Equal Employment Opportunity 1s

THELAW

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

Applicants to and employees of most private employers, state and local governments, educational insfitutions,
employment agencies and lahor organizations are protected under Federal law from discrimination on the following bases:

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN GENETICS

Title VII of the Civil Rights Act of 1964, as amended, protects applicants and Title I of the Genetic Information Nondiscrimination Act of 2008 protects applicants
employees from discrimination in hiring, promotion, discharge, pay, fringe benefits, and employees from discrimination based on genetic information in hiring,

job training, classification, referral, and other aspects of employment, on the basis  promotion, discharge, pay, fringe benefits, job training, classification, referral, and
of race, color, religion, sex (including pregnancy), or national origin. Religious  other aspects of employment, GINA also restricts employers” acquisition of genetic
discrimination includes failing to reasonably accommodate an employee’s religious — information and strictly limits disclosure of genefic information. Genetic information

practices where the accommodation does not impose undue hardship. includes information ahout genetic tests of applicants, employees, or their family
members; the manifestation of diseases or disorders in family members (family
DISABILITY medical history); and requests for or receipt of genetic services by applicants,

Title I and Title V of the Americans with Disahilities Act of 1990, as amended, protect ~ employees, or their family members,

qualified individuals from discrimination on the basis of disahlity in hiring, promotion,

discharge, pay, fringe benefits, job training, classification, referral, and other RETALIATION

aspects of employment, Disability discrimination includes not making reasonable Al of these Federal laws prohibit covered enfities from refaliating against a
accommodation to the known physical or mental limitations of an otherwise qualified person who files a charge of discrimination, participates in a discrimination
individual with a disability who is an applicant or employee, barring undue hardship.  proceeding, or otherwise opposes an unlawful employment practice.

AGE WHAT T0 DO IF YOU BELIEVE DISCRIMINATION HAS OCCURRED

The Age Discrimination in Employment Act of 1967, as amended, protects There are strict time limits for filing charges of employment discrimination. To
applicants and employees 40 years of age or older from discrimination based on  preserve the ability of EEOC to act on your behalf and to protect your right to file a
age in hiring, promotion, discharge, pay, fringe benefits, job training, classification, private lawsuit, should you ultimately need to, you should contact EEOC promptly

referral, and other aspects of employment. when discrimination is suspected:
The U.S. Equal Employment Opportunity Commission (EE0C), 1-800-669-4000
SEX (WAGES) (tollfree) or 1-800-669-6820 (tollfree TTY number for individuals with hearing

In addition to sex discrimination prohibited by Title VII of the Civil Rights Act, as ~ impairments). EEOC field office information is available at www.eeoc.gov or
amended, the Equal Pay Act of 1963, as amended, prohibits sex discriminationin  in most telephone directories in the U.S. Government or Federal Government
the payment of wages to women and men performing substantially equal work,  section. Additional information about EEOC, including information about charge
in jobs that require equal skill, effort, and responsibility, under similar working ~~ filing, is availahle at www.eeoc.gov.

conditions, in the same establishment.



YOUR RIGHTS UNDER USERRA

THE UNIFORMED SERVICES EMPLOYMENT
AND REEMPLOYMENT RIGHTS ACT

USERRA protects the job rights of individuals who voluntarily or involuntarily leave employment positions to undertake
military service or certain types of service in the National Disaster Medical System. USERRA also prohibits employers from
discriminating against past and present members of the uniformed services, and applicants to the uniformed services.

REEMPLOYMENT RIGHTS

HEALTH INSURANCE PROTECTION

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

Y you ensure that your employer receives advance written or verbal
notice of your service;

¥ you have five years or less of cumulative service in the uniformed
services while with that particular employer;

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

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

If you are eligible to be reemployed, you must be restored to the job
and benefits you would have attained if you had not been absent due to
military service or, in some cases, a comparable job.

RIGHT TO BE FREE FROM DISCRIMINATION AND RETALIATION

If you:

% are a past or present member of the uniformed service;
st have applied for membership in the uniformed service; or
sr are obligated to serve in the uniformed service;

then an employer may not deny you:

%

initial employment;
reemployment;

retention in employment;
promation; or

any benefit of employment

% %

because of this status.

