definicion de una Condicion de Salud Seria

Una condicion de salud seria es una enfermedad, lesion, impedimento, o
condicion fisica o mental que involucra una pernoctacion en un establecimiento
de atencion médica, o el tratamiento continuo bajo un servidor de atencion
médica por una condicion que le impide al empleado desempeniar las funciones
de su puesto, 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 el requisito de
tratamiento continuo con un periodo de incapacidad de mas de 3 dias civiles
consecutivos en combinacion con por lo menos dos visitas a un servidor de

atencion médica o una visita y un régimen de tratamiento continuo, o incapacidad
a causa de un embarazo, o incapacidad a causa de una condicioén crénica. Otras
condiciones pueden satisfacer la definicion de un tratamiento continuo.

Uso de la Ausencia

El empleado no necesita usar este derecho de ausencia todo de una vez. La
ausencia se puede tomar intermitentemente o segun un horario de ausencia
reducido cuando sea médicamente necesario. El empleado ha de esforzarse
razonablemente cuando hace citas para tratamientos médicos planificados
para no interrumpir indebidamente las operaciones del empresario.
Ausencias causadas por exigencias calificadoras también pueden tomarse
intermitentemente.

Substitucion de Ausencia Pagada por Ausencia No Pagada

El empleado puede escoger o el empresario puede exigir el uso de ausencias
pagadas acumuladas mientras se toma ausencia bajo FMLA. Para poder usar
ausencias pagadas cuando toma la ausencia bajo FMLA, el 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 anticipacion cuando
necesite ausentarse bajo FMLA cuando la necesidad es previsible. Cuando
no sea posible proveer un aviso con 30 dias de anticipacion, el empleado ha
de proveer aviso en cuanto sea factible y, en general, ha de cumplir con los
procedimientos normales del empresario de llamar.

Los empleados han de proporcionar suficiente informacidn para que el
empresario determine si la ausencia califica para la protecciéon de FMLA,

con la fecha y la duracién anticipadas de la ausencia. Suficiente informacion
puede incluir que el empleado no puede desempeiiar las funciones del puesto,
que el miembro de la familia no puede desempefiar las actividades diarias,

la necesidad de ser hospitalizado o de seguir un régimen continuo bajo un
servidor de atencién médica, o circunstancias que exijan una necesidad

de ausencia familiar militar. Ademas, los empleados han de informar al
empresario si la ausencia solicitada es por una razon por la cual se habia
previamente tomado o certificado la ausencia bajo FMLA. También se le puede
exigir al empleado que provea certificacion y re-certificacion periddicamente
constatando la necesidad para la ausencia.

Responsabilidades del Empresario

Los empresarios bajo el alcance de FMLA han de informar a los empleados
solicitando ausencia si son o no elegibles bajo FMLA. Si lo son, el aviso ha de
especificar cualquier otra informacion exigida tanto como los derechos y las
responsabilidades de los empleados. Si no son elegibles, el empresario ha de
proveer una razon por la inelegibilidad.

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

Actos Ilegales Por Parte del Empresario
Laley FMLA le prohibe a todo empresario:

e que interfiera con, limite, o niegue el ejercicio de cualquier derecho
estipulado por FMLA; y

e que se despida a, o se discrimine en contra de, alguien que se oponga
a una practica prohibida por FMLA o porque se involucre en cualquier
procedimiento bajo FMLA o relacionado a FMLA.

Cumplimiento

Un empleado puede presentar una reclamacion ante el Departamento de
Trabajo de los Estados Unidos o puede iniciar una demanda civil particular
contra el empresario.

FMLA no afecta ninguna otra ley federal o estatal que prohiba la
discriminacion, o invalida ninguna ley estatal o local o ninguna negociacion
colectiva que provea derechos familiares o médicos superiores.

La Seccion 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.F.R. § 825.300(a) pueden exigir divulgaciones
adicionales.

Si precisa informacion adicional:
1-866-4US-WAGE (1-866-487-9243) TTY: 1-877-889-5627
WWW.WAGEHOUR.DOL.GOV

Departamento de Trabajo de los Estados Unidos | Division de Horas y Salarios

*
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IF YOU HAVE THE RIGHT TO WORK

Don’t let anyone take it away.

Contact IER

There are laws to protect you from

discrimination in the workplace.

