The U.S. Equal Employment Opportunity Commission {EEOQC) enforces Federal laws that protect you from
discrimination in employment. If you believe you've been discriminated against at work or in applying for a
job, the EEOC may be able to help.

Who is Protected?

» Employees {current and
former), including managers
and temporary employees

« Union members and
applicants for membership
in a union

* lob applicants
What Organizations are Covered?

* Most private employers « Educational institutions (as

» State and local governments employers)
{as employers) « Unions

+ Staffing agencies

What Types of Employment Discrimination are
llegal?

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

* Race * Genetic information

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

» Religion

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

+ National origin

= Sex (including pregnancy

and related conditions, » Retaliation for filing

sexual orientation, or gender a charge, reasonably
identity) opposing discrimination,
* Age (40 and older} or participating in a
« Disability discrimination lawsuit,

investigation, or proceeding.

What Employment Practices can he Challenged
as Discriminatory?
All aspects of employment, including:

* Discharge, firing, or lay-off * loh training

» Harassment {including » (lassification
unwelcome verbal or physical + paferral
conduct)

+ Obtaining or disclosing

* Hiring or promotion genetic information of

¢ Assignment employees

» Pay (unequal wages or * Requesting or disclosing
compensation} medical information of

« Fallure to provide reasonahle  employees

accommaodation for a = Conduct that might
disability or a sincerely-held reasonably discourage
religious helief, observance someone from opposing

or practice discrimination, filing a
charge, or participating in an
investigation or proceeding.

» Benefits

What can You Do if You Believe Discrimination
has Occurred?

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

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

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

Visit an EEQC field office {information at

' www.eeoc.gov/field-office)

E-Mail info@eeoc.gov

Additional information ahout the EEQC,
including information about filing a charge of
discrimination, is available at www.eeoc.gov.




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

Race, Color, Religion, Sex, Sexual Orientation,
Gender Identity, National Origin

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

Asking About, Disclosing, or Discussing Pay

Executive Order 11246, as amended, protects applicants and
empioyees of Federal contractors from discrimination based cn
inquiring about, disclosing, or discussing their compensation or
the compensation of other applicants or employees.

Disability

Section 503 of the Rehabilitation Act of 1973, as amended,
protects gualified individuals with disabilities from discrimination
in hiring, promotion, discharge, pay, fringe benefits, job training,
classification, referral, and other aspects of employment by
Federal contractors, 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, harring undue hardship to the

Protected Veteran Status

The Vietnam Era Veterans’ Readjustment Assistance Act of 1974,
as amended, 38 U.5.C. 4212, prohibits employment discrimination
against, and requires affirmative action to recruit, employ, and
advance in employment, disabled veterans, recently separated
veterans {i.e., within three years of discharge or release from
active duty), active duty wartime or campaign badge veterans, or
Armed Forces service medal veterans,

Retaliation

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

Any person who believes a contractor has violated its
nondiscrimination or affirmative action obligations under OFCCP’s
authorities 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)

If you are deaf, hard of hearing, or have a speech disability, please
dial 7-1-1 to access telecommunications relay services. OFCCP may
also be contacted by submitting a question online to OFCCP’s Help
Desk at https://ofcephelpdesk.dol.gov/s/, or by calling an OFCCP
regional or district office, listed in most telephone directories under
U.S. Government, Departiment of Labor and on OFCCP’s “Contact Us”
webpage at https://www.dol.gov/agencies/ofccp/contact.

employer. Section 503 also tequires that Federal contractors take

affirmative acticn to employ and advance In employment gualified
individuals with disabilities at ali levels of employment, including
the executive level.

Race, Color, National Origin, Sex

tn addition to the protections of Title VH 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 finan-
cial assistance. Employment discriminaticn 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 employ-
ment discrimination on the basis of sex in educational programs
or activities which receive Federal financial assistance,

Individuals with Disabilities

Section 504 of the Rehabilitation Act of 1973, as amended, prohibits
employment discrimination on the hasis 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 joh.

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,

(Revised 10/20/2022)
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dol.ny.gov/veteran-benefits-and-services

VETERAN BENEFITS AND SERVICES

The following resources and hollines are available ai no-cost to help veterans understand
their rights, protections, henefits, and accommodations:

MENTAL HEALTH AND SUBSTANCE
ABUSE RESOURCES

All calls and texts are free and confidential

U.S. Department of Veterans Affairs Veterans Crisis
Line: www.veteranscrisisline.net

Call: 988, press 1 Texl: 8382565

Suicide and Crisis Lifeline: wwwyeteranscrisisline.net
Call: 988 Text: 988

Crisis Textline:

Text: 741741 Chat: crislstextline.org

NYS Office of Mental Health (OMH):
www.omh.ny.gov

NYS Office of Addiction Services and Supports
(OASAS): www.oasas.ny.gov/hopeline

Call: 1-877-8-HOPENY {467469)
Text: HOPENY (467369)

TAX BENEFITS

NYS Department of Tax and Finance
«+ Information for military personnel and veterans:
lax.ny.gov/pit/fite/military_page.htm
« Property tax exemptions:
tax.ny.gov/pitiproperty/exemptionfvetexempt.htim

'EDUCATION, WORKEORCE, =
AND TRAINING RESOURCES

Veteran Readiness and Employment

(VR&E) Program: www,benefitsva,gov/vocrehab
New York State Civil Service Credits

for Veterans Program: www.cs.ny.gov

'LEGAL SERVICES
Veterans Treatment Courts (VTC): ww2.nycourts.gov/
coutts/problem_solving/vet/courts.shtm!

Email: ProblemSolving@courts.state.ny.us

www.nysda.org/page/AboutVDP

NYS Defenders Association Veteran Defense Program:

Website: veterans.ny.gov
Help Line: 1-888-838-7697
Emall; DVSInfo@veterans.ny.gov

Services: Legal, education, empioyment and
volunteey, financial, health care, and more,

. ADDITIONAL RESOURCES

NYS Domestic and Sexual Violence Hotline:
Cail; 800-942-6906 Text: 844-997-2121
NYS Workplace Sexual Harassment Hotline:
Call; 1-800-HARASS-3

NYS Department of Motor Vehicles:

» Veteran Status Designation Photo Document:
dmv.ny.govimore-info/veteran-status-
designation-photo-document

» Veteran License Plate:
dmv.ny.gov/plates/military-and-veterans

Website: dol.ny.gov/services-veterans
Help Line: 1-888-469-7365
Email: AskVetsé@laborny.gov

Services: Workforce and training resources,
unemployment insurance, the Experience Counts
program, and more,

NEW | Division of
STATE | Veterans’ Services

137 (4262)
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WE ARE Your poL Attention Miscellaneous

EWYORK

— 7 g | eparmen Industry Employees

Minimum Wage hourly rates effective 12/31/2021 ~ 12/30/2022

New York City
Large Employers (11 or more employees) Small Employers (10 or less employees)
Minimum Wage $1 5.00 Minimum Wage $1 5. 00
Overtime after 40 hours ~ $22.50 Overtime after 40 hours $22.50
Tipped workers $15.00 Tipped workers $15.00
Overtime after 40 hours ~ $22.50 Overtime after 40 hours $22.50
Long Island and ~ Remainder of
Westchester County New York State
Minimum Wage $1 5- 00 | | Minimum Wage $1 3.20
Overtime after 40 hours $22.50 Overtime after 40 hours $19.80
Tipped workers $15.00 Tipped workers $13.20
Overtime after 40 hours $22.50 Overtime after 40 hours - $19.80

If you have questions, need more information or want {o file a complaint, please visit
www.labor.ny.gov/minimumwage or call: 1-888-469-7365.

Credits and Allowances that may reduce Extra Pay you may be owed in addition to the minimum wage
your pay below the minimum wage rates rates shown above:
shown above: » Overtime —~ Youmust be paid 1% times your regular rate of
* Tips - Beginning December 31, 2020, pay (no less than amounts shown above) for weekly hours
youremployer must pay the full applicabie over 40 (or 44 for residential employees).
minimum wage rate, and cannot take any Exceptions. Overtime is not required for salaried
tip credit professionals, or for execuiives and administrative staff
» Meals and lodging — Your employer may whose weekly salary is more than 75 times the minimum
claim a limited amount of your wages for wage rate.

meals and lodging that they provide to

» Call-in pay - If you go to work as scheduted and your
you, as long as they do not charge you

A X employer sends you home early, you may be entitted to extra
anything else. The rates and requirements hours of pay at the minimum wage rate for that day.
are set forth in wage orders and
summaries. which are available online. ¢ Spread of hours — If your workday lasts longer than ten
’ hours, you may be entitled o extra daily pay. The daily rate is
equal to one hour of pay at the minimum wage rate.
+ Uniform maintenance - If you clean your own uniform, you
may be entitled {o additional weekly pay. The weekly rates
are available online.