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

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

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

ENFORCEMENT

-
e

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

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

%

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

=

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

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

T o P O
% Y
> = =
Sy

U.S. Department of Labor
1-866-487-2365

U.S. Department of Justice

gAY,
o) Lo

E=ESGR

M A 4
Y g oF + EWNLINA BIICCRT IF
+ THE GILIPY €HE REARRYE

1-800-336-4590
Publication Date — April 2017

Office of Special Counsel




Job Safety and Health

Occupational Safety

US. Department of Labor and Health Administration

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

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

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

= 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.

= 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.

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

This poster is available free from OSHA.

Contact 0SHA. We can help.

IT'S THE LAW!

Employers must:

Provide employees a workplace free from
recognized hazards. It is illegal to retaliate
against an employee for using any of their
rights under the law, including raising a
health and safety concern with you or
with OSHA, or reporting a work-related
injury or iliness.

Comply with all applicable OSHA standards.

Notify OSHA within 8 hours of a
workplace fatality or within 24 hours of
any work-related inpatient hospitalization,
amputation, or loss of an eye.

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

Prominently display this poster in the
workplace.

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

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

programs in every state.

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




£HEPS)\ State of lllinois
W= N/ llinois Department of Public Health

NO SMOKING

Indoors or Within 15 Feet of Entrance

To file a complaint:

S piUBLic www.smoke-free.illinois.gov

HEALTH 866-973-4646

Smoke-Free lllinois Act 95-0017 TTY 800-547-0466 (hearing impaired use only)
-

10Cl 12-55



EMPLOYEE RIGHTS

EMPLOYEE POLYGRAPH PROTECTION ACT

The Employee Polygraph Protection Act
prohibits most private employers from using

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

PROHIBITIONS

EXEMPTIONS

EXAMINEE
RIGHTS

ENFORCEMENT

Employers are generally prohibited from requiring or requesting

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

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

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

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

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

Where polygraph tests are permitted, they are subject to numerous strict
standards concerning the conduct and length of the test. Examinees
have a number of specific rights, including the right to a written notice
before testing, the right to refuse or discontinue a test, and the right not
to have test results disclosed to unauthorized persons.

The Secretary of Labor may bring court actions to restrain violations and
assess civil penalties against violators. Employees or job applicants may
also bring their own court actions.

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

e

1-866-487-9243
TTY: 1-877-889-5627
www.dol.gov/whd E

WAGE AND HOUR DIVISION
UNITED STATES DEPARTMENT OF LABOR

WH1462 REV 07/16



A State of lllinois
% llinois Department of Public Health

Emergency Care for

CHOKING

CONSCIOUS VICTIM

If victim CAN breathe, If victim CANNOT breathe,
cough or make sounds, cough or make sounds,
DO NOT INTERFERE. ask if you can help.

Give quick upward
thrusts above the
belly button and
below the ribs until
object is forced out,
victim can breathe
again, or victim
becomes unconscious

— JNCONSCIOUS VICTIM

Send someone to call 911 and get the Automated External Defibrillator (AED).
IF YOU ARE ALONE, perform 5 sets of 30 compressions and 2 breaths before
leaving to call 911. Follow these steps.

Give 30 compressions pushing Open the airway and check With the airway open,

down AT LEAST 2 inches on the the mouth for objects. attempt to give TWO breaths.
center of the chest Place one hand Remove the obstructing If unsuccessful, return to
on top of the other. Push hard. object only if you see it. compressions.

Repeat steps 1, 2 and 3 until victim starts breathing or until emergency medical help arrives.

Illinois Department of Public Health + Have someone call for an ambulance, rescue squad or EMS.
Emergency Medical Systems and Highway Safety * DO NOT PRACTICE ON PEOPLE. Abdominal thrusts may cause injury.
422 S. 5th St., Third Floor + Use back blows and chest thrust on infants. Use chest thrust on pregnant women

and obese victims.
* For children 1 to 8 years of age, compress at the depth of approximately 2 inches.
Standards for CPR and ECC are consistent with * Learn to perform emergency care for choking and cardiopulmonary resuscitation (CPR).

American Heart Association recommendations. « For CPR tra g info tion, call your & PRSBTR, SR
I0Cl 14-210 4@Cp American Red Cross chapter.