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

You should know that... .
Email us

I[ER@usdoj.gov

In most cases, employers cannot deny

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

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

Washington, DC 20530

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

If any of these things happen to you, contact

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

the Immigrant and Employee Rights Section

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

— DEPARTMENT OF JUSTICE —
@% IMMIGRANT & EMPLOYEE RIGHTS SECTION
— CIVIL RIGHTS DIVISION —

Immigrant and Employee Rights Section

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



http://www.justice.gov/ier
mailto:IER@usdoj.gov

Notice

Aviso

Migrant and
Seasonal
Agricultural
Worker
Protection Act

Ley de Proteccion
de Trabajadores
Migrantes y
Temporales en

la Agricultura

This federal law requires agricultural employers,
agricultural associations, farm labor contractors and
their employees to observe certain labor standards
when employing migrant and seasonal farmworkers
unless specific exemptions apply. Further, farm labor
contractors are required to register with the U.S.
Department of Labor.

Migrant and Seasonal F armw orker s
Have These Rights

@ To receive accurate information about wages and
working conditions for the prospective employment

@ To receive this information in writing and in English,

Spanish or other languages, as appropriate

® To have the terms of the working arrangement
upheld

® To have farm labor contractors show proof of
registration at the time of recruitment

Esta ley federal exige que los patrones agricolas, las asociaciones
agricolas, los contratistas de mano de obra agricola (o trogueros), y sus
empleados cumplan con ciertas normas laborales cuando ocupan a los
trabajadores migrantes y temporales en la agricultura, a menos que se
apliquen excepciones especificas. Los contratistas, o troqueros, tienen
ademas la obligacion de registrarse con el Departamento del Trabajo.

Los Trabajadores Migrantes y Temporales en la
Agricultura Tienen los Derec hos Siguientes

® Recibir detalles exactos sobre el salario y las condiciones de trabajo del
empleo futuro

® Recibir estos datos por escrito en inglés, en espariol, o en otro idioma
gue sea apropiado

® Cumplimiento de todas las condiciones de trabajo como fueron
presentadas cuando se les hizo la oferta de trabajo

@ Al ser reclutados para un trabajo, ver una prueba de que el contratista
se haya registrado con el Departamento del Trabajo



® To be paid wages when due

® To receive itemized, written statements of earnings
for each pay period

® To purchase goods from the source of their choice

® To be transported in vehicles which are properly
insured and operated by licensed drivers, and which
meet federal and state safety standards

® For migrant farmworkers who are provided housing

[To be housed in property which meets federal
and state safety and health standards

[To have the housing information presented to
them in writing at the time of recruitment

[Té have posted in a conspicuous place at the
housing site or presented to them a statement of
the terms and conditions of occupancy, if any

Workers who believe their rights under the act have
been violated may file complaints with the
department’s Wage and Hour Division or may file suit
directly in federal district court. The law prohibits
employers from discriminating against workers who file
complaints, testify or in any way exercise their rights on
their own behalf or on behalf of others. Complaints of
such discrimination must be filed with the division
within 180 days of the alleged event.

For further information, get in touch with the nearest
office of the Wage and Hour Division, listed in most
telephone directories under the U.S. Government,

@ Cobrar el salario en la fecha fijada

® Recibir cada dia de pago un recibo indicando el salario y la razén de
cualquier deduccion

® Comprar mercancias al comerciante que ellos escojan

® Ser transportados en vehiculos que tengan seguros adecuados y que
hayan pasado las inspecciones federales y estatales de seguridad, y
conducidos por choferes que tengan permisos de manejar

@ Las garantias para los trabajadores migrantes a quienes se les
proporcionen viviendas o alojamiento

[Viviendas que satisfazcan los requisitos federales y estatales de
seguridad y de sanidad

[CAl ser reclutados, recibir por escrito informes sobre las viviendas y su
costo

[REcibir de su patron un aviso escrito explicando las condiciones de
ocupacion de la vivienda, o que tal aviso esté colocado en un lugar
visible de la vivienda

Los trabajadores que crean haber sufrido una violacion de sus derechos
pueden presentar sus quejas a la Division de Salarios y Horas o pueden
presentar una demanda directamente a los tribunales federales. La ley
prohibe cualquier discriminacion o sancién hacia los trabajadores que
presenten tales quejas, que hagan declaraciones, o que reclamen de
cualquier manera sus derechos, sea a beneficio de si mismos o a beneficio
de otros. Hay que presentar las quejas de discriminacién o de sancion a la
division dentro de 180 dias del suceso.

