EMPLOYEE RIGHTS under the Fair Labor Standards Act

FEDERAL MINIMUM WAGE $ 77 2 5 PERHOUR

Overtime Pay

At least 1Y times your regular rate of pay bor all hours worked over 40 in o work week

Child Labor

An employes must ba at least 16 years old 1o work in mest nonfarm jobs and of
least 18 to work in nondfarm jobs declored hazordous by the Secretary of Lobor.

Youths 14 and 15 years old may work outside schoal hours in various
nun-munuﬁ::cl'l.lring, norHmining, nonhazordous iuﬁ:-s urder the follow ng condifions.

Ne mare than:

* 3 hours an a school day or 18 hours in a school week;

* 8 hours on o nonsc day or 80 hours in o nonschool week.

Also, work may not begin before T @um. or end cffer 7 pum., excapt from June 1
through Lobor Day, when evening hours ore exdended io 9 p.m., Different rules
apply in ogricullural employment.

Tip Credit
Empéoyers of *fipped employees” must poy o cash wage of ot least $2.13 per hour

it they claim a fip credit ogainst their minimum-woge obligation. If an employes's fips
combined with the employer's cosh wage of ot least $2.13 per hour do not equal the

minimum hourly wage, the employer must moke up the difference. Cerfain
ofher condifions olso must be met.

Enforcement

The Department of Labor may recover back woges, either odministratively or through

court acion, for the employees who hove been underpaid in violation of the law.
Viclations may result in civil or criminal ackion.

Employers may be assessed civil money penalfies of up fo 51,100 for each willhul or

repeated violation of the minimum woge or overlime-pay provisions of the law and

up to $11,000 for each employee who is the subject of a viclation of the Act's child
lobar provisions. In addifion, o civil money penalty of up to $50,000 may be assessed

for ench child labor wiolafion that couses the death or serious injury of any minor

employee, and such assessments may be doubled, up to $100,000, when

the violations are defermined to be wilful or repeated. The law also prohibits

discriminating agoinst or discharging workers who file a complaint or parficipate

in any proceeding under the Ad.

Additional Information

* Cerfaoin occupafions and establishmants are axempt from the minimum
Woge and/ or overfime pay provisions.

* Special provisions opply fo workers in American 5amoo and the
Commonwealth of the MNarthern Mariana |slonds.

* Some slate laows provide greater employee prolections; employers must
comply with bath.

* The low requires employers lo display this poster whaere employess
can readily see it.

* Employess under 20 years of oge may be paid $4.25 per hour during their
first 90 consecutive calendar days of employment with an employer.

* Certoin fllime students, student learners, apprentices, and workers with
disabilities may be paid less than the minimum woge under special
cerfificates issved by the Depariment of Labor.

1-866-4-USWAGE + WWW.WAGEHOUR.DOL.GOV
|1-866-4879243) TTY: 1-877-889-5627

Washington’s Minimum Wage

In 1998, Washinglon vohers appraved an inifofive an minimum
wage. |t requires Lobor & Industries ko recalculote e minimum woge
sach year based on changes in the Consumer Frice Index. As o
result, Washingfon's minimum woge differs from the federal siandard.
The siate’s requirements ore genenally applicable to all employess.
FI‘IF,:- CharS can devamnload '-'l."l,15|'|ng|-:_:-'|',5 minimum-wage poster ol

hittp: / frwewr.Ini.wiagov,/IPUB,/ 7001 02-209  pdf

Job Safety and Health Law

It's the law!
Employers must post this notice
where employees con read it.
Tha Washingtan Indusirial Safery and Health
Aot PWISHA| profects the safety and health
of employess on the job in Washinglon
Stole [Chopser 4917 RCW]. Employers
and employees: You should read
this enfire notice to understand your
rights and responsibilitiss.
The Washinghon State Departmant of Labor
& Industries L&, Divisian of Oecupational
Sn'hl'f ond Health [DO5H), cdminiskars
WISHA and:
* |nspocts workploces fo idensty

hozords and improve soiafy.
* Invastigotes complaints of

wnsafe workploces.,
* Provides free onsite consultations

t halp employers idenify ond

Fix Prexmorcls.