Springfield, IL 62701 < 217-785-2080




lllinois Department of Employment Security

NOTICE

to workers about
Unemployment
Insurance Benefits

THE POSTING OF THIS NOTICE IS REQUIRED BY THE ILLINOIS UNEMPLOYMENT INSURANCE ACT.

F FILING A CLAIM

The lllinois Unemployment Insurance Act provides for the payment of benefits
to eligible unemployed workers and for the collection of employer
contributions from liable employers. It is designed to provide living expenses
while new employment is sought. Claims should be filed as soon as possible
after separation from employment. Claims can be filed online at
www.ides.illinois.gov or at the nearest lllinois Department of
Employment Security office fo the worker’s home. To be eligible for benefits,
an unemployed individual must be available for work, able to work and
actively seeking work and, in addition, must not be disqualified under any
provisions of the lllinois Unemployment Insurance Act.

Each employer shall deliver the pamphlet “What Every Worker Should Know
About Unemployment Insurance” to each worker separated from employment
for an expected duration of seven or more days. The pamphlet shall be
delivered to the worker at the time of separation or, if delivery is
impracticable, mailed within five days after the date of the separation to the
worker's last known address. Pamphlets shall be supplied by the lllinois
Department of Employment Security to each employer without cost.

A claimant may also be entitled to receive, in addition to the weekly benefit
amount, an allowance for a non-working spouse or a dependent child or
children. The allowance is a percentage of the average weekly wage of the
claimant in his or her base period. The weekly benefit amount plus any
allowance for a dependent make up the tofal amount payable.

If, during a calendar week an employee does not work fullime because of
lack of work, he or she may be eligible for partial benefits if the wages
earned in such calendar week are less than his or her weekly benefit amount.
For any such week, employers should provide employees with a statement of
“low earnings” which should be taken to their lllinois Department of
Employment Security office.

NOTE: lllinois unemployment insurance benefits are paid from a trust fund to which
only employers contribute. No deductions may be made from the wages of workers for
this purpose.

Unemployment insurance information is available from any lllinois Department of
Employment Security office. To locate the office nearest you, call 1-800-244-5631 or
access the locations though our website at wwwides.illinois.gov.

F BENEFITS S

Every claimant who files a new claim for unemployment insurance benefits
must serve an unpaid waiting week for which he has filed and is otherwise
eligible.

The claimant's weekly benefit amount is usually a percentage of the worker's
average weekly wage. The worker's average weekly wage is computed by
dividing the wages paid during the two highest quarters of the base period
by 26. The maximum weekly benefit amount is a percentage of the statewide
average weekly wage. The minimum weekly benefit amount is $51. The
statewide average weekly wage is calculated each year.

If Your Benefit Year Begins: Your Base Period Will Be:

This year between: Last year between:

Jan. 1 and March 31 Jan. 1 and Sept. 30 and
the year before between
Oct. 1 and Dec. 31

This year between: Last year between:

April 1 and June 30 Jan. 1 and Dec. 31

This year between: Last year between:

July 1 and Sept. 30 April 1 and Dec. 31 and
this year between
Jan. 1 and March 31

This year between: Last year between:

Oct. 1 and Dec. 31 July 1 and Dec. 31 and
this year between
Jan. 1 and June 30

In order to be monetarily eligible, a claimant must be paid a minimum of
$1,600 during the base period with at least $440 of that amount being paid
outside the highest calendar quarter.

If you have been awarded temporary total disability benefits under a workers'’
compensation act or other similar acts, or if you only have worked within the
last few months, your base period may be determined differently. Contact
your local IDES office for more information.

I REPORTING TIPS

Each employee who receives fips must report these fips to employers on a
written statement or on Form UC-51, “Employee’s Report of Tips,” in
duplicate. Employers can furnish this form on request. The report shall be
submitted on the day the wages are paid, or not later than the next payday,
and shall include the amount of tips received during the pay period.

F TAXATION OF BENEFITS

Unemployment insurance benefits are taxable if you are required to file a
state or federal income tax return. You may choose to have federal and/or
Illinois state income tax withheld from your weekly benefits. Since benefits are
not subject to mandatory income tax withholding, if you do not choose to
withhold, you may be required to make estimated tax payments using Internal
Revenue Service Form 1040 ES and lllinois Department of Revenue Form IL
1040 ES.