LS 207 (11/21) Minimum Wage Poster Postin Plain View




I ER. | Division of

FTATE | Human Rights

THIS ESTABLISHMENT IS SUBJECT TO THE NEW YORK
STATE HUMAN RIGHTS LAW (EXECUTIVE LAW, ARTICLE 15)

" DISCRIMINATION BASED UPON AGE, RACE, GREED, COLOR,
NATIONAL ORIGIN, SEXUAL ORIENTATION, MILITARY STATUS,
SEX, PREGNANCY, GENDER |IDENTITY OR EXPRESSION,
DISABILITY OR MARITAL STATUS IS PROHIBITED BY THE NEW

-
t

YORK STATE HUMAN RIGHTS LAW, SEXUAL HARASSMENT
-ORHARASSMENT BASED UPON ANY OF THESE PROTECTED
.. CLASSES ALSO IS PROHIBITED.

ALL EMPLOYERS (until February 8, 2020, only employers with 4 or
more employees are covered), EMPLOYMENT AGENCIES, {. ABOR
ORGANIZATIONS AND APPRENTICESHIP TRAINING PROGRAMS

Also prohibited: discrimination in employment on the basis of Sabbath
obsarvance or refigious practices; hairstyles assoclated with race (also
applies to all areas listed below); prior arrest or conviction record;
predisposing genetic characteristics; famittal status; pregnancy-related
condilions; domastic violence victim stalus.

Reasonable accommodations for persons with disabilities and
pragnancy-related conditions Including lectation may be required. A
reasonabla accommodation Is an adjustment to a job or work
envirenment that enables a person with a disabllity to pericem the
assential functions of a job In a reascnable manner,

Also covered: domeslic workers are profected from harassment and
retaliation; interns and nonemployess warking In the workplace {for
example temp or contract warkers) are protected from all discrimination
described above.

RENTAL, LEASE OR SALE OF HOUSING, LAND AND
COMMERCIAL SPACE, INCLUDING ACTIVITIES OF REAL
ESTATE BROKERS AND SALES PEOPLE

Also prohibited: discrimination on the brasls of lawfui source of
incame (for example housing vouchers, disability banafits, chitd
support), familial status {famllies with children or being pregnant);
prior arrest or sealed conviction; commercial boycolts or
blockbusiing

Reasonable accommodations and modifications for persons with
disabllifies may also ha required,

Does not apply to:

(1} rental of an apartment In an owner-oscupled two-famlly house

(2} restrictions of ail rcoms In a housing accommodatlon to indlviduais
of the same sex

{3} rental of a room by the occupant of a house or apariment

(4} sale, rental, or lease of accommadations of housing exclusively to
parsons 55 years of age or older, and the spouse of such persons

ALL CREDIT TRANSACTIONS INCLUDING FINANCING FOR
PURCHASE, MAINTENANCE AND REPAIR OF HOUSING

PLACES OF PUBLIC ACCOMMODATION SUCH AS
RESTAURANTS, HOTELS, HOSPITALS AND MEDICAL OFFICES,
CLUBS, PARKS AND GOVERNMENT OFFICES

Exception:

Age Is not a covered classification relative to public accommaodations.
Reasonable accommodations for persons with disabilities may also be
raquired.

EDUCATION INSTITUTIONS
All publle schoals and private nonprofit schoals, at all education tevels,
excluding those run by religious organizations.,

ADVERTISING AND APPLICATIONS RELATING TO EMPLOYMENT,
REAL ESTATE, PLACES CF PUBLIC ACCOMMODATION AND
CREDIT TRANSACTIONS MAY NOT EXPRESS ANY
DISCRIMINATION

if you wish to file a formal complaint with the Division of Human Rights,
you must do so within one year after the discriminalion occurred. The
Division's services are provided free of charge,

If you wish to fiie 2 compiaint In State Court, you may do so within three
vears of the discriminalion. You may not file both with the Division and
tha State Court.

Retaliation for flling a complaint or opposing discriminatory
practices Is prohiblited. You may file a complaint with the Divisien
if you have been retallated against,

FOR FURTHER iINFORMATION, WRITE OR CALL THE DIVISION'S
NEAREST OFFICE. HEADQUARTERS:
ONE FORDHAM PLAZA, 4TH FLOOR, BRONX, NY 10468

1-888-39Y2-3044
WWW.DHR.NY.GOV

ESTE ESTABLECIMIENTO ESTA SUJETO A LA LEY DE DERECHOS
HUMANOS DEL ESTADQ DE NUEVA YORK (LEY EJECUTIVA, SECCION 15}

LA LEY BE DERECHOS HUMANCS DEL ESTADO DE NUEVA YORK
PROHIBE LA DISCRIMINACION POR EDAD, RAZA, CREDO, COLOR,
ORIGEN NACIONAL, ORIENTACION SEXUAL, ESTATUS MILITAR, SEXO,
EMBARAZO, IDENTIDAD O EXPRESION DE GENERO, DISCAPACIDAD O
ESTADO CiVIL. TAMBIEN ESTA PROHIBIBO EL ACOSO SEXUAL O EL
ACOS0 POR CUALQUIERA DE ESTAS.CLASES PROTEGIDAS,

TODOS LOS EMPLEADORES (hasta el 8 de febrero de 2020, solo los
empleadores de cuatro o més personas), AGENCIAS DE EMPLEO,
ORGANIZACIONES DE TRABAJO Y PROGRAMAS DE CAPACITACION
DE APRENDICES

Asimismo, estd prohibida la discriminacién en el smplso sobre {a base deta
observancla def Shabat o practicas rellglosas; pelnados aseciados con la raza
{tamblén se aplica a las dreas enumeradas a continuacldn) arresto previc o
antecedentes penales; las caracterfsticas genélicas predisponentes; el estado.
civil; las condiclones relacionadas con e] embarazo.

Es posihle que sea necesario hacer acomodos razonables para personas con
discapacidades y condiciones relacionadas con el embarazo incluyendo
lactaclén. Un arreglo razonable es una adaptacion a un frabajo o entorno
laboral que permita que una persona con discapacldad reatllce las tareas
esenciales de un trabajc de manera razonable.

También estén cubiertos: rabajadores doméslicos estdn protegidos en cases
acoso y fepresallas; inlemos y no empleades cuales trabajan en el lugar de
trabajo {por ejemplo trabajadores temporarios o centratantes) estdn protegidos
de toda discriminacion descrita arriba,

ALQUILER, ARRENDAMIENTO O VENTA DE VIVIENDA, TERRENO O
ESPACIO COMERGIAL INCLUYENDOQ AGTIVIDADES DE AGENTE DE
BIENES RAICES Y VENDEDCRES

Tamblén esta prohibido: la discriminacién a base de fuente de ingreso legal
{por efemplo vales, beneficlos de discapacldad, manutencién de nifios);
estado famifiar (famillas con nifics o en estado de embarazoa); aresto previo o
condena sellada; boicot comsrcial o acoso Inmobiliario.

Tamblén es posible que sea necesario realizar modificacionas y arreglos
razonables para personas con discapacidades.

Excepeicnes:

{1) alquiler de un apartamento en una casa para dos familias ocupada por el
duefio

{2} restricclones de todas las habitaciones en una vivienda para individuos del
mismo sexo

{3) alquiler de una habitacién por parte de! ccupante de una ¢asa o
apartamento

(4} venta, alguiter o arrendamientoe de alojamianto en una casa
exciuslvamente a persenas mayores de 55 afios y al conyuge de dichas
parsonas

También se prohihe: discriminacidn en vivienda sobre la base del estado civil
{por ejemplo, familias con hijos}).

TODAS TRANSACCIONES CREDITICIAS INCLUYENDO FINANCIAMENTO
PARA LA COMPRA, MANTENIMIENTO Y REPARACION DE VIVIENDAS

LUGARES DE ALOJAMIENTOQ PUBLICO, COMO RESTAURANTES,
HOTELES, HOSPITALES ¥ CONSULTORIOS MEDICOS, CLUBS,
PARQUES Y QFFICINAS DEL GORIERNO.

Excepcidn:

La edad no es una clasificacidn cubierta respesto a los alojamientos piblicos.
Es posible que sea necesarlo reallzar arreglos razenables para perscnas con
discapacidades.

INSTITUCIONES EDUCATIVAS

Todas fas escuelas publicas v escuelas privadas sin animo de lucro, en todos
los niveles, excluyendo escuelas dirigidas por organizaclonss religiosas.

PUBLICIDAD Y SOLICITUDES RELACIONADAS CON EL EMPLEO, LOS
INMUEBLES, [.OS LUGARES DE ALOJAMIENTO PUBLICO Y LAS
TRANSACCIONES CREDITICIAS NO DEBEN EXPRESAR NINGUN AGTO |
DIiSCRIMINATORIC

Sl desea presentar una demanda format ante la Divisién de Derechos
Humanoes, debe hacerlo dsniro de un afic desde que ocurra la discriminacién,
Los servicios de {a Divislén se ofrecen sin cargo.

Sl desea presentar una demanda ante el Tribunal Estatal, puede hacerio
dentro de los tras afios desde que ecurrlera la discriminacion. No puede
presentar una demanda aate la Divisién y ante el Tribural Estatal.

Se prohiben las represalias por presentar una demanda u oponerse a
préacticas discriminatorias. Puade presentar una demanda ante la
Divisidn st sufrid represalias.

PARA OBTENER MAS INFORMACION, ESCRIBA O LLAME A LA OFICINA
MAS CERCANA DE LA DIVISION, OFICINA CENTRAL;
ONE FORDHAM PLAZA. 4TH FLQCR, BRONX, NY 10458



Your employer must inform
you of the health
effects and hazards
of toxic substances
at your
worksite.