* Offers education and fraining to
promaobe sater workplaces.

L
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EMPLOYER Rights under the Family & Medical Leave Act

Use of Leave

An employes does not nead fo use fhis leave entiflement in onae block. leave

can be taken infermitiently or on a reduced leave schedule when medicolly
necessary, Employees must make reasonable efforts to schadule leave for planned
medical reatment s as not to wnduly disrupt the employer’s operofions, Leave
due bo qualifying exigencies also may be taken on an intermittent basis

Basic Leave Entilement
FMLA requires covered employers to provide up fo 12 weeks of unpaid,
job-profected leave to eligible employees for the following reasons:

* For incopocity due ko pregnancy, prenalal medical core or child birth;

* To care for the employes's child ofter birth or plocement for adopfion or foster core;

* To core for the employes's spousa, son or doughter, or porent who has o serious
health condition; or

* For o serious healih condifion thal makes the emploves unable 1o parform the
employes’s job,

Substitution of Paid Leave for Unpaid Leave

Employees may choose or employers may require use of ocorued paid leave while
loking FMLA leove, In order lo use pold leave for FMLA leave, employess musl
Hililur}r anily P S comply with the employer's nermal paid-lsave policies.

Eligible employeas with o spouse, son, daughter, or parent on adfive duly

ar call o ocfive-duty status in the Mafional Guord or Resarves in support of

a confingency operation may use their 1 2-week leave entilement fo oddress
certaln qualifying mdgencies. Gualifying axigencies may include attending
cartain militory evants, armanging for allernafive childcare, addressing ceriain
financicl and legol arrangements, afending cerfain counseling sessions,

and aflending post-deployment reintagrafion briefings. FMLA also includes

a special leove enfilement that permits eligible employees jo loke up to 26
waeks of leave jo core for o covered servicamembaer during o single 12-manth
parin:-d. A coverad servicemember is a current member of fhe Armad Forces,
inchuding o membear of the Mational Guard or Reserves, who hos a serious
injury or iliness incurred in the line of duty on octive duty that moy render

the servicemember medically unfit lo perform his or her dufies for which the
sarvicemamber is undangué-ng medical reatment, recuperation, or therapy; or is
in oulpafiant satus; or is on the lemporony-disability refired list.

Employee Responsibilities

Empleyees must provide 30 days odvance notice of the need fo fake
FALA leave when the nead is loreseeable. When 30 days notice is not
possible, the employee must provide nolice as soon as practicable and
generally must comply with an employer's normal callin procedures.

Employees mus! provide sufficient information for the employer 1o determine if the
leave may qualify for FMLA, profection and the anficipated timing and dunation
of the leave. Sufficient informafion may include that the employee is vnable to
pertorm job funclions, the family member is tnable to perferm daoily activities,

the need for hespitalization or continuing treaiment by a health core provides,

or circumsiances 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 previcusly token or certified. Employees alsc moy be required o
provide o cerfificafion and periodic recertification supporfing the need for leave.

Benefits and Protections

During FMLA leave, the employer must mainkain the employea’s haalth
coverage under any “group health plan® on the same terms o IF the employee
had confinwed fo work. Upan return from FMLA leave, most employees

must be rastored to their original or equivalent posifions with equivalent pay,
benefits, and other employment terms.

Employer Responsibilities

Covered employers must inform employees requesting leave whather they
are eligible undes FMLA, IF they are, the notice must specify any addifional
informafion required as well as the employees’ rights and responaibilities. f
thery are not eligible, the employar must provide a reason for the inaligibility.