For additional information, call these toll-free numbers:
Internal Revenue Service 1-800-829-1040.
lllinois Department of Revenue 1-800-732-8866.

This poster fulfills all posting requirements for the lllinois Department of Employment Security.
EMPLOYERS ARE REQUIRED TO POST THIS NOTICE IN A CONSPICUOUS PLACE FOR ALL EMPLOYEES.

Printed by the Authority of the State of lllinois Stock Number 4427/ BEN-57 (rev. 8/12)



EMPLOYEE RIGHTS

UNDER THE FAIR LABOR STANDARDS ACT
FEDERAL MINIMUM WAGE

§7.25

BEGINNING JULY 24, 2009

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

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

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

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

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

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

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

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

ADDITIONAL e Certain occupations and establishments are exempt from the minimum wage, and/or overtime
INFORMATION pay provisions.

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

» Some state laws provide greater employee protections; employers must comply with both.
« Some employers incorrectly classify workers as “independent contractors” when they are
actually employees under the FLSA. It is important to know the difference between the two

because employees (unless exempt) are entitled to the FLSA's minimum wage and overtime
pay protections and correctly classified independent contractors are not.

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

1-866-487-9243
TTY: 1-877-889-5627
www.dol.gov/whd

WAGE AND HOUR DIVISION

UNITED STATES DEPARTMENT OF LABOR

WH1088 REV07/16




Your Rights Under
lllinois Employment Laws

Child Labor

Workers under Age 16
o Children under the age of 14 may not work in most

" p State of linos

y Depariment of Lobor

Equal Pay for Equal Work

Equal Pay Act

Minimum Wage $8.25 per hour
and Overtime

o Coverage: Applies to employers with 4 or more
employees. Certain workers are not covered by the
Minimum Wage Law and some workers may be paid
[ess than the minimum wage under limited conditions.
For more information, visit our website.

» Tipped Employees: Must be paid at least 60% of the
applicable minimum wage. If an employee's tips
combined with the wages from the employer do not
equal the minimum wage, the employer must make
up the difference.

o Overtime; Most hourly employees and some salaried
employees are covered by the overtime law and
must be compensated at time and one-half of their
reqular pay for hours worked over 40 in a workweek.

Hotline; 1-800-478-3998

Unpaid Wages
Wage Payment and Collection Act
o Employees must receive their final compensation,

including earned wages, vacation pay, commissions
and bonuses on their next reqularly scheduled payday.

» Unauthorized deductions from paychecks are not
allowed except as specified by law.

Phone; 312-793-2808

Requires employers to pay equal wages to men and
women doing the same or substantially similar work,
unless such wage differences are based upon a seniority
system, a merit system, or factors other than gender.

Hotline: 1-866-EPA-IDOL
Domestic or Sexual Violence Leave

Victims' Economic Security and Safety Act

Provides employees who are victims of domestic or
sexual violence, or who have family members who are
victims, with up to 12 weeks of unpaid leave during a
12-month period.

Phone: 312-793-6797
Meal and Rest Periods

One Day Rest in Seven Act
» Provides employees with 24 consecutive hours of
rest each calendar week.

+ Employers may obtain permits from the Department
allowing employees to voluntarily work seven
consecutive days.

» Employees working 7'/2 continuous hours must be
allowed a meal period of at least 20 minutes no later
than 5 hours after the start of work,

Phone; 312-793-2804

jobs, except under limited conditions.

o 14 and 15-year-olds may work if the following

requirements are met:

» Employment certificates have been issued by the
school district and filed with the Department of
Labor confirming that @ minor is old enough to
work, physically capable to perform the job, and
that the job will not interfere with the minor's
education;

o The work is not deemed a hazardous occupation
(a full listing can be found on our website);

o Work is limited to 3 hours per day on school days,
8 hours per day on non-school days and no more
than 6 days or 48 hours per week;

o Work is performed only between the hours of 7 am.
to 7 p.m. during the school year (7 am.to 9 pm.
June through September); and

o A 30-minute meal period is provided no later than
the fifth hour of work.