En caso de que necesite mas informacion, comuniquense con la oficina de
la Divisién de Salarios y Horas mas cercana, que aparece en la mayoria
de los directorios telefénicos bajo el titulo U.S. Government, Department of
Labor.

Department of Labor.

U.S. Department of Labor

Employment Standards Administration ?
Wage and Hour Division

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

Departamento del Trabajo de los EE. UU.
Administracién de Normas de Empleo
Division de Salarios y Horas

La ley exige que los patrones fijen este aviso en un lugar donde puedan verlo facilmente

los trabajadores. WH Publication 1376
Revised April 1983



Job Safety and Health

ML 2
e 5% Occupational Safety 4 '
u.s.Department of Labor  @and Health Administration |

All workers have the right to: Employers must:

= A safe workplace. = 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.

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

= Comply with all applicable OSHA standards.

= Request an OSHA inspection of your
workplace if you believe there are unsafe or
unhealthy conditions. OSHA will keep your
name confidential. You have the right to have a = Provide required training to all workers in a

representative contact OSHA on your behalf. language and vocabulary they can understand.
= Participate (or have your representative = Prominently display this poster in the workplace.
participate) in an OSHA inspection and .

=l _ Post OSHA citations at or near the place of

speak In private to the inspector. the alleged violations.

= File a complaint with OSHA within 30 days
(by phone, online or by mail) if you have been

retaliated against for using your rights.

FREE ASSISTANCE to identify and correct

hazards is available to small and medium-

sized employers, without citation or penalty,

= See any OSHA citations issued to your through OSHA-supported consultation
employer. programs in every state.

= 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 O0SHA. We can help.

1-800-321-OSHA (6742) - TTY 1-877-889-5627 - www.osha.gov
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»sHA  Segunidady Salud en el Trabajo

Administracion de
Seguridad y Salud

Departamento de Trabajo

de los EE. UU. Ocupacional

Todos los trabajadores tienen el derecho a:

Un lugar de trabajo seguro.

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

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

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

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

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

Ver cualquieras citaciones de la OSHA emitidas
a su empleador,

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

Este cartel esta disponible de la OSHA para gratis.

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

Llame OSHA. Podemos ayudar.

:ES LA LEY!

Los empleadores deben:

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

= Cumplir con todas las normas aplicables
de la OSHA.

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

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

= Mostrar claramente este cartel en el lugar
de trabajo.

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

Los empleadores de tamano pequeno y mediano
pueden recibir ASISTENCIA GRATIS para identificar
y corregir los peligros sin citacion o multa, a través
de los programas de consultacion apoyados
por la OSHA en cada estado.
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safe, healthy andw
drug-free workplace is

_everyone's business.

‘'hanks for making it your.

U.S. Department of Labor, Working Partners for an Alcohol- and Drug-Free Workplace

www.dol.gov/workingpartners



EMPLOYEE RIGHTS

UNDER THE DAVIS-BACON ACT

FOR LABORERS AND MECHANICS
EMPLOYED ON FEDERAL OR FEDERALLY
ASSISTED CONSTRUCTION PROJECTS

THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

PREVAILING
WAGES

OVERTIME

ENFORCEMENT

APPRENTICES

PROPER PAY

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

You must be paid not less than the wage rate listed in the Davis-Bacon
Wage Decision posted with this Notice for the work you perform.

You must be paid not less than one and one-half times your basic
rate of pay for all hours worked over 40 in a work week. There are few
exceptions.

Contract payments can be withheld to ensure workers receive wages
and overtime pay due, and liquidated damages may apply if overtime
pay requirements are not met. Davis-Bacon contract clauses allow
contract termination and debarment of contractors from future federal
contracts for up to three years. A contractor who falsifies certified
payroll records or induces wage kickbacks may be subject to civil or
criminal prosecution, fines and/or imprisonment.

Apprentice rates apply only to apprentices properly registered under
approved Federal or State apprenticeship programs.

If you do not receive proper pay, or require further information on the
applicable wages, contact the Contracting Officer listed below:

or contact the U.S. Department of Labor’s Wage and Hour Division.

