training about health effects, protective measures, safe handling procedures,

<°= Im<m m mmm—.—ﬂ _ﬂo m mmﬂm as well as information on interpreting labels and material safety data sheets
. {MSDS). You must be provided access to the material safsty data sheets
a :Q —I_ ea _.ﬂ—.—.m: — Eo —-—A“U_mom . and the workplace chemical list.

- . + You have the right to copies of your medical records or records of your
_ _ m — I m _ >E— exposure to toxic and harmfyul substances or conditions.
' | » Your employer must post this notice in your workpiace.
+ You have the right to notlify your employer or TOSHA about workplace
hazards. You may ask TOSHA to keep your name confidential.

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

* You can file a complaint with TOSHA within 30 days of discrimination by your

employer for making safety and health complaints or for exercising your The Tennessee Occupational Safety and' Health Act of 1972, T.C.A. §§ 50-3-101 et seq., assures safe and
rights under the TOSHA Act or the Tennessee Hazardous Chemical Right-to- healthful working conditions for working men and-women throughout the state. The Department of Labor and
Know Act. Workforce Development, Division of Occupational Safaty and Health {TOSHA) has the primary responsibility for
administering the TOSHA Act. The rights listed. here may vary depending ar the particular clrcumstances. To file

« You have a right to see TOSHA citations issued to your employer. Your a complaint, report an smergency: or seak TOSHA advice, assistance or information, call 1-800-249-8510 or your

nearest TOSHA office. «+ Chatlanooga (423)634-6424 » Jackson (731)423-5641 « Kingsport (423)224-2042 =
Knoxville (865)594-6180 « Memphis {301)543-7253 » Nashvlile (615) 741-2793. To flle a complain? online or

o obtain information on Federal OSHA and cther state programs, visit OSHA's website at www.osha.gov. For
* Your employer must correct workplace hazards by the date indicated on the additional isformation on TOSHA visit www.state tn.us/labor-widfiosha.html

citation and must certify that these hazards have bean reduced or eliminated.

employer must post the citations at or near the place of the afleged violation.

Tennessee Deparunent of Labor and Workforee Development, Authurization Na. 337281, 25,000

+ You have rights under the Tennessee Right to Know Law concerning opies, November, 1000, This public documont was promulgated at a cost of 04 per copy.

hazardous chemicals in your work area. Your employer must provide




: TENNESSEE DEPARTMENT OF LABOR AND WORKFORCE DEVELOPMENT
WAGE REGULATION ACT

It is unlawful for any employer to employ, permit or suffer to work any person without first informing the employee of the amount

of

wages to be paid (T.C.A. §50-2-101). All wages or compensation of employees in private employments shall be due and payable

at least semi-monthly. Notice of regular paydays shall be posted by each employer in at least two conspicuous places.

REGULAR PAYDAY POSTED AS FOLLOWS: '{jl - Wifa ,K.} W (T.C.A. §50-2-103).

Each employee must have a 30-mimute unpaid rest break or meal period if scheduled to work 6 hours consecutively, except in
workplace environments that by the nature of business provide for ample opportunity to rest or take an appropriate break.
Such break shall not be scheduled during or before the first hour of scheduled work activity (T.C.A. §50-2-103).

No employer shall discriminate between cmployecs in the same establishment on the basis of sex by paying any employec salary
or wage rates less than he pays to any employee of opposite sex for comparable skill, effort, and responsibility, and which are
performed under similar working conditions (T.C.A, §30-2-202).

CHILD LABOR ACT
Minors 14 and 15 vears of age may not be emploved Minors 16 and 17 vears of age may noi be emploved
(T.C.A, §50-5-104): (T.C.A, §50-5-105):
1. During school hours; 1. During those hours when the minor is required to attend
2. Between 7:00pm and 7:00am; classes;
3. More than 3 hours a day on a school day; 2. Between the hours o £10:00pm and 6:00am, Sunday
4. More than 18 hours a week during school weeks; through Thursday evenings proceding a school day, except
5. More than 8 hours a day on non-school days; with parental or guardian consent. Then, the minor may
6. More than 40 hours a week during non-school weeks. work until midnight no more than 3 of the Sunday through
Tharsday nights.

BREAK OR MEAL PERIOD (T.C.A. §50-5-115}
A minior must have a 30-minute anpaid break or meal period if scheduled to work 6 hours consceutively. Such break shall not be
scheduled during or before the first hour of scheduled work activity.

OCCUPATIONS PROHIBITED FOR MINORS UNDER THE AGE OF 18 (T.C.A. §50:5-106)

1,

M

8.

9

10.
11.
12.
13.
14.

In or about plants or establishments manufactaring or 15. Wrecking, demolition and ship-breaking operations;
storing explosives or articles containing explosive 16. Roofing operations;

components; 17. Excavation operations;

Motor vehicle driving occupations; 18. In any place of employment where the average monthly
Coal mine occupations; gross receipts from the sale of intoxicating beverages
Logging and sawmill operations; * exceed twenty-five percent (25%} of the total gross
Operation of power-driven woodworking machines; receipts of the place of employment, or in any place of
Exposure to radioactive substances and ionizing radiations; employment where a minor will be permitied to take
Operation of ¢levator and other power-driven hoisting orders for or serve intoxicating beverages regardicss of
apparatus; the amount of intoxicating beverages sold in the place of
Operation of power-driven metal forming, punching and employment;

shearing machines; 19. Any occupation which the commissioner shall by

Mining elements other than coal; regulation declare to be hazardous or injurious to the life,
Slaughtering, meat packing, processing or rendering; health, safety and welfare of minors;

Operation of power-driven bakery machines; 20. Posing or modeling alone or with others while engaged in
Operation of power-driven paper products machines; sexual conduct for the purpose of preparing a film,
Manufacture of brick, tile and kindred products; photograph, negative, slide or motion picture;

Operation of circular saws, band saws and guillotine shcars; 21. Occupations involved in youth peddling.