Hotline: 1-800-645-5784

This is a summary of laws that satisfies llinois Department of Labor posting requirements. For a complete text of the laws, visit our website at:

www.labor.illinois.qov

N Mlinois Department of

For more information or to file a complaint, contact us at:

)
160 N, LaSalle St, Suite C-1300, Chicago, IL 60601 * Chicago 312.793.2800 * Springfield 217.782.6206 * Marion 618.993.7090 _.JI . J j
THIS POSTER MUST BE DISPLAYED WHERE EMPLOYEES CAN EASILY SEE IT. ¥

Printed by the Authorily of the State of linois. 1L452:5/13 2M 1001 13~560 &y



Department.of;kabot ipoL

State of lllinois

Job Safety and Health

Required Posting for Public Sector Employers

EMPLOYEES:

* You have the right to notify your employer or IDOL about
workplace hazards. Your name can remain confidential
upon request.

You have the right to request an IDOL inspection if you
believe that there are unsafe or unhealthy working conditions
in your workplace. You or your representative may participate
in that inspection.

» You have the right to see IDOL citations issued to your
employer.

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

You can file a complaint with IDOL within 30 days of
retaliation or discrimination by your employer for making
safety and health complaints or for exercising your rights
under the Acts.

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

www.osha.illinois.gov

EMPLOYERS:

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

» You must comply with the occupational safety and health
standards issued under this Act.

« You must post this notice in your workplace.

» You must post any citations issued by IDOL at or near the
place of the alleged violation(s).

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

NOTIFICATIONS:

Within eight(8) hours after the death of any public sector employee from a work-related
incident or the in-patient hospitalization of one (1) or more employees as a result of a
work-related incident, you must orally report the fatality/hospitalization by telephone
24/7 Notification — (800) 782-7860

The llinois Occupational Safety & Health Act [820 ILCS 219] provides job
safety and health protection for employees of State and local government
agencies. The llinois State Plan is a developmental plan partially-funded by
federal OSHA. Any concerns regarding the administration of this program can
be forwarded to OSHA Region V.

160 N. LaSalle Street, C-1300 900 South Spring Street OSHA Region V
Chicago, IL 60601 Springfield, [L 62704 230 S. Dearborn St., Room 3200
(312) 793-7308 (217) 782-9386 Chicago, IL 60601
(312) 793-2081 fax (217)785-8776 fax (312) 353-2220
(312) 353-7774 fax

Printed by the Authority of the State of llinois. 1L45240-10/10 5M 10CI 0000-11.mcs



Department of

State of

IHlinois

NOTICE TO INDIVIDUALS PERFORMING
SERVICES FOR CONSTRUCTION CONTRACTORS

REQUIRED POSTING - Contractors that have one or more
individuals not classified as employees must post this notice in
a conspicuous place on each jobsite and in their offices.

EMPLOYEE CLASSIFICATION ACT
(820 1LCS 185/1-999) Effective Date: January 1, 2008

The Employee Classification Act establishes criteria to determine if an individual
performing services for a construction contractor is an employee of the
contractor or is an independent yr. Individuals performing services for
contractors on or after January 1, 2008 are presumed to be employees of the
contractor unless they meet criteria specified in Section 10 of the law. The Act
seeks to ensure that workers in the construction industry are offered protections
under js labor laws, including minimum wage, overtime, workers’
compensation and unemployment insurance and are not misclassified as
independent contractors in order to avoid tax and labor law obligations.

Any aggrieved individual or interested party has the right to file a complaint
with the Department of Labor or file a private lawsuit seeking remedies for
misclassification violations, including collection of any wages, employment
benefits or other compensation denied or lost, monetary damages, attorney’s
fees and court costs. Contractors determined to be in violation of the Act are
subject to civil and criminal penalties.

tis a violation of the Act to discharge an individual for exercising any rights,
including making a complaint or testifying in an investigation under the Act,

subject to additional damages, attorney's fees and costs,

For more information or to file a complaint, contact:

; vinked by th authority of the State of llinois. 1/08 SM 1ISG08:539 )]

AVISO A PERSONAS QUE TRABAJAN PARA
CONTRATISTAS EN EL AREA DE LA CONSTRUCCION

FIJACION OBLIGATORIA - Contratistas que disponen de uno 6
més individuos que no son catalogados como “empleados”
deben de fijar este aviso en un lugar sobresaliente en cada sitio
de trabajo y en sus oficinas.