Learn all
you can
about toxic
substances
oh your job.

For more
information,
contact:

Name

Location & Phone Number

THE RIGHT TO KNOW LAW WORKS FOR YOU,
MEW YORK STATE DEPARTMENT OF HEALTH
2764 4100



Labor Law Information Relating to

NEWYORK | pyblic Employee
SrhoRTUNITY safety and Health

The New York State Public Employee Sofety and Health Act of 1980 provides job safety and hecith protection for
waorkers through the promotion of safe and healthful working conditions throughout the State. Requirements of the

Act include the following:

Employers
Empioyers must provide employees with & workplace that is:

« free from recognized hazards,

« in compiiance with the safety and heaith standards that
apply to the workplace, and

in compiiance with any other regulations issued under the
PESH Act by the Commissionar of Labor.

Employees

Employeeas must comply with ali safety and health standards
that apply to their actions on the job. Employees must also
comply with any requlations issued under the PESH Act that
apply to their job.

Enforcement

The New York State Department of Labor administers and
enforces the PESH Act. The Commissioner of Labor issues
safety and health standards. The Department's Division of
Safety and Health (DOSH} has Inspectors and Hygienists
who inspect workplaces to make sure they are following
the PESH Act.

inspection

When DOSH staff inspecl a workplace, a representative

of the employer and a represeniative approved by the
employees must be aliowed to help with the inspection.
When there is no employee-approved repraesentative, DOSH
staff must speak with a fair number of employees about the
safety and health conditions in the workplace,

Order to Comply

If the Department believes an employer has violated the
PESH Act, we will issue an order to comply nolice to the
employer. The order will list dates by which each violation
must be fixed. If violations are not fixed by those dates, the
employer may be fined.

The order to comply must be posted at or near the place
of violation, where it can be easily seen. This is to warn
empltoyees that a danger may exist.

Complaint

Any interested person may file a complaint if they believe
there are unsafe or unhealthful conditions in a pubiic
workptace. This includes:

An employee

A representative of an employee

Groups of empioyees
«  Arepresentative of a group of employees
Make this complaint in writing to the nearest DOSH office
or by emall to: Ask. SHNYPESH@Iabor.ny.gov. On request,
COSH will not release the names of any employees who fite
a complaint. The Department of Labor will evaluate each

complaint. The Depantment will notify the person who made
the complaint of the results of the investigation.

These complaints may also be made to the United States
Department of Lebor, Cccupationat Safety and Heaith
Administration online at: www.osha.gov.

Discrimination

Employees may not be fired or discriminated against in any
way for filing safety and health camplaints or otherwise
exercising their rights under the Act.

if an employee believes that they have been discriminated
against, he or she may file a complaint with the naarest
DOSH office. File this complaint within 30 days of the
discrimination incident.

Voluntary Activity
The Department of Lahor encourages employers and
employees to voluntarily:

reduce workplace hazards, and

+ develop and improve safety and health programs in all
workplaces., ‘

The Division of Safety and Health can provide free help with
identifying and correcting job site hazards. Employers may
request this assistance on a voluntary basis by emailing:
Ask. SHNYPESH®labor.ny.qov.

Additional information may be obtained from the nearest DOSH District Office below:

Albany District
State Office Campus
Bidg. 12, Rm, 158
Albany, NY 12240
Tel: {518) 457-5508

Binghamton District
44 Hawiey 5t., Rm. 201
Binghamtion, NY 13901
Tel: (607) 721-8211

Buffalo District
G5 Court Street
Buffalo, NY 14202
Tel: (716) 847-1133

Garden City District
400 Oak Street
Garden City, NY 11550
Tek; {(516) 228-3970

New York City District
75 Varick 5St., 7th Floor
New York, NY 10013
Tel: (212) 775-35564

Rochester District

109 S, Union St., Rm. 402

Rochester, NY 14607
Tel: {(585) 258-8806

Post Conspicuously

Syracuse District

450 South Salina Street
Syracuse, NY 13202
Tel: (315) 479-3212

Utica District

207 Genesee Street
Utica, NY 13501

Tel: (315) 793-2258

White Piains District
120 Bloomingdale Road
White Piains, NY 10605
Tel: {914) 997-9514

A Dmaion of th? Mew Yorl State Depart ment of Labor

ST L ARTIVLH WUl IR/ LT [T N AUE LIPS L T B

25 90T A5 aAhalhe ad 2 Eeesl i 3ge 507 e Ngen vieg,



BLOOD DONATION LEAVE

Section 202-j of the Labor Law mandates that employers provide leave time to employees for the

purpose of donating blood. The two types of blood donation leaves are Off-Premises Blood Donation
and Donation Leave Alternatives. '

Compensation for Leave - Leave granted to employees for off-premises biood donation is not required to
be paid leave. leave taken by employees for donation leave alternatives shall be paid leave given without
requiring the employee to use accumulated vacation, personal, sick, or other already existing leave time.

Off-Premises Donation - Employees taking leave for off-premises blood donation shall be permitted at least
one leave period per calendar year of three hours duration during the employee’s regular work schedule.
Employers are not required to aliow off-premises blood donation leave under Labor Law § 202-j to accrue if
it is not used during the calendar year, Leave granted to employees for off-premises blood donation is not
required to be paid leave.

Donation Leave Alternatives - Leave for blood donation leave alternatives shall be given twice per calendar
year and it shall be paid leave given without use of vacation, personal, sick, or other already existing leave
accruals. Under the Donation Leave Alternatives, the donating of blood should be at a convenient time and
place set by the employer. The time shall not be a time outside an employee’s normal work hours nor shall the
location be not reasonable travel distance for an employee. If an employee provides prompt notice that he or
she is not or was not able to participate in a blood donation leave alternative because the empioyee is or was
on leave (such as sick or vacation leave), and if as a result the employer has not provided the employee with
the opportunity to participate in at least two blood leave alternatives during working hours in a calendar year,
the employer must either make available another such alternative to the employee, or allow the employee
to take leave to make an off-premises donation. Employees donating blood during a blood donation leave
alternative must be allowed sufficient {eave time necessary to donate blood, to recover, including partaking
nourishment after donating, and to return to work.

Qur company’s blood donation will occur:

Please indicate time and place

Should you have any questions, please contact:

Please indicate administrator

LS 703 (03-16)
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New York State Public Health Law - Article 13E




SHELTERPOINT LIFE INSURANCE COMPANY

VILLAGE OF EAST AURORA

STATE OF NEW YORK
WORKERS' COMPENSATION BOARD

NOTICE OF COMPLIANCE

New York State Disability Benefits

Disability Benefits For Employees

1. If you are unable to work because of an iliness or injury, not work-related, you may be entitied to receive weekly benefits
from your employer, his or her insurance carrier, or from the Special Fund for Disability Benefits.

2. To claim benefits you must file a claim form within 30 days from the first date of your disability, but in no event more than
26 weeks from such date,

3. Complete claim form DB-450 (Notice and Proof of Claim for Disability Benefits)
You may obtain the form from your employer, his or her insurance carrier, your health provider, any Unemployment
Insurance Office, the Workers' Compensation Board's website (www.wch.ny.gov) or any office of the Board.
IMPORTANT: Before filing your claim, your health provider must complete the "Health Care Provider's Statement” on the
form showing your period of disability.

< I you are employed, or have been unemployed for four weeks or less when your disability begins, send the completed
form to your employer or the insurance carrier named below.

= [f you have been unemployed more than four weeks when your disability begins, send the completed form to the
Workers' Compensation Board, Disability Benefits Bureau, 328 State Street, Schenectady, New York 12305,

4. You are entitled to be treated by any physician,chiropractor, dentist, nurse-midwife, podiatrist or psychologist of your
choice. However, unlike workers' compensation, your medical bills will not be paid unless your employer and/or union
provide for the payment of such bilis under a Disability Benefits Pian or Agreement.

5. Ifyou are ilt or injured during the time you are receiving Unemployment fnsurance Benefits, file a claim for Disability
Benefits as soon as you sustain the injury or iilness, by following the instructions outlined above.

6. If you are out of work in excess of seven days, your employer is required to send you a Disability Benefits Statement of
Rights (Form DB-271S).

7. You may not take disability benefits at the same time as paid family leave benefits. The total amount of disability and paid
family leave in a 52 week period cannot exceed 26 weeks.

8. Other information about disability benefits may be obtained by writing or calling the Workers' Compensation Board.

SHELTERPQOINT LIFE INSURANCE COMPANY
1225 FRANKLIN AVENUE, STE 475
GARDEN CITY, NY 11530

PHONE: 800-365-4969

Policy #;_DBL558847 Effective From: 7/1/2021 To: 6/30/2022

[X}Statutory [JUnder a Plan or Agreement

Class(es) of Employees Covered:
ALL FULEL TIME EMPLCYEES

NYS Workers' Compensation Board
Customer Service: (B77) 6324996
www,weh.ny.gov

PRESCRIBED BY THE CHAIR, WORKERS' COMPENSATION BOARD
THIS NOTICE MUST BE POSTED CONSPICUOQUSLY IN AND ABOUT THE EMPLOYER'S PLACE OR PLACES OF BUSINESS.