DUTIES OF EMPLOYERS (T.C.A, §50-5-111)

Employers of minors shall:

1,

2.

Post in a conspicuous place on the business premises a printed notice of the provisions of the Child Labor Act furnished by
the department:
Maintain a separate file record for cach minor employed which shall be kept at the minot’s place of employment and shall
include:

a. Employment application;

b. Copy of minor’s birth certificate, drivers’s license, state issucd 1D or passport, as evidence of age by statute;

¢. Accurate daily time record for all minors subject to the provisions of this Act;

d. Any records qualifying a minor for exemption under T.C.A. §50-5-107 (8)-(13);

. Allow the department to inspect all premises where minors are or could be employed and the contents of the individual file

records; and

. Fumish the department. with records relative to the employment of minors;
. If a minor is 16 or 17 years of age and is home schooled, the file must include documentation from the Director of the LEA,

the home school or church related school, which confirms the minor’s enrollment and authorization to work.

The TN Depactiment of Labor and Workforce Development is committed fo
Temmessee Department of Labor & Workforce principals of equal opportunity, equal access, and affirmative action. Auxiliary aids
Development. Authorizati . 7100 and services are available upon rtequest to individuals with disabilities.
elopment. Authorization No. #33 Callers with hearing impairments may wse TTY 615-532-2879, TTY 1-800-848-

0298, TDD» 1-800-848-0299 or TTY/TDD 711.




Unemployment Insurance
for Employees

Your employer provides insurance to help protect you when you become unemployed through
no fault of your own. Tennessee employers pay the full cost of unemployment insurance for their
employees. Nothing is deducted from your pay to cover the cost of this insurance nor does any
money come from State of Tennessee funds.

If you become unemployed you may file for benefits through your local Department of Labor and
Workforce Development office or Career Center. You may call toll-free 1-800-576-3467 for the
location of the most convenient office or go to the Department's Web site at www.tennessee.gov/
labor-wfd/Claimants/benefitoffices.html. Claims for unemployment insurance may also be filed
online at www.tennessee.gov. Additionally, in some areas of Tennessee, claims may be filed by
telephone. Call 1-800-576-3467 to check if this option is available in your area. For the nearest
Tennessee Career Center location check our Department's Web site at www.tennessee.gov/labor-
wfd/cc/ or call toll-free 1-800-576-3467.

If you are still employed, but working less than full-time because your employer schedules you
for fewer hours of work in a week, you may be eligible for partial unemployment benefits. Ask
your employer to file a claim for you. If your employer cannot file a claim for you, contact your
nearest Labor and Workforce Development claims office.

To be eligible for unemployment benefits you must be separated from employment through no
fault of your own, have qualifying wages in the base period, and be able, available, and making a
reasonable effort to seek suitable work.

The Tennessee Department of Labor and Workforce Development has staff available to help you
find a job or pursue training opportunities.

' DEPARTMENTOF LABORE:
Tennessee  yoprroncE DEVELomMENT

www.tennessee.gov

Employers: Please post in a conspicuous place. Extra copies are available upon request,

For individuals with hearing impatrments, please call the
Tennessee Department of Labor and Workforce Development's TDD Line at 615-532-2879.

The Tennessee Department of Labor and Workforce Development is an equal opportunity employer.
Auxiliary aids and services are.available upon request to individuals with disabilities.

Depariment of Labor and Warkforce Development; Decerber 2008; Pub. Auth. No. 337386; 30,000 copies. This public document was promulgated at a ¢ost of § .05 per copy.




TENNESSEE WORKERS’ COMPENSATION INSURANCE

Employers: The law requires this notice to be conspicuously posted at the employer’s place of business so all
employees have access to it.

All employers w1th ﬁve (5) or more full or paﬁ-tlme employees.

All employers engaged in the mining ahd production of coal with ene (1) or more employees.

All contractors in the construction industry with one (1) or more employees.
To confirm if an employer is subject to the workers’ compensation law and if so to obtain the name of the
workers” compensation insurance company contact:

Tov Crile . HR Mar

Name ¢f employer representitive authorized to/provide information on workers” compensation

ab (-5717 - 2500 , 2X+ (167

Telephone number of émployer rcpresenteftlve to provide mformat:on on workers’ compensation

KeY N Manassas Memphis, JK107

= Address of emp!oyer representative to prov1de infofmation on'érorkers compensation

1. Report the ajury to the employer immediately. Employer notification is required.
and 2. Selecta treating physician from 2 panel provided by the employer.
To report an injury contact:

Joy Crite., AR Mar

? 7_/ Name of & E‘joyer representativedo notify in evént of a work related injury