SWHD

U.S. Wage and Hour Division

For additional information:

1-866-4-USWAGE

WWW.WAGEHOUR.DOL.GOV

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

WH 1321(Revised April 2009)



DERECHOS DEL

EMPLEADO

BAJO LA LEY DAVIS-BACON

PARA OBREROS Y MECANICOS EMPLEADOS
EN PROYECTOS DE CONSTRUCCION
FEDERAL O CON ASISTENCIA FEDERAL

LA SECCION DE HORAS Y SUELDOS DEL DEPARTAMENTO DE TRABAJO DE EEUU

SALARIOS
PREVALECIENTES

SOBRETIEMPO

CUMPLIMIENTO

APRENDICES

PAGO
APROPIADO

No se le puede pagar menos de la tasa de pago indicada en la Decision de Salarios
Davis-Bacon fijada con este Aviso para el trabajo que Ud. desempena.

Se le ha de pagar no menos de tiempo y medio de su tasa basica de pago por
todas las horas trabajadas en exceso de 40 en una semana laboral. Existen pocas
excepciones.

Se pueden retener pagos por contratos para asegurarse que los obreros reciban los
salarios y el pago de sobretiempo debidos, y se podria aplicar dafios y perjuicios

si no se cumple con las exigencias del pago de sobretiempo. Las clausulas
contractuales de Davis-Bacon permiten la terminacién y exclusiéon de contratistas
para efectuar futuros contratos federales hasta tres anos. El contratista que
falsifique los registros certificados de las ndminas de pago o induzca devoluciones
de salarios puede ser sujeto a procesamiento civil o criminal, multas y/o
encarcelamiento.

Las tasas de aprendices sélo se aplican a aprendices correctamente inscritos bajo
programas federales o estatales aprobados.

Si Ud. no recibe el pago apropiado, o precisa de informacion adicional sobre los
salarios aplicables, pongase en contacto con el Contratista Oficial que aparece
abajo:

o pdéngase en contacto con la Secciéon de Horas y Sueldos del Departamento de

Trabajo de EEUU.

U.S. Wage and Hour Division

Para obtener informacion adicional:

1-866-4-USWAGE

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

WWW.WAGEHOUR.DOL.GOV

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

WH 1321 SPA (Revised April 2009)



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-2A 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 o

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

WAGES

¢ 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 )

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 for transportation and daily meals to the place of
employment

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

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

e Workers who live in employer-provided housing must be offered three meals per day at

ADDITIONAL
PROVISIONS

no more than a DOL-specified cost, or provided free and convenient cooking and kitchen
facilities

¢ To be provided state WORKERS’ COMPENSATION insurance or its equivalent
e 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 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-a-USWAGE SMHD
U.S. Wage and Hour Division

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

WWW.WAGEHOUR.DOL.GOV
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DERECHOS DEL EMPLEADO
BAJO EL PROGRAMA H-2A

SECCION DE HORAS Y SUELDOS DEL DEPARTAMENTO DE TRABAJO DE EEUU

La Ley Sobre Inmigracion y Nacionalidad (INA-siglas en inglés) permite el empleo de trabajadores temporeros no
inmigrantes en agricultura (Trabajadores H-2A) simpre y cuando no se impacte adversamente a trabajadores de EEUU.
Para asegurarse de que no se impacte adversamente a trabajadores de EEUU, TRABAJADORES H-2A y OTROS
TRABAJADORES empleados en el contrato de trabajo H-2A o por un empleador H-2A en el mismo trabajo agricola

como trabajadores H-2A tienen los siguientes derechos:

DECLARACION -

SALARIOS

TRANSPORTE

VIVIENDA

PROVISIONES
ADICIONALES

Recibir INFORMACION ESCRITA sobre los salarios, las horas, las condiciones de trabajo y los
beneficios de empleo que se ofrecen

Recibir esta informacién antes de conseguir un visado y no mas tarde del primer dia de trabajo
Recibir esta informacién en un idioma que lo entienda el trabajador

Que se le PAGUE por lo menos dos veces al mes de acuerdo con la tasa especificada en el contrato
de trabajo

Que se le informe, por escrito, de todas las DEDUCCIONES (no exigidas de otro modo por ley) que
se haran del cheque de pago del trabajador