Employers must post DB-120 so that all classes of their employees know who will pay thelr benefits,

DB-120 (11-17) THE WORKERS' COMPENSATION BOARD EMPLOYS AND SERVES PEOPLE WITH DISABILITIES WITHOUT DISCREANATION



STATE OF NEW YORK - WORKERS' COMPENSATION BOARD
ESTADO DE NUEVA YORK - JUNTA DE COMPENSACION OBRERA

NOTICE OF COMPLIANCE

TO EMPLOYEES
IMPORTANT {INFORMATION FOR EMPLOYEES WHO ARE
INJURED OR SUFFER AN OCCUPATIONAL DISEASE WHILE
WORKING,

1. By posting this notice and information concerning your rights as 1.

an Injured worker, your employer is in compilance with the
Workers' Compensation Law.

2. If you do not notify your employer within 30 days of the date of 2

youlr Injury your claim may be disaflowed, so do so
immediately.

3. You are enlitled to obtain any necessary medical treatment and
should do so immediately.

4. You may choose any doctor, podiatrist, chiropractor or 4
psychologist refarred by a medical doctor that accepis NY
State Workers' Compensation patients and is Board
authorized. However, if your employer Is Involved in a certified
preferred provider organization (PPO) you must first be freated
by a provider chosen by your employer and your employer
must give you a written statement of your tights ¢concerning
further medical care,

5. You should tell your doctor to file copies of medical reporis
concerning your claim with the Warkers' Compensation Board
and with your empioyer's Insurance company, which Is
indicated at the bottom of this form.

8. You may be enfitled to lost ime benafils if your work-related 5.

injury keeps you from work for more than seven days, compels
you to work at lower wages or results in permanent disability to
any part of your body. You may be entitled to rehabilitation

services if you need help returning to work. 6.

7. You should not pay any madical providers directly. They shouid
send their bills to your employer's insurance carrler. if there is a
disputle, the provider must wait until the Board makes a
decision before it attempts to collect payment from you. 1f you
do not pursue yeur claim or the Board rules that your injury is
not work-related, you may be responsiblte for the payment of
the bills.

8. You are entitled to be represented by an attarney or llcensed
representative, but it is not required. If you do hire a
representative do not pay himfher directly. Any fee will be set
by the Board and will be deducted from your award.

9. If you have difflculty in obfaining a claim form or need heip in

filing it eut, or if you have any other questions or problems 8.

about a job-related injury, contact any office of the Workers'
Compensation Board.

NYS Workers' Compensation Board

Centralized Mailing 9.

PO Box 5205
Binghamton, NY 13902-5205

Customer Service Line: 877-6324996

3.

AVISO DE CUMPLIMIENTO

A EMPLEADOS
INFORMACION IMPORTANTE PARA EMPLEADOS QUE

SEAN LESIONADOS O SUFRAN UNA ENFERMEDAD
OCUPACIONAL MIENTRAS TRABAJAN.

Su patronc esi@ cumpliendo la Ley de Compensagian Obrera
cuando despliega este comunicado concerniente a sus derechos
come frabajador lesionado.

8l usted no nolifica a su patronc dentro dei término de 30 dias
de haber sulfride su lesidn su  reclamacidan podria  ser
desestimada, por eso notifique inmediatamente,

Usted tene dereche a recibir cualquier tratamiento médico
necesaric relacionado con su  lesidn y debe gestionarto
inmediatamente.

Para el fratamlento de cuaiquler lesidn o enfermedad
relaclonada con el trabajo, usted puede escoger cualquier
médico, podiaira, quiropraciico psicologo (si es referido por un
médico autorizado) que esté aulorizado y aceple pacienles de ia
Junta de CompensaciBn OCbrera. Sin embargo, si su pairono
estd autorizado a parlicipar en una organizacltn cerificada de
proveadores pieferidos (PPO), usted deberd obtener tratamiento
Inicial para cualquier lesldn o eonfermedad relaclohada con el
trabajo de la correspondiente enfidad. Patronos que participen
en cualqulera de estos programas establecidos por ley estan
obligados a proveer a sus empleados notificacion escrita
explicando sus derechos y obligaciones bajo el programa a que
osté acogido.

Usted debera requerir de su Médico que radique copias de los
informes médicos de su caso en la Junta de Compensaciin
Qbrera y en la compafia de seguros de su patrone, que se
indica al final de esta forma.

Usted tene derecho a compensacidn si su lesitn refacionada
con el trabajo ie impide trabajar por mas de siete dias, le obliga
a trabajar a suelde més bap 6 resulla en incapacidad
permanenie de cualquier parte de su cuerpo. Usted puede tener
derecho a sawviclos de rehabllitacién sl necesita ayuda para
regrasar al {rabajo.

No pague a ningun proveedor médico directamente por
fratamlento de su lesidn o enfermedad relacionada con el
trabajo. Ellos dehen enviar sus facfuras al asegurador de su
atrono. &i el caso es cuestionado, el proveedor deberi esperar
asfa que la Junta decida el caso, antes de iniciar gestién de
cobro alguna confra usted. S usted no tramita su casc la
Junta falla que su lssitn o enfermedad no esid relacicnada con
¢l trabajo, usted podria ser responsable del pago de las facturas,

No es obligatorio eof estar representade en ninguno de los
procedimiontos de la Junta, pero es un derecho que usted fiene,
el estar representado por abogado por  representante
licenclado s! usted asl 10 desea. Si es representado, no pague al
abogado al representante licenclade. Cuando la Junta decida
su easo, los honorarios seran determinados por la Junia y
descontados de sus beneficios.

8| tiene dificullad en conseguir un formulario de reclamaclén o
necesita ayuda para llenarlo liene dudas sobre cualquier
situaciin  relacionada con  una lesiin o  enfermedad
comuniquesa con la oficina mas cercana de la Junta.

KENNETH J. MUNNELLY, CHAIR/PRESIDENTE

Workers' Compensation benefits, when due, will be paid by (Los beneficios de Compensacian Obrera, cuando debidos, seran pagados por):

group self- insurer or main office of authorized self-insurer:

PERMA
PO Box 12250 Albany, NY 12212-2250
1-888-PERMA NY

Name, address and telephone number of licensed insurance carrler, authorized

For Instrance Carrizrs ONLY: Policy NOw.ciisicinis e secarnn

Poticy in Force from .......ooeeevvvieevceeereniinas O e

Name of employer (Nombre del patrono)
Village of East Aurora
THIS NOTICE MUST BE POSTED
CONSPICUOUSLY IN AND ABOUT THE

EMPLOYER'S PLACE OR PLACES OF
BUSINESS.

Failure by an employer to post this notice in and about

Workers' Compensation Board
C-1 05 (9-1 6) Prescribed of by Chalrman WARLWCDLY. QoY
State New York

the employer's place or places of business may result in a
$250 penaliy for each violation,
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New York State Unemployment Insurance
Department of Labor Division

Notice to Employees

Employer Registration Number

04-611629

Viliage of East Aurora
585 Oakwood Avenue
East Aurora, NY 14052

L | N 1

Employees of this firm are covered by the New York State Unemployment Insurance Law.
No deductions from wages may be made for this purpose.

If you are laid off, work less than four days a week or resign, get a "Record-of Employment” form from your employer and
keep a copy for your files.

Record of Employment forms must have your employer's name, registration number and address where payroll records are kept.
If you want to file an application for Unemployment Insurance: ‘
Call the Telephone Claims Center at 1-888-209-8124 (translation services are available) or go to our website at www.labor.ny.gov.

Hearing impaired individuals who have Telephone Device for the Deaf (TTY/TDD) equipment may file a claim by calling a relay operator at
1-800-662-1220 and requesting the operator call 1-888-783-1370. Service at this number-is-only provided fo callers using TTY/TDD

equipment.
M P s fihd O Wi
M. Patricia Smith Richard Marino
Commissioner Unemployment insurance Director

To Employer: Post conspicuously in each workplace. For additional posters, write to: NYS Department of Labor

Lizbility and Determinzation Section
State Office Campus
IA 133 (12/08) Albany, NY 12240

The NYS Department of Labor is an Equal Opportunity Employer/Program. Auxiliary aids and services are available upon request o individuals with disabilities.



Division of Labor Standards WE ARE YOUR DOL
Harriman State Office Campus

Building 12, Albany, NY 12240 —

Department
of Labor

www.labor.ny.aov

Guidelines for Employers:
Requirements to Notify Employees About Time Off and Work Hours

Section 195.5 of the New York State Labor Law effective December 12, 1981 provides as follows:

“Every employer shall notify his employees in writing or by publicly posting the employer’s policy
on sick leave, vacation, personal leave, holidays and hours.”

To assist employers in complying with this provision, the Division of Labor Standards has issued
the following guidelines:

1. An employer shall distribute in writing to each employee, the employer’s policy on the above- enumerated
items. The employer upon the request of the Department must be able to affirmatively demonstrate that
such written notification was provided to employees by means, which may include, but not be limited to,
distribution through company newspapers or newsletters or by inclusion in a company payroll.