Tel 5:7/771)«3 ?‘0](7 U%‘ //0 ’7fy f rk rel
elephone number of enp oyer representatwe to notify in event of a work related injury
6§ N Marassas Mepphis 770 35107

Address 6f employer representatlve to notify o event of a work related injury

R

L. Immedlately complete a send it to
insurance company or the third party administrator to be filed with the Tennessee Dept. of Labor and
Workforce Development, Workers” Compensation Division.

and 2. Offer a panel of physicians,

The employer shall designate a group of three (3) or more physicians or surgeons not associated together in
practice from which the injured employee shall have the privilege of selecting the operating surgeon or the
attending physician. If the injury is a back injury, the panel shall be expanded to four (4), one of whom
must be a doctor of chiropractic. If a doctor of chiropractic is chosen, chiropractor visits may beé authorized
for up to twelve (12) visits per back injury. More than twelve (12) visits to such doctor of chiropractic
must be specifically approved by the employer or insurance carrier. The provisions for chiropractic care
shall not.apply to workers® compensation self insurer pools established pursuant to Section 50-6-405(a)(1).
If the injury requires the ireatment of physician or surgeon who practices orthopedic or neuroscience
medicine then the employer may appoint a panel of physicians or surgeons practicing orthopedic or
neuroscience medicine consisting of five (5) physicians, with no more than four (4) physicians affiliated in
practice together. The employee may select a treating physician or surgeon from the employer panel.

»

The Tennessee Department of Labor and Workforce Development, Division of Workers’ Compensation,
has staff available to help both employees and employers. For more information contact:

TENNESSEE DEPARTMENT OF LABOR AND WORKFORCE DEVELOPMENT
DIVISION OF WORKERS’ COMPENSATION
220 FRENCH LANDING DRIVE
NASHVILLE, TENNESSEE 37243-1002
615-532-4812 OR TOLL FREE 1-800-332-2667 OR 1-800-332-2257 (TDD)

www.tennessee.gov/labor-wid/weomp. html

LB-0922 (rev. 10/07)




TENNES

COLOR, CREED, RELIGION, SEX, AG
RECRUITMENT, TRAINING, HIRING, I
CONDITION, TERM OR PRIVILEGE OF EM

et

LA LEY DE TENNESSEE
PROHIBE LA DISCRIMINACION
EN EL EMPLEO
ES ILEGAL DISCRIMINAR EN CONTRA DE CUALQUIER PERSONA DEBEDO A SU
RAZA, COLOR, CREDO, RELIGION, SEXO, EDAD, INCAPACIDAD U ORIGEN EN

EL RECLUTAMIENTO, ENTRENAMIENTO, EMPLEO, AL DESPEDIR, PROMOVER
O CUALQUIER CONDICION, TERMINO O PRIVILEGIO DE EMPLEQ.

Si usted cree que ha sido discriminade, péngase en contacto con la
Comision de Derechos Humanos de Tennessee (Tennessee Human
Rights Commission) en su region.

West Tennessee Middle Tennessee East Tennessee

170 North Main Street Andrew Johnson Tower Fourth Floor West 531 Henley Street

Memphis, TN 38103 710 James Roberison Pkway 540 McCallie Avenue 7th Floor

(901) 543-7389 Suite 100 : Chattanooga, TN 37402 Knoxville, TN 37902
Nashville, TN 37243-1219 {423) 634-6837 (865) 584-6500

(615) 741-5825
Para Espafiol Liame: {866) 835-1252

If you would like more information, visit our website at:
www.tn.gov/humanrights

enressee Human Rights Commission Authorzaelion No.
18148, October 2008, 600 copies. This public document was
promuigated at & cost of $0.92 per copy.




UNDER THE FAIR 0 TAN-DARDS ACT

THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

EDERAL 'leNIMUM WAGE

. BEGINNME JULY 24, 2009

OVERTIME. PAY

CHILD LABOR

TIP CREDIT

ENFORCEMENT

ADDITIONAL
INFORMATION

Atleast 112 times your regular rate of pay for all hours worked over 40 in a workweek.

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 dectared 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 under the following conditions:

No more than
» 3 hours on a school day or 18 hours in a school week;
= 8 hours on a non-school day or 40 hours in a non-school week.

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

Employers of “tipped employees” must pay 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.
Certain other conditions must also be met.

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.

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

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

or repeated. The iaw also prohibits discriminating against or discharging workers who file a complaint or
participate in any proceeding under the Act.

= Certain occupations and establishments are exempt from the minimum wage and/or overtime pay
provisions.

» Special provisions apply to workers in American Samoa and the Commonwealth of the Northern Mariana
Islands.

s Some state laws provide greater employee protections; employers must comiply with both.

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

« Employees under 20 years of age may be paid $4.25 per hour during their first 90 consecutive calendar days
of employment with an employer.

« 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 Lahor.