Recibir una DECLARACION DE INGRESOS (talén de pago) escrita y detallada para cada periodo de
pago

Que se le garantice empleo por lo menos de TRES CUARTOS (75%) del total de horas prometidas
en el contrato de trabajo

Que se le proporcione o, al cumplir 50 por ciento del periodo de trabajo contratado, reembolse por
los costos razonables incurridos por el transporte y las comidas diarias al lugar de empleo

Al terminar el contrato de trabajo, que se le proporcione o que se le pague transporte de regreso y
comidas diarias

Para trabajadores que viven en viviendas proporcionadas por el empleador, que se le provea
TRANSPORTE, sin ningun costo al trabajador, entre la vivienda y el sitio de empleo

Todo transporte proporcionado por el empleador ha de cumplir con todas las normas de seguridad
aplicables, ha de estar asegurado correctamente, y ha de ser operado por un conductor licenciado

Para cualquier trabajador que no pueda regresar razonablemente a su domicilio durante el mismo
dia, se le tiene que proporcionar VIVIENDA SIN COSTO ALGUNO

La vivienda proporcionada por el empleador tiene que cumplir con las hormas de seguridad
aplicables

Al trabajador que vive en una vivienda proporcionada por el empleador se le tiene que ofrecer tres
comidas por dia y que no cuesten mas del costo especificado por DOL, o que se le provea las
comodidades para poder cocinar y de una cocina

Que se le provea seguro de INDEMNIZACION ESTATAL PARA TRABAJADORES, o su equivalente
Que se le provea, sin ningun costo, todas las HERRAMIENTAS, suministros y equipo exigidos para
desempenar cargos asignados

ESTAR LIBRE DE DISCRIMINACION o despido por presentar una demanda, por atestiguar o por
ejercer de cualquier modo sus derechos o por ayudar a otros a hacer lo mismo

Todo empleador TIENE que cumplir con todas las otras leyes aplicables (incluso la prohibicion contra
la retencidn de pasaportes de los trabajadores o cualquier otro documento de inmigracion)

Ningun empleador ni sus agentes PUEDEN recibir pago de ningun trabajador por ningun costo
relacionado al proceso de obtener la certificaciéon H-2A (tal como los honorarios para la solicitud y

el reclutamiento)

Todo empleador TIENE que exhibir este cartel donde los empleados lo puedan ver facilmente
NINGUN empleador PUEDE desemplear o desplazar a trabajadores de EEUU semejantemente
empleados 60 dias o0 menos antes de la fecha que se necesiten trabajadores H-2A

Todo empleador TIENE que contratar a cualquier trabajador elegible de EEUU que solicite durante la
primera parte del 50 por ciento del periodo de trabajo en el contrato aprobado

Todo trabajador que crea que sus derechos hayan sido violados bajo este programa puede presentar una demada

confidencial.

Para informacion adicional:

1-866-4-USWAGE

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

=

U.S. Wage and Hour Division

WWW.WAGEHOUR.DOL.GOV
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EMPLOYEE RIGHTS

ON GOVERNMENT CONTRACTS

THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

This establishment is performing Government contract work subject to (check one)

1 SERVICE CONTRACT ACT (SCA) or
[1 PUBLIC CONTRACTS ACT (PCA)

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

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

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

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

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

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

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

Contact the Occupational Safety and Health Administration

(OSHA) by calling 1-800-321-OSHA (1-800-321-6742), or
visit its Web site at www.osha.gov.

For additional information:

1-866-4-USWAGE SWHB

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

WWW.WAGEHOUR.DOL.GOV

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

WHD Publication 1313 (Revised April 2009)
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U.S. Department of Labor Washington, D.G. 20210

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

Walsh-Healey Public Contracts Act

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

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

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

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

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

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

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

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

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

Service Contract Act

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

Wages and Fringe Benefits — Every service employee performing any of the Government contract work under a service contract
in excess of $2,500 must be paid not less than the monetary wages, and must be furnished the fringe benefits, which the Secretary of Labor has
determined to be prevailing in the locality for the classification in which the employee is working or the wage rates and fringe benefits (including
any accrued or prospective wage rates and fringe benefits) contained in a predecessor contractor's collective bargaining agreement. The wage
rates and fringe benefits required are usually specified in the contract but in no case may employees doing work necessary for the performance
of the contract be paid less than the minimum wage established in section 6(a)(1) of the Fair Labor Standards Act.

