DISCRIMINATION IN EMPLOYMENT

The Law Against Discrimination (LAD) Prohibits Discrimination and Harassment in Employment

Based on Actual or Perceived

« Race or color « Sex - National origin, nationality, or ancestry

« Religion or creed « Gender identity or expression « Pregnancy or breastfeeding

- Disability - Liability for military service + Marital or domestic partnership or civil union status
« Age - Sexual orientation « Atypical cellular or blood trait, genetic information

including the refusal to submit to genetic testing

The law means people cannot be treated differently, harassed, or otherwise discriminated against at work based on their
membership in a protected class

The law applies to all employers (including labor unions, apprenticeship and training programs and employment agencies)
and in all aspects of employment, including but not limited to:

+ Recruitment and job posting - Compensation, including salary and benefits
« Interviews and hiring decisions « All terms, conditions, or privileges of employment
« Promotion or transfer « Termination or demotion « Membership in a union

Remedies may include money damages, an order to stop discrimination or harassment, adoption of new policies and procedures,
attorney's fees, and more.

If you believe you have experienced discrimination, contact the Division on Civil RightS

i NJcivicRigHTs

@CivilRightsNJ #CivilRightsNJ #StopThe Hate

1-833-NJDCR4U | NJCivilRights.gov
711 (Relay Service) | #CivilRightsNJ

No one can retaliate against you for reporting LAD violations, filing a discrimination complaint, or exercising other rights under the LAD

All employers, employment agencies and labor organizations shall display this official poster in places easily visible to all employees and applicants for employment. N.J.A.C. 13:8-1.2.
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DISCRIMINATION IN PUBLIC ACCOMMODATION

The New Jersey Law Against Discrimination (LAD) prohibits discrimination and
harassment in places of public accommodation based on actual or perceived

+ Race or color « Gender identity or expression « Pregnancy or breastfeeding
+Religion or creed - Liability for military service « Marital or domestic partnership or civil union status
« Disability « National origin, nationality, or ancestry  « Sex - Sexual orientation

The law means people cannot be treated differently, harassed, or otherwise discriminated against in a place of public
accommodation based on their membership in a protected class

A place of public accommodation is generally any place that is open to the public, including but not limited to:
«School, colleges, and universities - Summer camps - hotel & motels

« Medical providers, hospitals, doctor's offices, and pharmacies

« Government offices and agencies, including police departments

« Stores and businesses, including restaurants

Remedies may include money damages, an order to stop discrimination or harassment, adoption of new policies and procedures,
attorney's fees, and more.

If you think you have experienced discrimination, contact the Division on Civil RightS

‘ NJ¢civiCRicHTs

@CivilRightsNJ #CivilRightsNJ #StopThe Hate

1-833-NJDCR4U | NJCivilRights.gov

711 (Relay Service) | #CivilRightsNJ

No one can retaliate against you for reporting LAD violations, filing a discrimination complaint, or exercising other
rights under the LAD

All places of public accommodation who are covered by the Law Against Discrimination shall display this official poster in places easily visible to all
persons seeking or using the accommodations. N.J.A.C. 13:8-1.4.
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NEW JERSEY EARNED SICK LEAVE

New Jersey Department of Labor and Work force Development

New Jersey Earned Sick Leave
Notice of Employee Rights

Under New Jersey’s Earned Sick Leave Law, most employees have a right to accrue up to 40 hours of earned sick leave per year. Go
to https://nj.gov/labor/ to learn which employees are covered by the law.

New employees must receive this written notice from their employer when they begin employment, and existing employees
must receive it by November 29, 2018. Employers must also post this notice in a conspicuous and accessible place at all work
sites, and provide copies to employees upon request.

YOU HAVE A RIGHT TO EARNED SICK LEAVE.

Amount of Earned Sick Leave
Your employer must provide up to a total of 40 hours of earned sick leave every benefit year. Your employer’s benefit year is:

Start of Benefit Year: End of Benefit Year:

Rate of Accrual
You accrue earned sick leave at the rate of 1 hour for every 30 hours worked, up to a maximum of 40 hours of leave per benefit year.
Alternatively, your employer can provide you with 40 hours of earned sick leave up front.

Date Accrual Begins

You begin to accrue earned sick leave on October 29, 2018, or on your first day of employment, whichever is later.

Exception: If you are covered by a collective bargaining agreement that was in effect on October 29, 2018, you begin to accrue
earned sick leave under this law beginning on the date that the agreement expires.

Date Earned Sick Leave is Available for Use

You can begin using earned sick leave accrued under this law on February 26, 2019, or the 120th calendar day after you begin
employment, whichever is later. However, your employer can provide benefits that are more generous than those required under
the law, and can permit you to use sick leave at an earlier date.

Acceptable Reasons to Use Earned Sick Leave You can use earned sick leave to take time off from work when:

- You need diagnosis, care, treatment, or recovery for a mental - You need to attend school-related conferences, meetings,
or physical illness, injury, or health condition; or you need or events regarding your child’s education; or to attend a
preventive medical care. school-related meeting regarding your child’s health.