.S, Department of Labor i Wage and Hour Division

WHD Publication 1088 (Revised July 2009}



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 parforming. Authofity to pay special minfmum wages to workers with disabilities applies to worl covered by the Fair Labor
Standards Act (FLSA), McNamara-0'MHara Service Confract Act {SCAJ, and/or Walsh-Healey Public Comniracts Act (PCA). Such
special minimum wages are referred 1o as “commensurate wage rafes” and are less than the basic hourly rates stated in an SCA wage
detemination and less than the FLSA minimum wage of $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 disabifities that impact their productivity when performing esséntially the same type, qiality, and quantity of work in
the geographic area from which the labor force of the community is drawn,

WORKERS WITH ror purposes of payment of commensurate wage rates under a certificate, a worker with a

DISABILITIES disability is defined as:

* An individual whose eamings 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 illness,
mental retardation, cerehral pafsy, atcoholism, and drug addiction. The following do
not ordinarily affect productnre capagity for purposes of paying commensurate wage
rates: educational disabilities; chronic unemployment; receipt of welfare benefits;
nonattendance at school; juvenite delinquency; and correctional parole or probation.

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 . Prevailing wage rate—The wage paid to experienced workers who do not have disabilities
WAGE BEATES that impair their productivity for the same or similar waork and who are performing such work in
the area. Most SGA contracts include a wage determination specifying the prevailing wage
rates to be paid for SCA-covered work.
+ Evaluation of the productivity of the worker with a disability—Documented
measurement of the production of the worker with a disability (n terms of quantity and quality).

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

OVERTIME Generally, if you are performing work subject to the FLSA, SCA, and/or PGA, you must be paid
Y Ly J
at least 1%, times your regular rate of pay for all hours worked over 40 in a workweek.
CHILD LABOR Minors younger than 18 years of age must be employed in accordance with the child labor
provisions of FL.SA. 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.

WORKER Each worker with a disability and, where appropriate, the parent or guardian of such worker,
NOTIFICATION shall be informed orally and in writing by the employer of the terms of the certificate under
which such warker is employed.

PETITION Workers with disabilities paid at special minimum wages may petition the Administrator of the

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

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

G _adduttonal mformataon

"GEH.UR DOL.GOV

U.S. Department of Lebor | Wage and Howr Division

WH 1284

Reviser July 2009



EMPLOYEE RIGHTS AND RESPONSIBILITIES
UNDER THE FAMILY AND MEDICAL LEAVE ACT

Basic Leave Entitlement

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

protected ieave to eligible employees for the following reasons:

»  For incapacity due to pregnancy, prenatal medical care or child birth;

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

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

s  For a serious health condition that makes the employee unable to
perform the employee’s job.

Military Family Leave Entitlements

Eligible employees with a spouse, son, daughter, or parent on active duty or
call to active duty status in the National Guard or Reserves in support of a
contingency operation may use their 12-week leave entitlement to address
certain qualifying exigencies. Qualifying exigencies may include attending
certain military events, arranging for altemative childcare, addressing certain
financial and legal arrangements, attending certain counseling sessions, and
attending post-deployment reintegration briefings.

FMLA also includes a special Teave entitlement that permits eligible
employees to take up to 26 weeks of leave to care for a covered
servicemember during a single 12-month period. A covered servicemember
is a current-member of the Armed Forces, ncluding a member of the
National Guard or Reserves, who has a serious injury or illness incurred in
the line of duty on active duty that may render the servicemember medically
unfit to perform his or her duties for which the servicemember is undergoing
medical treatment, recuperation, or therapy; or is in outpatient status; or is on
- the temporary disability retired list.

Benefits and Protections

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

Use of FMLA leave cannot result in the loss of any employment benefit that
accrued prior to the start of an employee’s leave. :

Eligibility Requirements

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

Definition of Serious Health Condition

A serious health condition is an illness, infury, impairment, or physical or
mental condition that involves either an overnight stay in a medical care
facility, or continuing treatment by a health care provider for a condition that
cither prevents the employee from performing the functions of the
employee’s job, or prevents the qualified family member from participating
in school or other daily activities.

Subject to certain conditions, the continuing treatment requirement may be
met by a period of incapacity of more than 3 consecutive calendar days
combined with at least two visits to a health care provider or one visit and a
regimen of continuing treatment, or incapacity due to pregnancy, or
incapacity due to a chronic condition. Other conditions may meet the
definitton of continuing treatment,

Use of Leave

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

Substitution of Paid Leave for Unpaid Leave

Employees may choose or employers may require use of accrued paid leave
while taking FMLA leave. In order to use paid leave for FMLA [eave,
employees must comply with the employer’s normal paid leave policies.

Employee Responsibilities

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

Employees must provide sufficient information for the employer to
determine if the leave may qualify for FMLA protection and the anticipated
timing and duration of the leave. Sufficient information may include that the
employee is unable to perform job functions, the family member is unable to
perform daily activities, the need for hospitalization or continuing treatment
by a health care. provider, or circumstances supporting the need for military
family leave. Employees also must inform the employer if the requested
leave is for a reason for which FMLA leave was previously taken or certified.
Employees also may be required to provide a certification and periodic
recertification supporting the need for Icave.

Employer Responsibilities

Covered employers must inform employees requesting leave whether they
are eligible under FMLA. If they are, the notice must specify any additional
information required as well as the employees’ rights and responsibilities, If
they are not eligible, the employer must provide a reason for the ineligibility.

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

Unlawful Acts by Employers

FMLA makes it unlawful for any employer to:

e Interfere with, restrain, or deny the exercise of any right provided under
FMELA;

®  Discharge or discriminate against any person for opposing any practice
made unlawful by FMLA or for involvement in any proceeding under
or relating to FMLA.

Enforcement
An employee may file a complaint with the U.S. Department of Labor or
may bring a private Tawsuit against an employer.