Service contracts which do not exceed $2,500 are not subject to prevailing rate determinations or to the safety and health requirements of the
act. However, the act does require that employees performing work on such contracts be paid not less than the minimum wage rate established
in section 6(a)(1) of the Fair Labor Standards Act.

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

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

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

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

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

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

Additional Information — Additional Information and copies of the acts and applicable regulations and interpretations may be obtained
from the nearest office of the Wage and Hour Division or the National Office in Washington D.C. Information pertaining to safety and health standards
may be obtained from the nearest office of the Occupational Safety and Health Administration or the National Office in Washington, D.C.

U.S. Department of Labor
Employment Standards Administration

Wage and Hour Division

U.S. GOVERNMENT PRINTING OFFICE: 1996 - 421-004/59075



DERECHOS o: EMPLEADOS

que TRABAJAN sajo CONTRATOS rara e. GOBIERNO

DIVISION DE HORAS Y SALARIOS DEL DEPARTAMENTO DE LABOR DE LOS ESTADOS UNIDOS

Este establacimiento desempena trabajo bajo contrato del gobierno bajo la (marque uno)

[ ] LA LEY DE CONTRATOS DE SERVICIOS (SCA)
] LA LEY DE CONTRATOS PUBLICOS (PCA)

SALARIO Su tasa de pago no debe ser menor del pago minimo establecido por la
MiNIMO Ley de Normas Razonables.

Es posible que una tasa mas alta se aplique a un contrato de servicio si
este incluye determinacién. La determinacion estara incluida con este
aviso.

BENEFICIOS La determinacion de salario de los contratos de servicio puede exigir bene-
ADICIONALES ficios adicionales (o su equivalente en dinero efectivo). Los contratos de
suministro no requieren beneficios suplementarios.

PAGO por Después de haber trabajado 40 horas en una semana, usted debe recibir
HORAS tiempo y medio de su tasa basica de pago por cada hora adicional.

ADICIONALES EXisten algunas excepciones.

TRABAJO de Ninguna persona menor de dieciseis afios de edad puede ser empleada en
MENORES un contrato de suministro.

SEGURIDAD y Todo trabajo debe ser desempefiado bajo condiciones sanitarias y no peli-
SANIDAD grosas ni perjudiciales a la salud o a la seguridad de los empleados.

CUOTAS de Orden Ejecutiva (EO) 13201 requiere que ciertos contratistas del gobierno

SINDICATO notifiquen a los empleados de sus derechos relacionados a las cuotas de
sindicato.
QUEJAS Agencias especificas del departamento son responsables de la adminis-

tracion de estas leyes. Para hacer una queja u obtener informacion de

SCA o PCA Contacte la Divisiéon de Horas y Salarios llamando con
conexion gratuita a la linea de ayuda 1-866-4-USWAGE (1-866-487-9243)
o visite nuestra red: www.wagehour.dol.gov.

SEGURIDAD Y SANIDAD Contacte la Administracién Ocupacional de
Seguridad y Sanidad llamando a 1-800-321-OSHA (1-800321-6742) o visite
su red: www.osha.gov.

CUOTAS de SINDICATO Contacte la Oficina de Normas Obrero-
Patronales (OLMS) o la Oficina de Control de Contratos Federales (OFCCP),
llamando 1-866-4-USA-DOL o visite su red: www.dol.gov/esa/ofccp o la red
de OLMS: www.olms.dol.gov.

Para informacion adicional :

1-866-4-USWAGE IWHD

(1-866-487-9243) TTY: 1-877-889-5627 V5 Meeeandtourbivison

WWW.WAGEHOUR.DOL.GOV

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

WHD Publication 1313 (Revised May 2007)
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Washington, D.C. 20210

Departamento de Labor de Los Estados Unidos

El propésito del siguiente comunicado es informarles a los contratistas cubiertos por la Ley de Contratos Publicos Walsh-Healey o la Ley de
Contratos de Servicios sobre las provisiones principales de estas dos leyes.