Covered employers must inform employees if leave will be designated

Employers

You have a legal ebligation to protect
on the job

Employers must provide workplaces free

from recognized hazards that could cause

employees serious harm or death.

Actions you must take
* Comply with all workploce sofety and health rules
that apply to your business.
* Post this nofice to inform your employees of their
rights and responsibilifies,
* Provige personal profective eguipment and advise
employees [ they have been or will be exposed 1o
haza
* Allow an employee represeniafive lo participate in
an L&l safety/health inspection, without loss of wages
or benefits. The L8 inspector may falk with a number
of employeas,
Firing or discriminating against any employee for filing o
complaint or parficipating in an inspection, investigation,
or opening or clasing conference is illegal.

Citations and penalties

L&] will issre o citafion if the inspecior identfies wiolations

Employees

You have a right to a safe and
healthy workplace

Your employer must protect you from
hazards you encounter on the job, tell you
about them and provide training.

You have the right to:

* Muotify your employer or L8] about workplace hazards.
You moy ask L&1 fo keep your name confidential.

* Request an L&l inspection of the place you work if you
believa unsafe or unhealthy condifions axist. You or your
employes reprasentafive may parficipale in an inspaction.

* Get copies of your medical records, including records of
exposures o koxic and harmbul substonces or conditions.

* Fila o complaint with L&I within 30 days if you believe
your employer fired you, or retalioled or discriminoted
against you, because you filed a safety complaing,
participated in an inspection or other safety-related activity,
or exercised ony of your rights under WISHA

* Appeal a viclalion correction date if you believa the fime
allowed on the cilafion is not reasonabde.

The law requires you te follow workplace safefy and
health rules that apply to your awn actions and conduct

Contact us

This poster dascribas impariand ports
of the ke Please contact us if yeu
Fave qu:ih'-:ns aboul yaur rgl'rl: af
rn-:.pnn:'lbii'rrim..

Call: 18004237233
Weab site: www.lni.woa.gov/ Safely
Mail:

safety and health requiraments:
Division of Orcupational
Safaty and Healin

nt of Laber &
Inclusirias

PO Bex 44500
Olympia, WA 985044600

by the due dote,
condificns

Tha L5, Depariment of Lobor monitors Is
thae mrtplpm ;-.-;F.nr,- and healh prog rosm
in Washinglon Stake and othar sk
that cparcls wder shale skahse and
regulafiors, If you hove o compleint about
the odminisiration of Wi::hingll:lvn E;'snd
rami, wrie fio: Occupational 5 a
Hn-|;||1|1 Adminisiration Region 10, 11112
Am,, Sulle 1.5, Saote, WA FE101-3212,

dofe,

* p to §7,000 for each serious or general violotion
* Lp to 70,000 for willkul or repeat violations,
* Up b §7,000 per day for eoch violation not corrached

The low also provides for criminal penalies under certain

You may appecl any cilafion, penally or hazard comedion

You must allow an enq:-luyea reprasentative ho aftend all
meefings between you and L&I i you appeal a cifafion.

an the Jnﬁ

of workploce safety and health rules. The citafion will
inchude o date for comecting them.

You must prominently display the citation of or near the
ploce of the violation bor @ minimum of three days. You
cannol remove it unkil you correct the violation.

L& can fine you for failing Yo comply with workploce

Fatality or hospitalization

Employers: If o workrelated death or probable death
occurs, you must notify L& within 8 hours. if an incident
at wurk COusas ona or mora 'ElF wour ﬂ'l'll:ll'ﬂ':f'ﬂEEl ko |:|'E
hospitolized overnight, you must nofify L&l within B hours.
You must provide:

* Employer confoct person and phone number,

* Name, oddrass ond lecafion of the waorkplace.
* Date and fime of the incident.

*» Mumber of fafalifies or hespitalized employees.
* Names of the employees.

* Brief description of what happened.