FMI.A does not affect any Federal or State law prohibiting discrimination, or
supersede any State or local law or collective bargaining agreement which
provides greater family or medical leave rights.

FMLA section 109 (29 U.S.C. § 2619} requires FMLA covered
employers to post the text of this notice. Regulations 29
C.E.R. § 825.300(a) may require additional disclosures.

For additionzal infermation:
1-866-4US-WAGE (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 1420 Revised January 200¢



EMPLOYEE RIGHTS AND RESPONSIBILITIES
UNDER THE FAMILY AND MEDICAL LEAVE ACT

Basic Leave Entitlement

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

protected leave to eligible employees for the following reasons:

e«  Forincapacity due to pregnancy, prenatal medical care or child birth;

*«  To care for the employee’s child after birth, or placement for adoption
or foster care;

e To care for the employee’s spouse, son or daughter, or parent, who has
a serions health condition; or

»  For a serious health condition that makes the employee unable to
perform the employee’s job.

Military Family Leave Entitlements

Eligible employees with a spouse, son, daughter, or parent on active duty or
call to active duty status in the National Guard or Reserves in support of a
contingency operation may use their 12-week leave entitlement to address
certain qualifying exigencies. Qualifying exigencies may include attending
certain military events, arranging for altemative childcare, addressing certain
financial and legal arrangements, attending certain counselihg sessions, and
attending post-deployment reintegration briefings.

FMLA also includes a special leave entitlement that permits eligible
employees to take up to 26 weeks of leave to care for a covered
servicemetmber during a single 12-month period.. A covered servicemember
is a current member of the Armed Forces, including a member of the
National Guard or Reserves, who has a serious injury or illnéss incwrred in
the line of duty on active duty that imay rendér the servicemember medically
unfit to perform his or her duties for which the servicemember is undergoing
medical treatment, recuperation, or therapy; or is in outpatient status; or is on
the temporary disability retired list.

Benefits and Protections

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

Use of FMLA leave cannot result in the loss of any employment benefit that
accrued prior to the start of an employee’s leave,

Eligibility Requirements

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

Definition of Serious Health Condition

A serious health condition is an illness, injury, impairment, or physical or
mental condition that involves either an overnight stay in a medical care
facility, or continuing treatment by a health care provider for a condition that
either prevents the employee from perforniing the functions of the
employee’s job, or prevents the qualified family member from participating
in school or other daily activities.

Subject to certain. conditions, the continuing treatment requirement may be
met by a period of incapacity of more than 3 consecutive calendar days
combiried with at least two visits to a health care provider or one visit and a
regimen of continuing treatment, or incapacity due to pregnancy, or
incapacity due to a chronic condition. Other conditions may meet the
definition of continuing treatment.

Use of Leave

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

Substitution of Paid Leave for Unpaid Leave

Employees may choose or employers may require use of accrued paid leave
while taking FMEA leave. In order to use paid leave for FMLA leave,
employees must comply with the employer’s normal paid leave policies.

Employee Responsibilities

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

Employees must provide sufficient information for the employer to
detarmine if the leave may qualify for FMLA protection and the anticipated
timing and duration of the leave. Sufficient information may include that the
employee is unable to perform job functions, the family member is unable to
perform daily activities, the need for hospitalization or continuing treatment
by a health care provider, or circumistances supporting the need for military
family leave. Employees also must inform the employer if the requested
leave is for a reason for which FMLA leave was previously taken or certifiecd.
Employees alse may be required to provide a certification and periedic
recertification supporting the need for leave.

Employer Responsibilities

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

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

Unlawful Acts by Employers

FMLA makes it unfawful for any employer to:

s Interfere with, restrain, or deny the exercise of any right provided under
FMLA;

s  Discharge or discriminate against any person for opposing any practice
made unlawfizl by FMLA or for involvement in any proceeding under
or relating to FMLA.

Enforcement
An employes may file a complaint with the U.S. Department of Laber or
may bring a private lawsuit against an employer.

FMLA does not affect any Federal or State law prohibiting discrimination, or
supersede any State or local law or collective bargaining agréement which
provides greater family or medical leave rights.

FMLA section 109 (29 U.S.C. § 2619) requires FMLA covered
employers to post the text of this notice. Regulations 29
C.F.R. § 825.300(a) may require additional disclosures.

For additional information:
1-866-4US-WAGE (1-866-487-9243) TTY: 1-877-889-5627

WWW.WAGEHOUR.DOL.GOV
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YOU

THE UNIFORMED SERVICES EMPLOYMENT
AND REEMPLOYMENT RIGHTS ACT

USERRA protects the job rights of indivicuals who voluntarily or-invohuntarily leave employment positions to undertake
military service or certain types of service in the National Disaster Medical System. USERRA also prohibits emplayers

REEMPLOYMENT RIGHTS |

from discriminating against past and present members of the uniformed services, and applicants to the uniformed services.

HEALTH INSURANCE PROTECTION

You have the right to be reemployed in your civilian job if you leave that
job to perform service in the uniformed service and:

you ensure that your employer receives advance written or verbal

notice of your sefvice;

you have five years or fess of cumulative service in the uniformed

services while with that particufar employer:

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

¥r  you have not been separated from service with a disqualifying
discharge or-under other than honorable conditions.

%

if you are efigible 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 of, in some cases, a comparable job.