La Ley de Contratos Publicos Walsh-Healey

Provisiones generales — Esta ley aplica a contratos que excedan o puedan exceder $10,000 con cualquier agencia o cuerpo de los
Estados Unidos para la manufacturacion de materiales, productos, articulos o maquinaria. La ley establece un sueldo minimo, horas maximas,
la seguridad y las normas de sanidad necesarias para trabajar bajo dichos contratos, al igual que prohibe el empleo de presos (a menos que se
observen ciertas condiciones) y de nifios menores de 16 afos. Tampoco se les puede dar trabajo a aquellas personas que trabajan en casa
(excepto a clientes minusvalidos de talleres protegidos bajo las regulaciones 29 CFR Parte 525). Esta ley no solamente aplica a los contratistas
principales sino, bajo algunas circunstancias, a los contratistas secundarios que estén trabajando bajo el contratista principal del gobierno.
Todas las provisiones de esta ley, excepto los requisitos de seguridad y sanidad, son administradas por la Divisién de Horas y Salarios.

Salario Minimo — Los empleados protegidos deben recibir como minimo el pago miinimo federal establecido en la seccién 6(a)(1) de la
Ley de Normas Justas de Trabajo.

Pago por Horas Adicionales — Los empleados protegidos deben recibir tiempo y medio (1 1/2) de su tasa de pago por todas las
horas trabajadas después de 40 en una semana. Todo pago por horas adicionales debe hacerse teniendo en cuenta todas las horas de traba-
jo, sean para el Gobierno o no, que el empleado haya desempefiado en el curso de una semana.

Trabajo de Menores — Los empresarios pueden protegerse contra posibles violaciones no intencionadas de las restricciones contra
el trabajo de menores obteniendo certificados de edad. Se aceptan certificados estatales o de edad.

Salud y Sanidad — Ningun trabajo bajo la proteccién de esta ley debe ser desempefiado en plantas, fabricas, edificios 0 sus alrededores
donde las condiciones de trabajo sean no sanitarias, perjudiciales o de peligro a la seguridad y sanidad de los trabajadores que desempefian
el trabajo requerido por el contrato. Las provisiones de seguridad y sanidad son administradas por la Administracién de la Seguridad y Salud
Ocupacionales.

Avisos para Empleados — Durante el periodo en que el trabajo sujeto a la ley Walsh-Healey esté siendo desempefiado, el contratista
debe colocar copias de este aviso para la informacién de los empleados en lugares ampliamente visibles, 0 en el camino o donde el trabajo sea
desempenado.

La Responsabilidad de los Contratistas Secundarios — Los contratistas primarios son responsables de las violaciones
contra la ley que sean cometidas por los contratistas secundarios.

La Ley de Contratos de Servicios

Provisiones Generales — La Ley de Contratos de Servicio aplica a cada contrato iniciado por el gobiemo de los Estados Unidos o
del Distrito de Columbia, cuyo propésito principal sea contratar a empleados que presten sus servicios en el desempefio del contrato. Los con-
tratistas y sub-contratistas desempefiando el trabajo bajo dichos contratos federales, deben pagar salario minimo y obedecer las leyes de seguri-
dad y sanidad, igualmente mantener ciertos registros, a menos que éstos no sean requeridos.

Salarios y Beneficios Suplementarios — Cada empleado de servicio que desempefie cualquier trabajo para el gobierno bajo
un contrato de servicio en exceso de $2,500 no debe recibir menos de la tasa monetaria, y debe recibir beneficios adicionales que la Secretaria
de Trabajo haya determinado prevaleciente en esa localidad para la clasificaciéon en la que esta trabajando el empleado, o la tasa monetaria y
los beneficios adicionales (incluyendo toda tasa monetaria y beneficios adicionales acumulados) contenidos en el acuerdo colectivo del con-
tratista predecesor. Las tasas de pago y los beneficios adicionales requeridos estan generalmente especificados en el contrato. Si no hay deter-
minacién de las tasas de pago en el contrato, los empleados deben recibir no menos del salario minimo federal especificado en la seccién 6(a)(1)
de la Ley de Normas Razonables de Trabajo.

Horas Adicionales — Laley de Normas Razonables de Trabajo y la Ley de Horas Trabajadas Bajo Contrato y las Normas de Sanidad
(Contract Work Hours and Safety Standards Act) (CWHSSA) pueden requerir el pago de horas adicionales a tiempo y medio de su tasa de pago
por todas las horas trabajadas después de 40 en una semana. La Ley de Horas Trabajadas Bajo Contrato y las Normas de Sanidad es mas
limitada que la Ley de Normas Razonables de Trabajo y generalmente aplica a contratos en exceso de $100,000 que requieren la mano de obra
de obreros, mecanicos, guardias y vigilantes.