Or

An employer shall post and keep posted in each establishment in a conspicuous place where notices to
employees are customarily posted, a notice that states where on the employer’s premises they may see
such information in writing. Such information may be contained in a union contract, employee handbook,
personnel manuai, or in other written form. Deviations for an employee from such stated policy must be
given to said employee in writing.

2. As used in the provision above, “hours” means the hours which constitute a standard workday and
workweek for the establishment, and any other regular schedule, such as for part-time employees.
Deviations should be given to the affected employee in writing.

For more information, call or write the nearest office of the Division of Labor Standards,
of the New York State Department of Labor, listed below:

Albany District Binghamton New York City District Garden City District
State Office Campus Sub-District 75 Varick Street 400 Oak Street

Bldg. 12 Room 185A 44 Hawley Street Tih Floor Suite 101

Albany, NY 12240 Binghamton, NY 13901 New York, NY 10013 Garden City, NY 11530
(518) 457-2730 - (807) 721-8014 (212) 775-3880 (518) 794-8185

Buffalo District Rochester Syracuse District White Plains District
65 Court Sireet Sub-District 333 East Washington Street 120 Bloomingdale Road
Room 202 276 Waring Read Room 121 White Plains, NY 10605
Buffaio, NY 14202 Room 104 Syracuse, NY 13202 {914) 997-8521

(716) 847-7141 Rochester, NY 14609 {315) 428-4057

(585) 258-4550

LS 606 (8/19)







'S!ET‘Q’O‘P““ Department
PRORTUNITY. of Labor

Division of Labor Standards
www.labor.ny.gov

Equal Pay Provision of the New York State Labor Law
Article 6, Section 194

§ 194. Differential in rate of pay because of protected class status prohibited.

1. No employee with status within one or more protected class or classes shall be paid a
wage at a rate less than the rate at which an employee without status within the same
protected class or classes in the same establishment is paid for: (a) equal work on a job
the performance of which requires equal skill, effortand responsibility, and which is
performed under similar working conditions, or (b) substantially similar work, when viewed
as a composite of skill, effort, and responsibility, and performed under similar working
conditions; except where payment is made pursuant to a differential based on:
(i} a seniority system;
(iiy a merit system;
(ili) a system which measures earnings by quantity or quality of production;
(iv) a bona fide factor other than status within one or more protected class or classes,
such as education, training, or experience. Such factor:
(A) shall not be based upon or derived from a differential in compensation based on
“status within one or more protected class or classes and
(B) shall be job-related with respect to the position in question and shall be consistent
with business necessity. Such exception under this paragraph shall not apply when
the employee demonstrates
(1) that an employer uses a particular employment practice that causes a
disparate impact on the basis of status within one or more protected class or
classes,
(2) that an alternative employment practice exists that would serve the same
business purpose and not produce such differential, and
(3) that the employer has refused to adopt such alternative practice.

2. For the purpose of subdivision one of this section:

(a) "business necessity" shall be defined as a factor that bears a manifest relationship to
the employment in question, and

(b) “protected class" shall include age, race, creed, colar, national origin, sexual
orientation, gender identity or expression, military status, sex, disability, predisposing genstic
characteristics, familial status, marital status, or domestic violence victim status, and any
employee protected from discrimination pursuant to paragraphs (a), (b), and (c) of subdivision
one of section two hundred ninety-six and any intern protected from discrimination pursuant to
section two hundred ninety-six-c of the executive law.

LS 603 (08120} Page1of 3



3. For the purposes of subdivision one of this section, employees shall be deemed to work
in the same establishment if the employees work for the same employer at workplaces located
in the same geographical region, no larger than a county, taking into account population
distribution, economic activity, and/or the presence of municipalities.

4. (a) No employer shall prohibit an employee from inquiring about, discussing, or disclosing
the wages of such empioyee or another employee.

(b) An employer may, in a written policy provided to all employees, establish reasonable
workplace and workday limitations on the time, place and manner for inquires about,
discussion of, or the disclosure of wages. Such limitations shall be consistent with standards
promuigated by the commissioner and shall be consistent with all other state and federal laws.
Such limitations may include prohibiting an employee from discussing or disclosing the wages
of another employee without such employee's prior permission.

(c) Nothing in this subdivision shall require an employee to disclose his or her wages.
The failure of an employee to adhere to such reasonable limitations in such written policy shail
be an affirmative defense to any claims made against an employer under this subdivision,
provided that any adverse employment action taken by the employer was for failure to adhere
to such reasonable limitations and not for mere inquiry, discussion or disclosure of wages in
accordance with such reasonable limitations in such written policy.

(d) This prohibition shall not apply to instances in which an employee who has access to
the wage information of other employees as a part of such employee's essential job functions
discloses the wages of such other employees to individuals who do not otherwise have access
to such information, unless such disclosure is in response to a complaint or charge, or in
furtherance of an investigation, proceeding, hearing, or action under this chapter, including an
investigation conducted by the employer.

(e) Nothing in this section shall be construed to limit the rights of an employee provided
under any other provision of law or collective bargaining agreement.

LS 603 (08/20) Page2of 3



For questions, write or call your nearest office, (listed below), of the:
New York State Department of Labor

Division of Labor Standards

Albany District
State Office Campus
Bldg. 12, Rm. 185A
Albany, NY 12240
(518) 457-2730

Buffalo District

290 Main Street, Rm. 226
Buffalo, NY 14202

(716) 847-7141

Garden City District

400 Oak Street, Suite 101
Garden City, NY 11530
(516) 794-8195

LS 603 (08/20)

New York City District
75 Varick Street, 7th Floor
New York, NY 10013
(212) 775-3880

Rochester Sub-District
276 Waring Road, Rm. 104
Rochester, NY 14609
(585) 258-4550

Syracuse District
333 East Washington Street,
Rm. 121

Syracuse, NY 13202
(315) 428-4057

White Plains District
120 Bloomingdale Road
White Plains, NY 10605
(914) 997-9521
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NEW YORK CORRECTION LAW
ARTICLE 23-A

LICENSURE AND EMPLOYMENT OF PERSONS PREVIOUSLY
CONVICTED OF ONE OR MORE CRIMINAIL OFFENSES

Section 750, Definitions.
751. Applicability,

752. Unfair discorimination against persons previously convicted of one
or more criminal offenses prohibited.

753. PFactors to be considered concerning a previocus criminal
conviction; presumption.

784, Written statement upon denial of license or employment,

7558. Enforcement.

§750. Definitions. Tor the purposes of this article, the following
terms shall have the following meanings:

(1) "Public agency" means the state or any local subdivision
thereof, or any state or local department, agency, board or commission.

{2) "Private employer™ means any person, company, corporatien,
labor organization or association which employs ten or more persons.

{3) "Direct relationship" means that the nature of criminal
conduct for which the person was convicted has a direct bearing on
his fitness or ability to perform one or more of the duties or
responsibilities necessarily related to the license, opportunity, or
job in question.

{(4) "License"” means any certificate, license, permit or grant
of permission required by the laws of this state, its political
subdivisions or instrumentalities as a condition for the lawful
practice of any occupation, employment, trade, vocation, business, or
profession. Provided, however, that "license" shall not, for the
purposes of this article, include any license or permit to own,
possess, carry, or fire any explosive, pistel, handgun, rifle, shotgun,
or other firearm,

{5) "Employment" means any occupation, vocation or employment, or
any form of vocational or educational training. Provided, however, that
"employment” shall not, for the purposes of this article, include
membership in any law enforcement agency.



§751. Applicability. The provisions of this article shall apply to
any application by any person for a license or employment at any public
or private employer, who has previously been convicted of one or
more criminal offenses in this state or in any other jurisdiction, and
to any license or employment held by any person vwheose conviction of one
or more criminal coffenses in this state or in any other Jurisdiction
preceded such employment or granting of a license, except where a
mandatory forfeiture, disability or bar to employment is imposed by
law, and has not been removed by an executive pardon, certificate of
relief from disabilities or certificate of good conduct. Nothing in
this article shall be construed to affect any right an employer may
have with respect to an intentional misrepresentation in connection
with an application for employment made by a prospective employee or
previcusly made by a current employee.



§752. Unfair discrimination against persons previcusly convicted of
one or more ¢riminal offenses prohibited. No application for any
license or employment, and no employment or license held by an
individual, to which the provisions of this article are applicable,
shall be denied or acted upon adversely by reason of the
individual's having been previously convicted of one or more criminal
offenses, or by reason of a finding of lack of Ygood moral character"
when such finding is based upon the fact that the individual has
previously been convicted of one or more criminal offenses, unless:

(1) There is a direct relationship between one or more of the
previcus criminal offenses and the specific license or employment
sought or held by the individual; or

(2} the issuance or continuation of the license or the granting or
continuation of the employment would invelve an unreasonable risk to
property or to the safety or welfare of specific individuals or the
general public.



§753. Factors to be considered concerning a previous criminal
conviction; presumption. 1. In making a determinaticn pursuant to
section seven hundred fifty-two of this chapter, the pubklic agency or
private employer shall consider the following factors:

{a) The public policy of this state, as expressed in this act, to
encourage the licensure and employment of persons previcusly convicted
of one or more criminal cffenses.

(o) The specific duties and responsibilities necessarily related to
the license or employment sought or held by the person.

(¢} The bearing, if any, the criminal offense or offenses for which
the person was previously convicted will have on his fitness or ability
to perform cne or more such duties or responsibilities.