?ﬁh&
RIGHT TO BE FREE FROM DISCRIMINATION AND Rmﬁimou

¥ If you legve your job to perform military service, you have the right
10 elect to continue your existing employer-based health plan
coverage for you and your dependents for up to 24 months while in
the military.

¥ Even if you don't elect to continue coverage during your military
service, you have the right to be reinstated in your employer's
health plan when you are reemployed, generally without any waiting
periods or exclusions (e.g., pre-existing condition exclusions) except
far service-connected flinesses or injuries.

if you:

¥ are a past or present member cf the uniformed service;
¥ have applied for membership in the uniformed service; or
¥ are obligated to serve in the uniformed service;

then an employer may not deny you:

initial employment;
reemployment;

retention in employment;
promotion; or

any benefit of employment

L

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.

ENFORCEMENT

¥ The U.S. Department of Labor; Veterans Employment and Training
Service (VETS) is authorized to investigate and resolve complaints
of USERRA violations.

¥  For assistance in filing a complaint, or for any other information on
USERRA, contact VETS at 1-866-4-USA-DOL or visit its website at
http:/iwwwr.dol.govivels. An interactive online USERRA Advisor can
be viewed at http:/fwnarw.dol.gov/elaws/userra htm.

% If you file a complaint with VETS and VETS is unable to resolve it,
you may request that your case be refesred to the Department
of Justice or the Office of Special Counsel, as applicable, for
representation.

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

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

and empioyers may meet this requirement by displaying the text of this notice where they custemaril

us. Departm_eht of Labor
1-866-487-2365

u.s. Depaftiheht of Justice Office of Spécial Counsel

y place rotices for employees.

gy

W NI I TR

1-800-336-4590
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ON GOVERNMENT CONTRACTS

THE UNITED STATES DEPARTMENT OF LABOR WAGE-AND HOUR DIVISION

MINIMUM WAGES

FRINGE BENEFITS

OVERTIME PAY

CHILD LABOR

SAFETY & HEALTH

ENFORCEMENT

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

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

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

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

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

Work: must be performed under conditions Emﬁ...ma sanitary,
and not hazardous or dangerous to employees’ health and
safety.

Specific DOL agencies are responsible for the administration
of these laws. To file a .complaint or obtain-information 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.wagehourdol.gov.

Contact the Occupational Safsty and Health Administration

{OSHA) by calling 1-800-321-0SHA {1-800-321-6742), or
visit its Web site at www.osha.gov.

For additional information:

(1-866-487-9243)  TTY: 1-877:880:5607 et

Zs.tasgm =
NWW.WAGEHOUR.DOL.GOV

U.8. Departmart Q babor | macuosq arit Standards >a§5.mwagcn | Wage m:o Hour U:\@oa

WHD Pubicatior: 1315 (Revioad Agill 2008
over e

U.S. Department of Labor Washingiun, DC. 20210

The purpose of he dacussion bislow i to adiiss coni:acions which 6 sidjact 1o e Walsh-Haaley Fublic Corracts Act or the Sendce Contract
Act of tha principal provisions of these acts.

Walsh-Healey Public Contracts Act

General Proviglong — This act appies to conracts which excaed or may sxcoed $10,000 entered into by any agency oF instrumentalty
Q:ﬁclgmﬁﬂm??%nﬂ;a&%?% articies, or aquipment. The act it wage,

houre, and safsty and hoaith standands far werk on such and pronbits oaoo:gioqsgﬂw&oliomwsqi:
conditions are mel) and chidren under 18 years of age. The employmant of homeworikars {exuept hom with under
ihe provisions of Fegulations, 29 CFR Part 525) on a coverad contract Is not peritted.

In addition te ts coverage of prime confractors, the ‘act undar certaln ckournstances applics to socondaly contraciors perfomming work under
contracis awanded by the Government prima contractor,

All provisions of the act excapt the safety and health requirements are administerad by the Wagse and Mour Divislon,
Minimum Wage - Coverad empioyees must curenty bs peid not less than the Foderal minimum wage asiablished In section B{3}{1) of

‘tha Fair Labor Standarde Agt,

Ovartime — Coverad workers must ba pald at least one and one-half tmes thelr baslc rete of ey kv all hours worked in sxaess of 40 &
wook. Overlime is due on the basis of tha total holrs spent in il work, Government and non-Government, performad by the smpioyee in any
waelk in which tovered work is performned.

Gl Latsor — Employers may protoct thermselves against urdrtentivna chid leoor vioialiins by obiinig cartifcatas of age. State srvployment
or aga certificates are asceptabls.

Satety and Health — No coversd work imay be porformad in plants, fackories, bulidings, or surralindings or under work conditions that
are ursanitary or hazardous o dengercus 1o e heaith and safety of th foveos engaged In the par: ot tha contract. Tha safaty and
hsalth provisions of the Walsh-Healey Pubic Contracts Act are administered by the Cccupational Safety and Heslth Administration.