+ You need to care for a family member during diagnosis, care, - Your employer’s business closes due to a public health
treatment, or recovery for a mental or physical illness, injury, emergency or you need to care for a child whose school or
or health condition; or your family member needs preventive  child care provider closed due to a public health emergency.
medical care.

+ You or a family member have been the victim of domestic
violence or sexual violence and need time for treatment,
counseling, or to prepare for legal proceedings.

Family Members The law recognizes the following individuals as “family members:”
« Child (biological, adopted, or foster child; stepchild; legal ward; - Parent

child of a domestic partner or civil union partner) - Grandparent
+ Grandchild « Spouse, domestic partner, or civil union partner of an
« Sibling employee’s parent or grandparent
« Spouse « Sibling of an employee’s spouse, domestic partner, or civil
« Domestic partner or civil union partner union partner

+ Any other individual related by blood to the employee
+ Any individual whose close association with the employee is
the equivalent of family
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NEW JERSEY EARNED SICK LEAVE (Continued)

Advance Notice

If your need for earned sick leave is foreseeable (can be planned in advance), your employer can require up to 7 days'advance
notice of your intention to use earned sick leave. If your need for earned sick leave is unforeseeable (cannot be planned in
advance), your employer may require you to give notice as soon as it is practical.

Documentation

Your employer can require reasonable documentation if you use earned sick leave on 3 or more consecutive work days, or on
certain dates specified by the employer. The law prohibits employers from requiring your health care provider to specify the
medical reason for your leave.

Unused Sick Leave

Up to 40 hours of unused earned sick leave can be carried over into the next benefit year. However, your employer is only required
to let you use up to 40 hours of leave per benefit year. Alternatively, your employer can offer to purchase your unused earned sick
leave at the end of the benefit year.

You Have a Right to be Free from Retaliation for Using Earned Sick Leave
Your employer cannot retaliate against you for:

+ Requesting and using earned sick leave

« Filing a complaint for alleged violations of the law

« Communicating with any person, including co-workers, about any violation of the law
- Participating in an investigation regarding an alleged violation of the law, and

+ Informing another person of that person’s potential rights under the law.

Retaliation includes any threat, discipline, discharge, demotion, suspension, or reduction in hours, or any other adverse
employment action against you for exercising or attempting to exercise any right guaranteed under the law.

You Have a Right to File a Complaint

You can file a complaint with the New Jersey Department of Labor and Workforce Development online at
nj.gov/labor/wagehour/complint/filing_wage_claim.html or by calling 609-292-2305 between the hours of 8:30 a.m. and 4:30 p.m.,
Monday through Friday

Keep a copy of this notice and all documents that show your amount of sick leave accrual and usage.
You have a right to be given this notice in English and, if available, your primary language.

For more information visit the website of the Department of Labor and Workforce Development: nj.gov/labor.

Enforced by: NJ Department of Labor and Workforce Development NEW JERSEY DEPARTMENT OF
Division of Wage and Hour Compliance, PO Box 389, Trenton, NJ 08625-0389 - 609-292-2305

This and other required employer posters are available free online at nj.gov/labor, or from the |

Office of Constituent Relations, PO Box 110, Trenton, NJ 08625-0110 « 609-777-3200.

LABOR AND WORKFORCE DEVELOPMENT
nj.gov/Ilabor

If you need this document in Braille or large print, call 609-292-2305.
TTY users can contact this department through the New Jersey Relay: 7-1-1.

Display this poster in a conspicuous place MW-565 (1/19)
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EEOC KNOW YOUR RIGHTS: WORKPLACE DISCRIMINATION IS ILLEGAL

Know Your Rights: Workplace Discrimination is lllegal

The U.S. Equal Employment Opportunity Commission (EEOC) 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

- Job applicants

+ Union members and applicants for
membership in a union

What Organizations are Covered?

+ Most private employers

« State and local governments (as employers)
+ Educational institutions (as employers)

« Unions

- Staffing agencies

What Types of Employment Discrimination

are lllegal? Under the EEOC’s laws, an employer

may not discriminate against you, regardless of

your immigration status, on the bases of:

+ Race

« Color

+ Religion

- National origin

« Sex (including pregnancy and related conditions,
sexual orientation, or gender identity)

+ Age (40 and older)

« Disability

« Genetic information (including employer
requests for, or purchase, use, or disclosure

of genetic tests, genetic services, or family
medical history)

« Retaliation for filing a charge, reasonably
opposing discrimination, or participating in
a discrimination lawsuit, investigation,
or proceeding.

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

- Discharge, firing, or lay-off

« Harassment (including unwelcome verbal or
physical conduct)

« Hiring or promotion

«» Assignment

- Pay (unequal wages or compensation)

« Failure to provide reasonable accommodation
for a disability or a sincerely- held religious
belief, observance or practice

- Benefits

« Job training

- Classification

- Referral

« Obtaining or disclosing genetic information
of employees

- Requesting or disclosing medical information
of employees

« Conduct that might reasonably discourage

someone from opposing discrimination, filing
a charge, or participating in an investigation
or proceeding.