(d} The time which has elapsed since the occurrence of the criminal
offense or coffenses.

(e} The age of the person at the time of occurrence of the criminal
offense or offenses.

(f} The seriousness of the offense or cffenses,

(g) Any information produced by the person, or produced on his
behalf, in regard to his rehabilitation and good conduct.

{h}) The legitimate interest of the public agency or private
employer in protecting property, and the safety and welfare of specific
individuals or the general public.

2. In making a determination pursuant to section seven hundred
fifty-two of this chapter, the public agency or private employer shall
also give consideration to a certificate of relief from disabilities or
a certificate of good conduct issued to the applicant, which
certificate shall create a presumption of rehabkilitation in regard to
the offense or offenses specified therein.

§754. Written statement upon denial of license or employment. At the
request of any person previously convicted of one cr more criminal
affenses who has been denied a license or employment, a public agency
or private employer shall provide, within thirty days of a request, a
written statement setting forth the reasons for such denial.

§755. Enforcement. 1. In relation to actions by public agencies, the
provisions of this articlie shall be enforceable by a proceeding brought
pursuant to article seventy-eight of the civil practice law and rules.

2. In relation to actions by private employers, the provisions of
this article shall be enforceable by the division of human rights
pursuant. to the powers and procedures set forth in article fifteen of
the executive law, and, concurrently, by the New York city commission
on human rights.
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Guidelines Regarding the Rights of Nursing Mothers to Express Breast Milk in the Work Place

Section 206-c of the New York State Labor Law provides as follows:

Right of Nursing Mothers to Express Breast Milk.

An employer shall provide reasonable unpaid break time or permit an
employee to use paid break time or meal time each day to allow an
employee to express breast milk for her nursing child for up to three years
following child birth. The employer shall make reasonable efforts to provide
a room or other location, in close proximity to the work area, where an
employee can express miik in privacy. No employer shall discriminate in
any way agalnst an employee who chooses to express breast milk in the
workplace.

This faw is applicable to all public and private employers in New York State, regardiess of the size or
nature of their business. In administering this statute, the Department applies the following interpretations and
guidelines:

{. Notice

A. Employers shall provide written notification of the provisions of Labor Law §206-¢ to employees
who are returning to work, following the birth of a child, and their right to take unpaid leave for the purpose
of expressing breast milk. Such notice may either be provided individually to affected employees or to all
employees generally through publication of such notice in the employee handbook or posting of the notice
in a central location.

B. An employee wishing to avail herself of this benefit is required to give her employer advance
notice. Such notice shall preferably be provided to the employer prior to the employee’s return to work
following the birth of the child in order to allow the employer an opportunity to establish a focation and
schedule leave time amongst multiple employees if needed.

li, Reasonable Unpaid Break Time

A. Reasonable unpaid break time is sufficient time to allow the employee to express breast
milk. Each break shall generally be no less than twenty minutes. f the room or other location is not in close
proximity to the employee's work station (e.g. as in a shared work location with a common lactation
room) each break shall generally be no less than thirty minutes. Employees can elect to take shorter
unpaid breaks for this purpose.

LS 702 (05/19)



B. The number of unpaid breaks an employee will need to take for expression purposes varies
depending on the amount of time the employee is separated from the nursing infant and the mother’s
physical needs. In most circumstances, employers shall provide unpaid break time at least once every
three hours if requested by the employee.

C. Upon election of the employee, unpaid break time may run concurrently with regularly
scheduled paid break or meal periods.

D. Upon election of the employee, an employer shall allow the employee to work before or
after her normal shift to make up the amount of time used during the unpaid break time(s) for the
expression of breast milk so long as such additional time requested falls within the employer’s normal
work hours.

E. This benefit is available to the employee during their basic work week and any overtime or
additional hours worked.

F. An employee may be required to postpone scheduled unpaid break time for no more than
thirty minutes if she cannot be spared from her duties until appropriate coverage arrives.

lll. Reasonable Efforts and Privacy

A. All employers are required to make reasonable efforts to provide a private room or other
location for the purpose of expression of breast milk. “Reasonable effort” requires that the room or
other location must be provided for use of employees expressing breast milk so long as it is neither
significanfly impracticable, inconvenient, or expensive to the employer fo do so. Relevant factors in
determining significant impracticality, Inconvenience, or expense include but are not limited to:

The nature of work performed at the business;
The overall size and physical layout of the business;
The type of facility where the business is housed,
The size and composition of the employer's workforce;
The business’ general hours of operation and the employees'’
normal work shifts;
6. The relative cost of providing a room or other space for the dedicated purpose.

aRhwh -

B. The room or location provided by the employer for this purpose cannot be a restroom or
toilet stail.

C. An employer may dedicate one room or other location for the expression of breast milk and
establish a schedule to accommodate the needs of multiple employees needing access thereto.

D. An employer who is unable to provide a dedicated lactation room or other location under
these guidelines, may allow the use of a vacant office or other available room on a temporary basis for
the expression of breast milk, provided the room is not accessible to the public or other employees
while the nursing employee is using the room for expression purposes.

" E. As a last resort, an employer who is unable to provide a dedicated lactation room or other
location under these guidelines may make available a cubicle for use by individuals expressing breast
milk, provided the cubicle is fully enclosed with a partition and is not otherwise accessible to the public
or other employees while it s in use for expression purposes. The cubicle walls shall be at least seven
feet tall to insure the nursing employee’s privacy.

F. Each rocom or other location used for the expression of breast milk under these guidelines
shall be well it at all times through either natural or artificial light. if the room has a window, it shall be
covered with a curtain, blind, or other covering to ensure privacy for the mother as she is expressing



(d} the compensation for lost wages, benefits and other remuneration;

{e) the payment by the employer of reasonable costs, disbursements, and attorney’s fees;

(f) a civit penalty of an amount not to exceed ten thousand dollars; and/or

(g) the payment by the employer of punitive damages, if the violation was willful, malicious or wanton.

8. Employer relief. A court, in its discretion, may also order that reasonable atiorneys’ fees and court costs and
disbursements be awarded o an employer if the court determines that an action brought by an employee
under this section was without basis in law or in fact.

7. Existing rights. Nothing in this section shall be deemed to diminish the rights, privileges, or remedies of any

employee under any other law or regulation or under any coliective bargaining agreement or employment
cantract,

8. Publication. Every employer shall inform employees of their protections, rights and obligations under this
section, by posting a notice thereof. Such notices shall be posted conspicuously in easily accessible and
well-lighted places customarily frequented by employees and appiicants for employment.

To Be Posted Conspicuously in easily accessible and well-lighted places
LS 740 (02/22) customarily frequented by employees and applicants for employment. Page 3 of 3
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Department
of Labor

Notice of Employee Rights, Protections, and Obligations
Under Labor Law Section 740

Prohibited Retaliatory Personnel Action by Employers
Effective January 26, 2022

§ 740. Retaliatory action by employers; prohibition.
1. Definitions. For purposes of this section, unless the context specifically indicates otherwise:

{a) “Employee” means an individual who performs services for and under the control and direction of an
employer for wages or other remuneration, including former employees, or natural persons employed
as independent contractors to carry out work in furtherance of an employer's business enterprise who
are not themselves employers.

(b) “Employer” means any person, firm, partnership, Institution, corporation, or association that employs one
or more employees.

(c) “Law, rule or regulation” includes: (i} any duly enacted federal, state or local statute or ordinance or
executive order; (il) any rule or regulation promulgated pursuant to such statute or ordinance or executive
order; or (lil) any judictal or administrative decision, ruling or order.

(d) "Public body” inciudes the following:

() the United States Congress, any state legislature, or any elected local governmental body, or any
member or employee thereof;

(i) any federal, state, or local court, or any member or employee thereof, or any grand or petit jury;

(i) any federal, state, or local regulatory, administrative, or public agency or authority, or instrumentality
thereof;

{iv) any federal, state, or local law enforcement agency, prosecutorial office, or police or peace officer;
(v) any federal, state or local department of an executive branch of government; or '

(vi) any division, board, bureau, office, committee, or commission of any of the public bodies described in
subparagraphs (i) through (v) of this paragraph.

(e) “Retaliatory action” means an adverse action taken by an employer or his or her agent to discharge,
threaten, penalize, or in any other manner discriminate against any employee or former employee
exercising his or her rights under this section, including (i) adverse employment actions or threats to
take such adverse employment actions against an employee in the terms of conditions of employment
including but not limited to discharge, suspension, or demotion; (ii) actions or threats to take such actions
that would adversely impact a former employee’s current or future employment; or (iii) threatening to
contact or contacting United States immigration authorities or otherwise reporting or threatening to report
an employee's suspected citizenship or immigration status or the suspected citizenship or immigration
status of an employee’s family or household member, as defined in subdivision two of section four
hundred fifty-nine-a of the social services law, to a federal, state, or local agency.

To Be Posted Conspicuously in easily accessible and well-lighted places
LS 740 (02/22) customarily frequented by emiployees and applicants for employment, Page 1 of 3



(f) "Supervisor’ means any individual within an employer's organization who has the authority to direct
and control the work performance of the affected employee; or who has managerial autharity to take
corrective action regarding the violation of the law, rule or regulation of which the employee complains.