Posating — During the periad that saversd work 1s hieing performed on a contract subject 1o the act, the contractor must post copiss of Notica
o Employées Working on Government Contracts In a sufficlant rumber of places to pemit empiayses to obaerve a copy on the way to or from
i placa of enployment,

Rasp ibllity for S y Contractars — Pire contractons & fiable for viclations of iha act commitied by thelr coversd
secontdary contractors,

Service Contract Act

Ganeral Provialons — Ths Servica Conlract Act appiles o every confract sntared inta by the United States o the District of Golumbla,
the principal purpose of which Ja to fumish senvioss In the United States frdugh the use of senice empioyaes. Contractors and subcontractors
perfarming on such Federal 2ontracts must Sbaerve minimum wage and safoty and health standards, and must maintain sortaln records, unless
8 spacific exemption appiiss.

Wages and Fringe Benafits — Every senvice employes performing any of the Govermment contrset work undher 8 sendce contract
_=§3ﬁn§§gan§§neﬁz?5§5mawm and must be fumished the fringe benefits, which the Secretary of Labor has
deterrined to be prevaiing in the locally for the cls Tn which the ig working of the wage rates and #inge benefits nciuding
any accrusd or prospective wage rates and fings benafits) contained in a predecessor contractor's collectve bargaining agreement, The wage
raiza angt finge banefta required are usually specified In the contract but In no case may smployeas deing work necessary for tha performance
aof tha ¢entract be paid fess than the minimum wags established In section: 8la){1) of the Falr Labor Standards Act.

Servios contracts which do not exceed $2,500 are not sublect to provailing rate determinations or to he safety and health requinements of the

act, Howevar, the 2ct does requirs that empioyssa performing work on such contracts be pald not less than the minimm wage rate established
i onction Biz{1) of the Falr Lahor Standarce Act.

Overtime — The Falr Labor Standards Act and the Contract Work Hours Safety Standards Act may requirs the payient of overime at tme
and one-halt the rogular mite’ of pay for all hews wir on the contragt in excess of 40 & weak. Tha Contract Work Hours Safsty Standards Act
ls mora iimited in scope than the Falr Labor Standarde Act and genarally appiles to Govenment ¢enlradts in excess of $100,000 that reduire or
invelva the employment of laborers, mechanles, guards, watchmean.

Safety and Health — Tha act provides thal no pant of the sevices in contracts in excess of $2,500 may be performed In buildings ar
surroundings or under working conditions, provided by or under the contral or supenision of the contrector or subsoniractar, which ane insanitary

or hazardaus or dangerous %o the health or.salety of Service empioysaes angaged to furnish the senvicas. The safaty and health provisions of the
Service Contract Act are administered by the Occupational Safaty and Hoalth Administration.

Natlce to Employees — On the dats a savice smployee commences waik on a contract in excess of $2,500, the contractor (or sub

contrattorn) must provide the employee with & notice of the compensation required by the act The posting &f the notics {ncluding any applicabis
wape determination} contained on the réversa In a iocation whare It may be seen by sl employess performing on the contract will satisfy this
requiremant,

Notloa In Subcantraote — The contractor s required 1o insert In ali subcontracts the lsbor standards clavsss Specified by e reguiations
Tn 26 CFR Part 4 for Federal senica coniracis axcasding $2,500.

Reaponsibility for Seconcdary Contractars — Prime contracions ars labls for vidlations of the act committed by thelr coversd
secondary contractors.

Qther Obligations — Observance of the labor standards of thess acts doas not relisve the employar of any obiigation ho may have under
arry othér laws or agreements providing for higher fabor standards.
Additional Information —Addifanal Information and coples of the acts and applicable regulations and interpretations may be obtained

from the neareat office of the Waga ang Hins Division or the National Gifics Jn Washingten D.C. Information portaining ta safety and heatth standaros
tidy bé btalned frem the nearsst offics of the Ocoupational Safety and Health Administration or the National Offics In Washington, D.C.

UA. Dapartmant of Labot

Employient Standavia Aderinlsbagon

‘Wage md Hour Dhision

LB, GrOVERAIVENT PRAIRG OFFICE: 1956 - 43 T-0A/30075



U.8. DEPARTMENT QF LABOR

EMPLOYMENT STANDARDS ADMINISTRATION

NOTICE
EMPLOYEE POLYGRAPH
PROTECTION ACT

The Employee Polygraph Protection Act prohibits most private employers from using lie detector
tests either for pre-amployment screening cor during the course of employment.

PROHIBITIONS

Employers are generally prohibited from requiring or requesting any employee or job appiicant to
take a lis detector test, and from discharging, disciplining, or discriminating against an amployes or
prospective employee for refusing to take a tast or for exarcising other rights unger the Act.

EXEMPTIONS*

Wage and Hour Divislon
Washington, D.C. 20210

Federal, State and local governments are not affected by the law, Alsg, the law does not apply to
tests given by the Federal Government to certain private individuals engagad ir national security-
ralatad activities.

The Act permits polygraph (a kind of lie detector) tests to be administerad in the private sector,
sublect to restrictions, to certalr 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 privata firms
who are reasonably suspected of involvement in a workplaca incidant (theft, embezzlement, etc.)
that rasulted ir sconomic loss to the smployer.

EXAMINEE RIGHTS

Where polygraph tests are permitted, thay are subjact to numerous strict standards concerning the
conduct and tength of the test. Examinees have a number of specific rights, including the right te a
written notice before-testing, tha right to refuse or discontinue a test, and the right not to have test
resulls disclosed to uriavthorized persons.

ENFORCEMENT

The Secretary of Labor may bring court actions to restrain viglations and assess civil penalties up
te $10,000 against viclators. Employees or job applicants may afso bring thelr own court actions.