LA LEY DE CODIFICACION PARA EL EMPLEADO
(820 ILCS 185/1-999) Fecha Vigente: el 1° de enero del 2008

La Ley de Codificacion Para el Empleado decreta normas para determinar si
una persona que trabaja para contratistas en el drea de la construccion es un
“empleado” del contratista 6 si es un “contratista independiente." A partir del
1° de enero personas que trabajan para istas son p t
empleados, al menos que ellos cumplan ciertos criterios establecidos en la
Seccion 10 de esta ley. La ley intenta asegurar que trabajadores en la industria
de la construccion sean protegidos bajo varias leyes de trabajo (incluyendo la
del salario minimo, horas extras, proteccion laboral y seguro de desempleo) y
que no sean clasificados errneamente como “contratistas independientes”
para que el contratista pueda evitar sus obligaciones en relacion a impuestos
y las leyes de trabajo.

Cualquier persona perjudicada, 6 que tenga un interés directo, tiene el derecho
de presentar un reclamo con el Departamento de Trabajo, & puede presentar
una demanda privada demandando remedios por infracciones al ser clasificados
erréneamente (incluyendo recopilacion de salario, beneficios por ser empleado
6 cualquier otra compensacion que le fue negada 6 perdida, asi como también
pérdidas y costos de abogado y de la corte). Contratistas a quienes
se les haya determinado que han violado la ley son sujetos a sanciones civiles
y criminales.

Es una infraccion despedir a un trabajador por ejercer sus derechos bajo esta
ley (incluyendo el poner un reclamo 6 por dar testimonio en una investigacion
bajo esta ley) y puede ser sujeto a dafios adicionales, costos de abogado y de
la corte.

Para més informacion 6 para presentar un reclamo, comuniquese al:

[llinois Department of Labor
900 South Spring Street
Springfield, IL 62701

(217) 782-1710
www.state.il.us/agency/idol

OBWIESZCZENIE DLA 0SB WYKONUJACYCH PRACE NA
ZLECENIE DLA FIRM BUDOWLANO-KONTRAKTORSKICH

WYMAGA SIE WYWIESIC W MIEJSCU PRACY - Wiasciciele firm
budowlanych, zatrudniajacy osoby oficjalnie nie bgdace pracownikami
firmy, musza wywiesic powyzsz3 informacje w migjscu ogdinie
dostgpnym dla wszystkich pracownikéw w biurze jak i we wszystkich
miejscach pracy po za biurem.

USTAWA DOTYCZACA KLASYFIKACJI PRACOWNIKOW
(820 ILCS 185/1-999) Obowigzuje od 1 stycznia, 2008

Ustawa dotyczaca Klasyfikacji pracownikéw ustala kryteria czy osoba wykonujgca
prace na zlecenie dla firmy budowlano-kontraktorskiej jest pracownikiem firmy
Zlecajace] uslugl czy tez jest pracownikiem niezaleznym. Z dniem 1 stycznia, 2008,
osoby wykonujgee ustugi na zlecenie dla wiascicieli firm budowlanych sq uznawane
za pracownikow firm dla Ktérych wykonujq zlecenie; wyjatek stanowi spetnienie
kryteridw zawarlych w Paragrafie 10 Kodeksu Pracy. Ustawa ma za zadanie chroni¢
praw, oséb zatrudnionych w przemysle budowlanym, zagwaranowanych przez
prawo pracy, wigczajac prawo do minimainej stawki, nadgodzin, odszkodowan i
ubezpleczen; oraz przeciwdziatat uchyleniom od placenia podatkéw i przestrzegania
20bowiazan dotyczacych prawa pracownikw.

Kazda osoba, kidrej prawa zostaly naruszone, oraz osoby postronne mogq oyt
skargp w Departamencie Pracy lub tez dochodzi¢ swoich praw drogq sqdowg,
wlgczajgc domaganie sig zwrotu zaleglych ptac, ubezpieczenia, kiore w zwigzku z
powyzszym zostalo pracownikowi odméwione lub odebrane, odszkodowan, oraz
zwrotu kosztow sadowych. Wiasciciele firm budowlanych, ktorzy nie przestrzegajg
Ustawy, bedg poddani karze.

Jest niezgodnym z Ustawa zwalnianie pracownika, ktdry domaga sie swoich praw,
zlozyt zazalenie, lub tez jest Swiadkiem w rozprawie dotyczgce) naruszenia Ustawy,
i stanowi podmiot do odszkodowania i dodatkowych kosziéw sadowych.