2. Prohibitions. An employer shall not take any retaliatory action against an employee, whether or not within the
scope of the employee’s job duties, because such employee does any of the following:

(a) discloses, or threatens to disclose lo a supervisor or to a public hody an activity, policy or practice of
the employer that the employee reasonably believes is in violation of law, rule or regulation or that the
employee reasonably believes poses a substantial and specific danger to the public health or safety;

(b) provides information fo, or testifies before, any public body conducting an investigation, hearing or ingquiry
into any such activity, policy or practice by such employer; or

(c) objects to, ar refuses to participate in any such activity, policy or practice.

3. Application. The protection against retaliatory action provided by paragraph (a) of subdivision two of this
section pertaining to disclosure to a public body shall not apply to an employee who makes such disclosure
to a public body unless the employee has made a good faith effort to notify his or her employer by bringing
the activity, policy or practice to the attention of a supervisor of the employer and has afforded such employer
a reasonable opportunity to correct such activity, poficy or practice. Such employer notification shall not be
required where:

(a) there is an imminent and serious danger to the public health or safety;

{b) the employee reasonably believes that reporting to the supervisor would result in a destruction of
evidence or other concealment of the activity, policy or practice;

{c) such activity, policy or practice could reasonably be expected to lead to endangering the welfare of a
minor;
(d) the employee reasonably believes that reporting to the supervisor would result in physical harm to the
‘ employee or any other parson, or

(e) the employee reasonably believes that the supervisor is already aware of the activity, policy or practice
and will not correct such activity, policy or practice.

4. Violation; remedy.

(a) Anemployee who has been the subject of a retaliatory action in violation of this section may institute a
civil action in a court of competent jurisdiction for relief as set forth in subdivision five of this section within
two years after the alleged retaliatory action was taken.

(b) Any action authorized by this section may be brought in the county in which the alleged retaliatory action
oceurred, in the county in which the complainant resides, or in the county in which the employer has its
principal place of business. In any such action, the parties shall be entitled to a jury trial.

(c) !t shall be a defense to any action brought pursuant to this section that the retaliatory action was
predicated upon grounds other than the employee's exercise of any rights protected by this section.

5. Relief. In any action brought pursuant to subdivision four of this section, the court may order relief as follows:
(a) an injunction to restrain continued violation of this section;

(b) the reinstatement of the employee to the same position held before the retaliatory action, or o an
equivalent position, or front pay in lieu thereof;

(c) the reinstatement of full fringe benefits and seniority rights;

To Be Posted Conspicuously in easily accessible and well-lighted places
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breast milk. The room shall contain, at a minimum, a chair and small table, desk, counter, or other flat
surface. In addition, employers are encouraged to provide an outlet, clean water supply, and access
to refrigeration for the purposes of storing the expressed milk. ,

G. An employer is not responsible for insuring the safekeeping of expressed milk stored in any
refrigerator on its premises. The employee is required to store all expressed milk in closed containers,
regardless of the method of storage and to bring such milk home with her each evening.

H. The employer must maintain the cleanliness of the room or location set aside for the use of
employees expressing breast milk at work.

I. An employer may not deny an employee this benefit due to difficulty in finding a location for
purposes of the same.

J. For the purposes of this provision; “Private” shall mean that the room or other location shall
not be open to other individuals frequenting the business, whether as employees, customers, or other
members of the public. To insure privacy, the room or location should have a door equipped with a
functional lock. if a door with a functional lock is not available (in the case of a fully enclosed cubicle)
as a last resort an employer must utilize a sign advising the room or location is in use and not accessible
to other employees or the public. ‘

V. Close Proximity

A. Any room or location provided for the expression of breast milk must be in close proximity to
the work area of the employee(s) using it for the expression of breast milk.

B. Close proximity means the room or location must be in walking distance and the distance to
the location should not appreciably lengthen the break time.

C. Should an employer have more than one employee at a time needing access to a lactation
room or other location, the employer may dedicate a centralized location for use by all such employees,
provided however, that the employer shall make every effort fo locate such space at a reasonable
distance from the employees using it.

D. Employers located in shared work areas such as office buildings, malls, and similar premises
may cooperate with one another to establish and maintain a dedicated lactation room, provided however,
that such rooms must be located at a reasonable distance from the employees using the room. Each
employer utilizing such common dedicated lactation room will retain individual responsibility for
ensuring that it meets all the requirements of these guidelines with regard to their employees. Use of
a common dedicated lactation room pursuant to this paragraph will not reduce, mitigate, or otherwise
affect the employer’s obligations under these guidelines.

V. Non-Discrimination

No employer shall discriminate in any way against an employee who chooses to express breast
milk in the workplace. Encouraging or allowing a work environment that is hostile to the right of
nursing mothers to take leave for the purpose of expressing breast milk could constitute discrimination
within the meaning of this section of the guidelines.

VI. Suggested Employer Activities
A. In addition to the activities set forth in the guidelines above, an employer may consider

implementing one or more of the following activities in connection with the needs of employees who
are breast feeding children:




Providing educational information in the lactation room or area regarding the benefits of
breastfeeding and tips on expressing and storing breast milk including posters,
newsletters, books, and referral information to health education programs abotit
breastfeeding.

Allowing flexible work hours, job sharing, and/or part-time scheduling to accommodate
employees with children of nursing age.

Providing an easily accessible sink to wash tubing used for pumping breast milk.
Allowing mothers of nursing children attending on-site day care fo take breaks to breast
feed in lieu of pumping. ‘

Providing a listing of lactation consultants whom breastfeeding mothers could contact
for assistance. _

Including protection for pregnant and breastfeeding mothers in the company's

sexual harassment policy.

Designation of a breastfeeding coordinator to allow consistent and

coordinated implementation of this benefit in the workplace.

B. Not all questions can be anticipated; therefore these guidelines may not cover all situations
that may arise. For additional assistance or information please contact the Division of Labor Standards

office nearest you.

Albany District
State Office Campus
Bldg. 12 Room 185A
Albany, NY 12240
(518) 457-2730

Buffalo District
65 Court Street
Room 202
Buffalo, NY 14202
{718) 847-7141

Binghamton New York City District Garden City District
Sub-District 75 Varick Street 400 Oak Street
44 Hawley Strest 7th Ficor Suite 101
Binghamton, NY 13901 New York, NY 16013 Garden City, NY 11530
{(607) 721-8014 (212) 775-3880 {516) 794-8195
Rochester Syracuse District White Plains District
Sub-District 333 East Washington Street 120 Bloomingdale Road
276 Waring Road Room 121 White Plains, NY 10605
Room 104 Syracuse, NY 13202 (914) 997-9521
Rochester, NY 146098 (315) 428-4057
(585) 258-4550

DOL WEBSITE HOMEPAGE

htip://www.labor.ny.gov




EMPLUOYEE RIGHIS

UNDER THE FAIR LABOR STANDARDS ACT

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

OVERTIME PAY
CHILD LABOR

TIP CREDIT

NURSING
MOTHERS

ENFORCEMENT

ADDITIONAL
INFORMATION

At least 1% times the regular rate of pay for all hours worked over 40 in a workwaeek,

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-manufaciuring, non-mining, non-hazardous jobs with
certaln work hours resirictions. Different rules apply in agricultural employment.

Employers of “tipped employees” who mest certain conditions may claim a partial wage credit
based on tips received by the!lr employees. Employers must pay tipped empioyees a cash wage
of at Ieast $2.13 per hour ¥ they clalm a tlp credit agalnst 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.

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

who Is subject to the FLSA's overtime requirements in order for the employee 10 express breast r——
milk for her nursing child for ane year after the child's birth each time such employee has a need \

to express breast milk, Employers are also requlred to provide a place, other than a bathyoom,

that is shielded from view and free from intrusion from coworkers and the public, which may be n-s
used by the smployee to express breast milk.

The Department has authority to recover back wages and an equal amount in guidated damages

in Instances of minimum wage, overtime, and other violations, The Bepartment 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 overiime pay provisions of the law.,
Glvil money penaltles may also be assessed for violations of the FLSA's child labor provisions.

Heightened civli money penaltles may be assessed for each child labor violation that results in
the death or serious infury 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.

» Ceriain cccupations and establishments are exempt from the minimum wage, and/or overtime
pay provisions,

¢ Speclal provisions apply to workers in American Samoa, the Commonwealth of the Northern
Mariana Islands, and the Commonweaith of Puerto Rico.

+ Some state taws provide greater employee protections; employers must comply with both,

* Some employers incorrectly classify workers as “independent contractors” when they are
actually employees undar the FLSA, Itis Important to know the difference between the two
because employees {unless exempt) are entitiad to the FLSA’s minimum wage and overtime
pay protections and correctly classifled independent contractors are not,

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




Occupational Safety
U8, Depeniment of Laber  and Health Administration

All workers have the right to:
= A safe workplace.

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

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

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

= Participate {or have your representative
participate) in an OSHA inspection and
speak in private to the inspector.

a File a complaint with OSHA within
30 days (by phone, online or by mail)
if you have been retaliated against for
using your rights.

+ See any OSHA citations issued to
your employer.

v Request copies of your medical
records, tests that measure hazards
in the workplace, and the workplace
injury and iliness log.