Oihar farmets for parsans with disabihas ore available s regquest,
Call 1005478347

TOD waswra, call J40-P02-5797 LE b an squalappartunily amplepar,

Washington Siate Department of
Labor & Industries

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

Employers are genarally prohibiled from requiring or requesling any employee

or jab opplicant 1o loke o lie desecior test, and from discharging, disciplining, or
discriminaling agains! an employves or prospective emploves for refusing to take o
bast or for axercising cther rights under the Act,

Exemptions®

Federal, stote and local governments are not affecied by the low, Also, the
lerw does not apply ko tests given by the Federal Government fo cestain private
individuals a-ngug&d in national security-related aclivifies.

The Act parmits polygraph (o kind of lie delector) tests to be administered in
the private sector, subject o rasirictians, to cariain prospective employess of
security service firms [ormaored cor, alorm, and guard|, ond of phormaceutical
manubacturers, distributers and dispensers.

The Act also permits pofygraph tesfing, subject to resiricfions, of certain employess
of privale firms who are reasonably suspected of imvolvement in o work-ploce
incident (theft, embezzlement, efc.] thot resubed in economic loss fo the employes.

Examinee Rights
Whare polygraph tests are pemitted, they ane subject fo numarous strict sandords
concarning the conduct and length of the lest. Exominees have o number of

PUBLICATION FaT4-081-207 [12-2008]

spacific rights, incuding the right to o written nofice before festing, the right fo refuse or
disconfinue o fest, and the right not fo have test results disclosed o unawthorized parsons.

Enforcement
The Secratary of Labor may bring court actions ¥o restrain violations and assess civil
penalties up to $10,000 ogainst viclators. Employees or job applicants also may bring

fheir own cowrt ocfions,

Additional Infermation

Additional information may be obkained, and complaints of violations may be filed, at
kocal offices of the Woge and Hour Division. To locole your nearest Woge-Hour offica,
telephone our follree information and hedp line at 1-B664USWAGE (1-806-487-5243).
A customer service represeniative is availoble o assist you with referral information from
B a.m. o 5 p.m. in your ime zone; or if you have access fo the lnlernet, you may log
onfo our home page of ww.wgahuur.dnﬁ.gw.

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

¥ The low does not preempt any provision of any state or local low or any collechive
bargaing ogreement which is mare restrictive with respect fo lie defector fesfs.

U.5. Department of Labor

Employment Standards Administration
Woge ond Hour Division
Washington, D.C. 20210

Your Rights Under the Uniformed Services
Employment and Reemployment Act (USERRA)

F.
_‘

USERRA protects the job rights of individuals who voluntarily or inveluntarily leave employment positions to undertake
military service or certain types of service in the Natienal Disaster Medical System. USERRA also prohibits empleyers from
discriminating against past and present members of the unifermed services, and applicants te the unifoermed services.

Reemployment Rights
You have the right o be reemployed in your civilian job if you leave that job 1o
perfarm service in the uniformed service and:

® you ensune that your employer receives advance wrillen or verbal nofice of
YOUT SBTVICE;

® wou have five years of less of cumulative service in the unifarmed services
while with that parficular employer;

# you rehun ¥o work or apply for reemployment in o limely manner afser
conclusion of service; an

# you have not been separaled from service with a disgualifying discharge or
undar cther fhan hononoble condifions.

IF you ara aligible fo be reemployed, you must be resiored fo the job and benefits
you would have afinined if you hod not been absent due fo militory sarvics o,
in some cosas, o comparable job.

Right to be Free From Discrimination and Retaliation

If you:

* are g past or prasant marmber of the uniformed serice:

# have applied for membership in the uniformed service; or

* are obligated to serve in the uniformed service;

then on employer may not deny you:

* inifial employmens;  ® reemployment;  ® retention in employment;

* promotion; or * any benefit of employment because of this shafus.