ADDITIONAL INFORMATION

Addificnal information may. be' obtained, and complaints of viclations may be fited, at local offices of
the Wage and .I.o_._ﬂ Division. To locate ycur nearest Wage-Hour offica, telephone our tell-free
informatior  and -help  ling at 1 - 866 - AUSWAGE ({1 - 866 - 487 - 8243), A cuslomer service
rapresantative is available to assist you with referral information frorh 8arn fo 5 pm In your fime zone;

or if you have accass to the intérret, you may log onte our Home page at www.wagehour.dol.gov.

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

“The iaw does not preampt any provision of any State or local law or any colisctive bargalning agresmant which
Is move restrictive with raspect o lle dataector lasls.

U.S. DEPARTMENT OF LABOR

EMPLOYMENT STANDARDS ADMINISTRATION WH Publication 14562
Wage and Hour Divisfon
Washington, D.C. 20210 June 2003




Employers
Helding Federal
Coritracis or

Subcontracts

Applicanis to and employees of
companies with a Federal government
contract or subcontract are

protected under the following

Federal autherities:

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, prohibits job
discrimination because of disability
and requires affirmative action to
employ and advance in employment
qualified individuals with disabilities
who, with reasonable accommodation,
can perform the essential functions

of a job.

VIETNAM ERA, SPECIAL
DISABLED, RECENTLY
SEPARATED, AND OTHER
PROTECTED 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 qualified Vietnam era veterans, qualified
special disabled veterans, recently separated
veterans, and other protected veterans. A recently
separated veteran is any veteran during the three-
year period beginning on the date of such veteran's
discharge or release from active duty in the U.S.
milifary; ground, naval or air service.

RETALIATION

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

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

The Ofiice of Federal Contract Compliance
Programs (OFCCP), Employment Standards
Administration, U.S. Department of Labor, 200
Constitution Avenue, N.W., Washington, DC 20210,
{202} 693-0101 or call an OFCCP regional or district
office listed in most telephone directories under U.S.
Government, Department of Labor. For individuals
with hearing impaimment, QFCCP’s TTY number is
{202) 693-1337.

THE LAW

Private Employment,
State and Local Governments,

Educational institutions,

Employment Agencies and
Labor Organizations

Applicants to and employees of
most private empioyers, state
and local governments,
educational institutions,
smployment agencies

and labor organizations are
protected under the following
Federal laws:

RACE, COLOR, RELIGION,
SEX, NATIONAL ORIGIN

Title Vil of the Civil Rights Act of
1964, as amended, prohibits
discrimination in hiring,

promotion, discharge, pay, fringe

henefits, job training,
classification, referral, and other
aspecis of employment, on the
basis of race, color, religion, sex
(including pregnancy and sexual
harassment) 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 | and Title V of the
Americans with Disabilities Act of
1990 (ADA), as amended,
protect qualified applicants and
employees with. disabilities from
discrimination in hiring,
promotiom, discharge, pay, job
training, fringe benefits,
dlassification, referral, and other
aspects of employment on the
basis of disability.

The law also requires that
covered entities provide qualified
applicants and employees with
disabilities with reasonable
accommodations, unless such
accommodations would impose
an undue hardship on the
employer.

AGE

The Age Discrimination in
Employment Act of 1967, as
amended, protects applicants
and employees 40 years of age
or older from discrimination an
the basis of age in hiring,
promotion, discharge,
compensation, terms, conditions
or privileges of employment.

SEX (WAGES)

In addition 1o sex discrimination
prohibited by Tifle VI of the Civil
Rights Act of 1864, as amended,
the Equal Pay Act of 1963, as
amended, prohibits sex
discrimination in payment of
wages to women and men

parforming substantially equal work, in jobs that
require equal skill, effort and responsibility under
simitar working conditions, in the same
establishment.

RETALIATION

Retaliation is prohibited against a person who files a
charge of discrimination, participates in a
discrimination proceeding, or otherwise opposes
discrimination under these Federal faws.

If you believe that you have been discriminated
against under any of the above laws, and to ensure
that you meet strict procedural timelines to preserve
the ability of EEOC fo investigate your complaint and
to protect your right to file a private lawsuit, you
shouid immediately contact:

The U.S. Equal Employment Opportunity
Commission (EEQC), Washington, DC 20507 or an
EEQC field office by calling toll free (1-800) 669-
4000. For individuals with hearing impairments,
EEQC’s toll free TTY number is 1-800 669-6820.

Programs or Activities Receivihg

Federal Financial Assistance

RACE, COLOR, SEX, NATIONAL ORIGIN

in addition o the protection of Title V11 of the Civil
Rights Act of 1964, as amended, Title VI of the Civil
Rights Act 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.

Tifle I1X of the Education Amendments of 1972
prohibits employment discrimination on the basis of
sex in educational programs or activities which
receive Federal assistance.

INDIVIBUALS WITH DISABHLITIES

Section, 504 of the. Rehabllitation Act of 1973, as
amended, prohibits employment discrimination on
the basis of disability in any program or activily which
receives Federal financial assistance in the federal
government, public or private agency.

Discrimination is prohibited in all aspects of
employment against persons with disabilities who,
with or without reasonable accommodation, can
perform the essential functions of a job.

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

Publication OFCCP 1420
Revised August 2008
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