This poster is available free from OSHA.

Contact OSHA. We can help.

Employers must:

Provide employees a workplace free from
recognized hazards. It is illegal to retaliate
against an empioyee 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 iliness.

Comply with all applicable OSHA standards.

s Notify OSHA within 8 hours of a

o

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

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

Prominently display this poster in the
workplace.

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

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

programs in every state.




EMPLOYEE RIGHTS

UNDER THE FAMILY AND MEDICAL LEAVE ACT

THE UNITED STATES DEPARTMENT OF LABOR V\/AGE AND HOUR DIVISION

LEAVE
ENTITLEMENTS

BENEFITS &
PROTECTIONS

ELIGIBILITY
'REQUIREMENTS

REQUESTING
LEAVE

EMPLOYER
RESPONSIBILITIES

ENFORCEMENT

Eligibfe employees who work for a covered smplayer oan take up to 12 weeks of unpaid, job-protected leave In a 12-month petlod
for the following reasons:

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

Tao bond with a child (leave must be talten within one year of ihe child's birth or placement);

To cate for the amployes's spousse, ohild, or parent who has a qualifying serfous hsalth canditlon;

For the employee's own quallfyling serious health cendition that makes the employee unable to perform the employee's job;

For qualifylng exligencles related to tire foreign deployiment of a military member whe Is the employes’s spouse,
child, ot parent.

-« * o & &

An sligible employes 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 perlod to care for the servicemember with a serious injury or iliness,

An employse doas not need to use keave Ih onte biock, When [t is medically necessary or otherwise permitts d, emplovess
may take leave Intermittently or on a reduced schaduls.

Employess may chioose, or an employer may require, use of accrued paid leave whila taking FMEA leave, If an empioyse
substitutes accrued pald leave for FMLA leave, the employas must comply with the empleyer's normal paid leave policies.

Whila employess are on FMLA leave, smployers must continue health Insurance coverage as If the employses wers not on leave.

Upon return from FMLA leave, most amployess must be rastored to the same Job or one nearly identloal to it with
equivatent pay, benefits, and other employment terms and conditlans.

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

An emiployee who warls for a covered employer must meet threa critetia In order to be eligible for FMLA feave. The smployes must:

s Have worked for the employer for at least 12 months;
s Have at least 1,250 hours of service In the 12 months hefore taking leave;* and
+  Work at a locatlon where the employer has at feast 50 emplovess within 75 mites of the emplayea’s worksite,

*Spacial “hours of service” requirements apply o altfine fiight crew ermployees.

Generatty, employees must give 30-days’ advance notice of the need for FMLA leave. IFitis not posstble to Bive 30-days’ notice,
an amployes must notify the employer as soon as possible and, generally, follow the employer's usual procedures,

Empioyees do not have to share a medieal diagnosis, but must provide enough information to the employer so it can determine
if the leave qualifies for FMLA protection. Sufficient Information could include lnforming an employer that the employee Is or
wili be unable to perform his or her job functions, that a family member cannet perform dally activities, or that hospltallmtion of
continuing medical treatment is necessary. Employees must taform the smployer if the need for leave is for & reasen forwhich
FIMLA leave was previously talten or certified.

Employers can vequlre a certification or periodic recertification supporting the nesd for leave. If tha employer detarmines that the
certification is incomplets, it must provide a wiitten notice indicating what additional Information is required. ’

Once an amployer becomes aware that an employes's naed for laava is for a reason that may qualify under the FMLA, the
employar must notify the smployee if he or she [s eligible for FMLA leave and, if eligible, must also provide a notice of rights and
responsibliities under the FMLA. If the empioyes Is not eligible, the employer must provide a reason for ineligibility.

Employers must notify its employees if leave will be designatad as FMLAleave, and If so, how much [eave wili be designated as
FMLA leave.

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

The FMLA does niot affect any federal or state law prohibiting discrfmination or superseds any state or [ocal law or collective
bargalning agreement that provides greater family or madical feave rights.

For additional information or to file a complaint:

1-866-4-USWAGE

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

U.S. Department of Labor | Wags and Hour Division WAGE AND HOUR DIVISION

WL ATS. DRV AAHR



“EEQO is the Law” Poster Supplement

Employers Holding Federal Contracts or Subcontracts Section Revisions

The Executive Ovder 11246 section is vevised as follows:
RACE, COLOR, RELIGION, SEX, SEXUAL ORIENTATION, GENDER IDENTITY, NATIONAL ORIGIN

Executive Order 11246, as amended, prohibits employment discrimination based on race, color, religton,
sex, sexual orientation, gender identity, or national origin, and requires affirmative action to ensure equality

of opportunity in all aspects of employment.

PAY SECRECY

Executive Order 11246, as amended, protects applicants and employees from discrimination based on inquiring

about, disclosing, or discussing their compensation or the compensation of other applicants or employecs.

The Individuals with Disabilities section is revised as follows:
INDIVIDUALS WITH DISABILITIES

Section 503 of the Rehabilitation Act of 1973, as amended, protects qualified individuals with disabilities
from discrimination 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 to the employer. Section 503 also requires that Federal
contractors take affirmative action to employ and advance in employment qualified individuals with

disabilities at all levels of employment, including the executive level.

The Vietnam Era, Special Disabled Veterans section is revised as follows:
PROTECTED VETERANS

The Vietnam Era Veterans’ Readjustiment Assistance Act of 1974, as amended, 38 U.S.C. 4212, prohibits
employment discrimination against, and requires affirmative action to recruit, employ, and advance in
employment, disabled veterans, recently separated veterans (i.e., within thxee years of discharge or release

from active duty), active duty wartime or campaign badge veterans, or Armed Forces service medal veterans.

Mandatory Supplement to EEOC P/E-1(Revised 11/09) “EEO is the Law” Poster.

If you believe that you have experienced discrimination contact OFCCP: 1-800-397-6251 § TTY 1-877-889-5627 | wwiy dolrov.



-EMPLOYEE RIGHTS

EMPLOYEE POLYGRAPH PROTECTION ACT

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

EXEMPTIONS 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 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 prospactive
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, embezziement, etc.) that resulted in
economic joss to the employer.

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

EXAMINEE Where polygraph tests are permitted, they are subject to numerous strict

RIGHTS 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 disciosed to unauthorized persons.

ENFORCEMENT The Secretary of Labor may bring court actions to restrain viclations 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 1T,




REEMPLOYMENT RIGHTS HEALTH INSURANCE PROTEGTION

You have the right to be reemployed in your civiien job if you leave that ¥ you leave your job to perform mititary service, you have the right
job ta perform service in the uniformed service and: ta elect to continue your existing employer-based health pian
) ) coverage foryou and your dependents for up to 24 months while in

¥ you ensure that your employer receives advarice writter or verbal the military.

natice of your service;
¢ you have five years or less of cumulative service in the uniformed % Evenif you don't elect to centinue coverage during your mifitary

services while with that particular employer; service, you have the right to be reinstated in your employer's
fr  you raturn to work or apply far reemployment in a timely manner health plan when you are reemgioyed, generally without any waiting

after conclusion of service; and pericds or exclusions (e.g., pre-existing condition exclusions] except
¥¢  you have not baen separated from service with a disqualifying for service-connected linesses or injuries.

discharge or under other than haonorable conditions.

ENFORGEMENT

If you are eligible to be reamployed, you must be restored to the job
and benefits you would have attained if you had not been absent dueto ¥ The LS. Department of Labor, Veterans Empleyment and Training
miitary service or, in some gases, a comparabie jab. Service [VETS) is authorized to investigate and resalve complaints

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

If you: USERRA, contact VETS at 1-866-4-USA-DOL or visit its website at
% are a past or present member of the uniformed service, hitp:/fwww.dol.govivets. Aninteractive online USERRA Advisor can
¥r have apgliad for membership in the unifarmed service; or he viewad at htp://www.dol.gov/elaws/userra.htm.

¥ are obligated to serve in the uniformed service,
¥ Ifyou file a complaint with VETS and VETS is unable to rasalva i,

1 empoyer m au:
then an employer may not deny y you may requess that your case be referred to the Department

17 initial employment; of Justice or the Office of Special Counsel, as applicable, far

% reemployment, representation.

¥r retention in employment;

fr  promation; or % You may also bypass the VETS pracess and bring a civil action
v any benefit of employment against an employer for viclations of USERRA.

hecause of this status.

In addition, an ernployer may not retaliale against anyone assisting in
the enforcement of USERRA rights, including testifying or making a
statement in cannectan with & proceeding under USERRA, even f Lhat
parscn has no service connaction.

For assistance in fling & complaint, or for any other information on

The rights listed here may vary depending on the circumstances. The text of this notice was prepared by VETS, and may be viewed an the internat al this
address: hitp//www.del.qov/vels/programs/userra/posteritm. Faderal law requires employers Lo notiy employees of their rights under USFRRA, and employers
may meet this requiremant by displaying the text of this notice where they customariy place notices for employees.

E !'{’\d!)fﬁ.ﬂ)!'
WaPY TR EETFALE

S Depas’tment of Labor U.S. Department of Justice Office of Special Cotinsel 1-800-336-4590

1-866-487-2365 Pribliestion Date — Aped 201/