Aby zlozyé skarge lub uzyskaé wigcej informacji skontaktu] sie z:



EMPLOYEE RIGHTS

UNDER THE FAMILY AND MEDICAL LEAVE ACT

THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

LEAVE
ENTITLEMENTS

BENEFITS &
PROTECTIONS

ELIGIBILITY
REQUIREMENTS

REQUESTING
LEAVE

EMPLOYER
RESPONSIBILITIES

ENFORCEMENT

Eligible employees who work for a covered employer can take up to 12 weeks of unpaid, job-protected leave in a 12-month period
for the following reasons:

« The birth of a child or placement of a child for adoption or foster care;
« To bond with a child (leave must be taken within one year of the child'’s birth or placement);
s To care for the employee’s spouse, child, or parent who has a qualifying serious health condition;
« For the employee’s own qualifying serious health condition that makes the employee unable to perform the employee’s job;
« For qualifying exigencies related to the foreign deployment of a military member who is the employee’s spouse,
child, or parent.
An eligible employee who is a covered servicemember’s spouse, child, parent, or next of kin may also take up to 26 weeks
of FMLA leave in a single 12-month period to care for the servicemember with a serious injury or iliness.

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

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

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

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

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

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

« Have worked for the employer for at least 12 months;
« Have at least 1,250 hours of service in the 12 months before taking leave;* and
« Work at a location where the employer has at least 50 employees within 75 miles of the employee’s worksite.

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

Generally, employees must give 30-days’ advance notice of the need for FMLA leave. If it is not possible to give 30-days’ notice,
an employee must notify the employer as soon as possible and, generally, follow the employer’'s usual procedures.

Employees do not have to share a medical diagnosis, but must provide enough information to the employer so it can determine
if the leave qualifies for FMLA protection. Sufficient information could include informing an employer that the employee s or
will be unable to perform his or her job functions, that a family member cannot perform daily activities, or that hospitalization or
continuing medical treatment is necessary. Employees must inform the employer if the need for leave is for a reason for which
FMLA leave was previously taken or certified.

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

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

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

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

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

For additional information or to file a complaint: OR=10]

- -

1-866-4-USWAGE ope:

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

www.dol.gov/whd =\HB

U.S. Department of Labor | Wage and Hour Division WAGE AND HOUR DIVISION
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- — . PREGNANCY
,» andyour

RIGHTS in the
WORKPLACE

Are you pregnant, recovering from childbirth, or do
you have a medical or common condition related to
pregnancy?

If so, you have the right to:

« Ask your employer for a reasonable accommodation for your pregnancy,
such as more frequent bathroom breaks, assistance with heavy work, a
private space for expressing milk, or time off to recover from your
pregnancy.

« Reject an unsolicited accommodation offered by your employer for your
pregnancy.

» Continue working during your pregnancy if a reasonable
accommodation is available which would allow you to continue
performing your job.

Your employer cannot:

« Discriminate against you because of your pregnancy.
« Retaliate against you because you requested a reasonable
accommodation.

N T e R R T e
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- PREGNANCY and your
RIGHTS in the WORKPLACE

It is illegal for your employer to fire you, refuse to hire you or to refuse to
. provide you with a reasonable accommodation because of your pregnancy.
For more information regarding your rights, download the Illinois

. Department of Human Rights’ fact sheet from our website at

- www.illinois.gov/dhr

- Es ilegal que su empleador la despida, se niegue a contratarla o a

. proporcionarle una adaptacion razonable a causa de su embarazo.
Para obtener informacion sobre el embarazo y sus derechos en el
lugar de trabajo en espaiiol, visite: www.illinois.gov/dhr

ILLINOIS DEPARTMENT OF

§HumanRights

For immediate help or if you have questions
regarding your rights.
Call (312) 814-6200 or (217) 785-5100 or (866) 740-3953 (TTY)

CHICAGO OFFICE SPRINGFIELD OFFICE
100 West Randolph Street, 222 South College St.,
10th Floor Room 101-A
Intake Unit Intake Unit
Chicago, IL 60601 Springfield, IL 62704
(312) 814-6200 (217) 785-5100

The charge process may be initiated by completing the form at:
http://www.illinois.gov/dhr
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