In addition, an employer moy not retalicle ogainst anyone gssisfing in the enborcement
of USERRA rights, including lestifying or making o siotement in connection with o
proceading under USERRA, even if that person has no service comnection,

Health Insurance Protection

I¥ you leave your job fo perform militlary service, you have the right o elect ko confinue
your existing amployer-based health plan coveroga for you and your dependents for up to
24 months while in the military.

Even if you don't elect lo confinue coverage during your military service, you have ihe
right o be reinstated in your employer’s health plan when you are reemployed, genenally
withaut any wailing periods or exclusions [e.g., pre-existing condition exclusions) excap!
for service-connecied illnesses or injuries.

Enforcement
The U.5. Department of Labor, Veterans Employment and Training Servica [VETS) is
outhorized fo invesfigote and resole complaints of USERRA violofions.

For assistanca in filing a complaint, or for any other information on USERRA, condact

VETS aof 1-866-4-USA-DOL or visit its website of hitp:/ fwww.do fveals.

Ar interactive onine USERRA Advisor can be viewed of hitpe/ /www.dol.gov/elaws/
userra htm.

If you file @ complaint with VETS and VETS is unable ho resclve it, you may request that
your cose be raferred o the Department of Justics or the Office of Sepecial Councel, os ap-

plicable, for representation.
You also may bypass the YETS process and bring a civil action against an employer for
violofions of LISERRA.

The rights kehed here may vory depending on the creumstances. The fext of ihis nofice was
prepared by WETS, and may be viewed on the infernet af this oddress: H‘Pp:ln",l"m.l:fnl.gnrlu"
vals/progroms/userro/paster.him, Federal low requires amployers fo nalfy employess

of their rights under USERRA, and employers may meal this requirement by displaying the faxt
of this nokice where they customarily ploce nafices for employees.

Publication Date—July 2008

U.5. Department of Labor - 1-B566-487-2363
ESGR - 1-B00-336-45%0

Lise of FMLA leave cannot resull In the loss of any employment benefit that
accrued prios fo the stort of an employee’s leave.

Eligibility Requirements
Empl ore eligible if they have worked for o covered employer for of least
ane year, for 1,250 hours over the previous 12 months, and if of least 50

employess are employed by the employer within 75 miles,

Definition of Serious Health Condition

& serious health condifion is an illness, injury, impairment, or |:||13r5ir.:|:||
or mental condition that imvolves either an overnight sty in o medical
cawe facility, or confinving freatment by o health care provider for

a condition that either prevents the employes from performing the
funcions of the employee's job, or prevents the qualified family
mamber from participating in school or other daily activities.

Subjact to certain conditions, the confinuing-reatment requiremant
may be met by o period of incopacity of mare than 3 consecutive
calendar doys combined with af least two visits o o health care provider
ar ane visit ond a regiman of confinuing Ireatment, or incapacity

dua lo pragnancy, of incapacily due te a chronie condifion. Othar
conditions may mest the definifion of confinuing freatmant.

os FMLA-profected ond the amount of leave counted against the
employee’s leave enfilement. If the employer determines that the leave

is not FMLA-profected, the employer must notify the employee.

Unlawful Acts by Employers
FALA mokes it unlawhul for any employer to:

® Interfere with, restroin, or deny the exercise of any right provided under FMLA

. Dischu:rga or discriminate ogainst any parson Furnppnsing any proctics made
unlowful by FMLA or for involvement in any preeeding under or relafing fo FMLA.

Enforcement
An employee may file o complaint with the U.5. Depaoriment of Lobor or may bring
o privale lewsuit against on employer.

FMLA, does not aMfect any Faderal or State law prohibifing discrimination, or
supersede any Skate or local law or collective bargaining agreement which
provides greater family or medical leave rights.

FMLA section 109 (29 U.5.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.