Seguridad y Sanidad — La Ley prohibe que los Contratos de Servicios en exceso de $2,500 bajo la supervision del contratista o del
sub-contratista se desempefien en edificios o alrededores, o bajo ciertas condiciones de trabajo, que sean no sanitarias, peligrosas, perjudiciales
a la salud o a la seguridad de los empleados ocupados en desempefiar el trabajo indicado. La seguridad vy las provisiones de sanidad de la Ley
de Contratos de Servicios son administradas por la Administracién Ocupacional para la Seguridad y Sanidad (OSHA).

Aviso a los Empleados — En la fecha en la que un empleado de servicio comienza a trabajar en un contrato en exceso de $2,500,
el contratista (o subcontratista) debe informarle sobre la compensacién que requiere la ley. Este requisito se puede satisfacer colocando el aviso
(el cual puede incluir la determinacién de las tasas de pago en el reverso) en un lugar claramente visible por todos los empleados trabajando en
el contrato.

Aviso en Subcontratos — Se requiere que el contratista intercale en todos los subcontratos las cladsulas de las normas de trabajo
especificadas en las regulaciones 29 CFR 4 para contratos de servicio que excedan $2,500.

La Responsabilidad de los Contratistas Secundarios - Los contratistas primarios son responsables de las violaciones
contra la ley que sean cometidas por los contratistas secundarios.

Otras Obligaciones — El hecho de que el contratista observe las normas de trabajo de estos dos actos no lo exime de cualquier
obligacién que pueda tener bajo cualquiera otra ley o acuerdo que provea normas de trabajo mas estrictas.

Informacioén Adicional — Se puede obtener informacién adicional y copias de los actos, regulaciones aplicables e interpretaciones en
la oficina de Horas y Salarios mas cercana o en la Oficina Nacional en Washington, D.C. Informacién sobre seguridad y sanidad se puede obten-
er en la oficina mas cercana de la Administracién Ocupacional de Seguridad y Sanidad (OSHA) o en la Oficina Nacional en Washington, D.C.

Departamento de Trabajo Administracién de Normas de Empleo
Divisién de Sueldos y Horas Administracién Ocupacional para la Seguridad y Sanidad

U.S. GOVERNMENT PRINTING OFFICE: 1996 - 421-004/59075



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 ¥ If you leave your job to perform military service, you have the right
job to perform service in the uniformed service and: to elect to continue your existing employer-based health plan
coverage for you and your dependents for up to 24 months while in
Y¢ you ensure that your employer receives advance written or verbal the military.
notice of your service;
Y¢  you have five years or less of cumulative service in the uniformed 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
Y¢ 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
Y¢ you have not been separated from service with a disqualifying for service-connected illnesses or injuries.

discharge or under other than honorable 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

military service or, in some cases, a comparable job. Y The U.S. Department of Labor, Veterans Employment and Training
Service (VETS) is authorized to investigate and resolve complaints
of USERRA violations.

RIGHT TO BE FREE FROM DISCRIMINATION AND RETALIATION

v¢  For assistance in filing a complaint, or for any other information on
If you: USERRA, contact VETS at 1-866-4-USA-DOL or visit its website at
http://www.dol.gov/vets. An interactive online USERRA Advisor can

Y are a past or present member of the uniformed service; .
P P be viewed at http://www.dol.gov/elaws/userra.htm.

v« have applied for membership in the uniformed service; or

v¢  are obligated to serve in the uniformed service; ) T . .
Y If you file a complaint with VETS and VETS is unable to resolve it,

you may request that your case be referred to the Department

then an employer may not deny you:
poy y vy of Justice or the Office of Special Counsel, as applicable, for

Y initial employment; representation.

Y reemployment;

% retention in employment; v¢  You may also bypass the VETS process and bring a civil action
s promotion; or against an employer for violations of USERRA.

Y% any benefit of employment

because of this status.

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

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

L
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U.s. Department of Labor U.S. Department of Justice Office of Special Counsel 1-800-336-4590
1-866-487-2365 Publication Date—October 2008
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