SWHE  ror more information: 1-866-4US-WAGE (1-866-487-9243) TTY:1.877-889-5627 » WWW.WAGEHOUR.DOL.GOV

o

Equal Employment Opportunity is the Law plcdepiosicdl 2

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

Applicants bo and employess of most private emplovers, slake and local
governments, educational insfiufions, employment agencies and labaor
arganizations are profected under Federal law from discrimination an the
following basas.

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN

Tifle VIl of the Civil Rights Act of 1964, as omended, profects appliconts and
amployees from discriminafion in hiring, promotion, discharge, pay, fringe
benefits, job training, classification, referral, and other aspects of employment,
an the basis of race, color, religion, sex (including pregnancy], or national
arigin. Religiows discrimination includes failing to reasonably accommodate an

amployes’s religious practices where the cccommodafion does not impose undue
hardship.

DISABILITY
Tite | and Title ¥ of the Americans with Disabilities Act of 1990, as amended,

profect qualified individuals from discrimination on the basis of disability in hiring,

promefion, discharge, pay, fringe benefits, job froining, clossificafion, referral,
and other aspacts of employment. Disabiliy diserimination includes not moking
reasanable accommadation ba the known physical or mantal limikstions of on
athervwise qualified individual with o disability who is an opplicont or employes,
bawring undwe hardship.

GENETICS

Tidle: Il of the Genefic Infarmation Mondiscrimination Act of 2008 protects
applicants and employees from discrimination based on genstic infermation in
hiring, promotion, discharge, pay, fringe benefits, job training, dassification,
reterral, ond cther ospects of employment, GINA also resiricts employens’
acquisition of genedic information and sirictly limits disclosure of genefic
information. Genefic information inchudes information about genetic tests of
applicants, employees, or their family members; the manifestafion of diseasas or

disorders in family members (family medical history); and requests for or receips of

gaenefic sarvicas by oppliconts, employess, or thair family members,

RETALIATION

All of thesa Fedaral laws prohibit covered endities from resaliating against a
parson wha files o charge of discriminafion, participates in a discriminafion
procesding, or otherwise oppasas an unlowhd employment praclice,

AGE

The Age Discriminafion in Employment Act of 1947, as omended, profects
applicants end employees 40 yeors of oge or older from discrimination basad
on age in hiring, promation, discharge, pay, fringe benefils, job iraining,
classification, referral, and other aspects of employment.

SEX (WAGES)
Im oddition o sex discrimination prohibited by Title VIl of the Civil Rights Act, os
amended, the Equal Poy Act of 1943, os amended, prohibits sex discriminasion
in the payment of wages jo women and men performing substantially equal work,
in jobs that require equad skill, effort, and responsibility, under similar working
condifions, in the same establishment.

WHAT TO DO IF YOU BELIEVE DISCRIMINATION

HAS OCCURRED

There are skrict fime limits for filing charges of employment discriminadion. To
presarve the chility of EECC fo act on your behalf end o protect your right

o file @ private lawsult, should you ulimalely need 1o, yeu should contact

EEQC promplly when discriminafion is suspected: The U.S. Equal Employment
Opportunity Commission [EEQC), 1-800-5669-4000 [iollfree} or 1-800-669-4820
[iolree TTY numbser for individuals with hearing impairmants]. EECQC field office
inbormation is ovailobde af www.eeoc.gov or in most felephone directories in the
L.5. Gevernment or Federal Government section. Addifional information abaout
EEQC, nchuding information about charge filing, is avollable af vwww.seoc.gov.

Employers Holding Federal Contracts or Subcontracts

Applicants bo and employees of companies with a Federal government contract
ar subcontract are protected under Federal baw from discrimination on the
following beases:

RACE, COLOR, RELIGION, SEX, NATIOMNAL ORIGIN
Executive Ovder 11246, os amended, prohibits job discrimination on the
basis of roce, color, religion, sex or national origin, and requires affirmative
oction o ensure equality of opporunity in ol aspects of employment.

INDIVIDUALS WITH DISABILITIES

Section 503 of the Rehabilitotion Act of 1973, as amended, profects qualified
individuals from disrimination on the basis of disability in hiring, prometion,
discharge, pay, fringe benefits, job froining, clossification, referral, and cther
aspects of employment. Disability discriminafion includes not moking reasonable
accommodation to the known physical or mental limitations of an otherwise
qualified individual with o disability wha is an opplicant or employes, barring
undue hardship. Secfion 503 also requires that Federal contrechors foke
affirmative aclion lo employ ond advance in employment qualified individuals
with disabilities aof all levels of employment, including the executive level,

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

The Vietnam Era Velerans' Readjustment Assissance Act of 1974, as omended,

38 U.S.C. 4212, prohibits job discriminafion and requires offirmative action

o employ and advance in employment disablad veterans, recently seporaled
vatarans [within three years of dischorge or release from active duty], other
profecied velerans (veterans who sarved during O wdr o in 0 campaign or
expadition for which o campaign bodge has been authorized), ond Armed Forces
service medol velerans fveterans who, while on acfive duty, participated in o U.5.
military operation for which an Armed Forces service medal wos awarded),

RETALIATION

Retaliation ks prohibited agoing o person who files a complaint of discrimination,
paricipates in an OFCCP proceeding, or otherwise opposes discrimination
under these Federal laws. Any person who believes o confradior has vicloted
its nondiscriminafion or affirmative oction obligations under the authorifies
above should conboct immedioely: The Office of Federal Contract Compliance
Programs [OFCCP), LS. Deportment of Labar, 200 Constitvion Avenue,
M.W., Washingion, D.C. 20210, 1-800397-6251 [ioll-free) or [202) 693-
1337 [TTY]. OFCCP may also be contacted by a-mail af OFCCP-Public®
dol.gov, or by calling an OFCCP regional or district office, listed in most
telephone directeries under U 5. Gevernment, Depariment of Labar,

Programs or Activities Receiving Federal Financial Assistance

RACE, COLOR, NATIONAL ORIGIM, SEX

In oddition fo the protections of Tila VIl of the Cavil iighls Achof 1984, os
amended, Title V] of the Civil Rights Act of 1944, os amended, prohibits
discrimination on the basis of race, color or national arigin In programs or
activities receiving Federal financial assissance. Employment discrimination is
coverad by Title V1 if the primary objective of the financial assistance is provision
of employment, or where employment discriminafion couses or moy couse
discriminafion in providing services under such programs, Title 1X of the Education
Amendments of 1972 prohibits employment discriminalion on the basis of sex in
educational programs or aclivities which receive Federal financial assistance.

EEQC 9/02 and OFCCP 8/08 Varsions Useable With 11/0% Supplement

INDIVIDUALS WITH DISABILITIES Section 504 of the
Rehabiliation Act of 1973, as omended, prohibits employment
discriminafion on fhe baosis of disability in any progrom or adiivity which
receives Federal financial ossisance. Discrimination 1s prohibited in all
aspects of employment against persans with disabilities whe, with ar withoul
reasonable accommadation, can parform the essential funclions of the job.

IF you believe you have been discriminated ogainst in o progrom of
anry institution which receives Federal financial casistance, you should
immadiately confact the Federal agency providing such assisiance.

EEQCP/E-] (Revised 11/0%]

This poster is pn_n-‘it!t:d s a service to t:mp]_{_:}-':;:rx iJj,':

WOmﬁource
LET OUR TEAM HELP YOURS.

You can find out more about WorkSource services ar our web site:
www.zo2worksource.com

Mofice to employer: this poster is designed to Rulfill six federal workplace peosting requirements as of 1/10. It does not necessarily fulfill ALL workploce posting requiremeants.
WarkBeurce b an equal-oppartunity parinership of orgoenizations thet provide smployment and trafning services, Ausiliary aids and services ore availoble vpon request i peaple with divab®ses