What can You Do if You Believe
Discrimination has Occurred?

Contact the EEOC 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 EEOC in
any of the following ways:

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

Call 1-800-669-4000 (toll free)

1-800-669-6820 (TTY)
1-844-234-5122 (ASL video phone)

Visit an EEOC field office (information at
www.eeoc.gov/field-office)

E-Mail info@eeoc.gov

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

EMPLOYERS HOLDING FEDERAL CONTRACTS OR SUBCONTRACTS

The Department 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 protected 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 employees of Federal contractors from
discrimination based on 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 qualified 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, 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.

Protected Veteran Status The Vietnam Era Veterans’' Readjustment
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 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
otherwise 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://ofccphelpdesk.dol.gov/s/, or by calling an OFCCP
regional or district office, listed in most telephone directories under

U.S. Government, Department of Labor and on OFCCP’s “Contact Us”
webpage at https://www.dol.gov/agencies/ofccp/contact.

PROGRAMS OR ACTIVITIES RECEIVING FEDERAL FINANCIAL ASSISTANCE

Race, Color, National Origin, Sex In addition to the protections of Title

VIl of the Civil Rights Act of 1964, as amended, Title VI of the Civil Rights

Act of 1964, as amended, prohibits discrimination on the basis of race,

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

Individuals with Disabilities Section 504 of the Rehabilitation Act of
1973, as amended, prohibits employment discrimination on the basis
of disability in any program or activity which receives Federal financial
assistance. Discrimination is prohibited in all aspects of employment
against persons with disabilities who, with or without reasonable
accommodation, can perform the essential functions of the job. If
you believe you have been discriminated against in a program of any
institution which receives Federal financial assistance, you should
immediately contact the Federal agency providing such assistance.

(Revised 10/20/2022)
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Conozca sus Derechos: La Discriminacion en el Lugar de Trabajo es llegal

La Comision Para la Igualdad de Oportunidades en el Empleo (EEOC, por sus siglas en inglés) de los EE. UU. hace cumplir las
leyes federales que lo protegen contra la discriminacion en el empleo. Si cree que ha sido discriminado(a) en el trabajo o al
solicitar un trabajo, la EEOC puede ayudarle.

¢{Quién esta Protegido?

+ Empleados (actuales y anteriores), incluyendo
gerentes y empleados temporales

« Aplicantes de trabajo

» Miembros de sindicatos y Solicitantes de
membresia en un sindicato

{Qué Organizaciones estan Cubiertas?

« La mayoria de los empleadores privados

- Gobiernos estatales y locales (como
empleadores)

- Instituciones educativas (como empleadores)

- Sindicatos

- Agencias de empleo

del empleador para la compra, el uso o la
divulgacion de pruebas genéticas, servicios
genéticos o historial médico familiar)

- Tomar represalias por presentar un cargo,
oponerse razonablemente a la discriminacion
o participar en una demanda, investigaciéon o
procedimiento por discriminacion.

{Qué Practicas Laborales Pueden ser

Discriminatorias?

Todos los aspectos del empleo, incluyendo:

- Despidos

« Acoso (incluyendo conducta fisica o verbal no
deseada)

- Contratacion o promocién

de los empleados

» Conducta que podria desalentar razonablemente a
alguien de oponerse a la discriminacion, presentar
un cargo o participar en una investigacion o
procedimiento.

{Qué Puede Hacer si Cree que ha Ocurrido
Discriminaciéon? Comuniquese con la EEOC de
inmediato si sospecha discriminacién. No demore,
porque existen limites de tiempo estrictos para
presentar una denuncia por discriminacion (180

0 300 dias, segun el lugar donde viva o trabaje).
Puede comunicarse con la EEOC de cualquiera de
las siguientes maneras:

Presentar una consulta a través del Portal Publico

¢{Qué Tipos de Discriminacion Laboral son

llegales?

Segun las leyes de la EEOC, un empleador no

puede discriminarlo, independientemente de su

estatus migratorio, por motivos de:

+ Raza

- Color

« Religion

- Origen nacional

» Sexo (incluyendo embarazo y condiciones
relacionadas, orientacion sexual o identidad de
genero)

- Edad (40 aflos o mas)

» Discapacidad

« Informacién genética (incluyendo solicitudes

- Asignaciones

compensacion)

sinceramente realizada
« Beneficios
- Formacion profesional
« Clasificacion
« Referencias

« Remuneracion (salarios desiguales o

- Falta de proporcionar adaptaciones razonables
para una discapacidad o para la creencia,
observancia o practica de una fe religiosa

« Obtencion o divulgacion de informacion
genética de los empleados
« Solicitud o divulgacién de informacién médica

de la EEOC: https://publicportal.eeoc.gov/Portal/
Login.aspx

Llame 1-800-669-4000 (nUmero gratuito)
1-800-669-6820 (TTY)
1-844-234-5122 (Video Teléfono de ASL)

Visite una Oficina de Campo de la EEOC
(informacion en www.eeoc.gov/field-office)

Corre Electrénico: info@eeoc.gov

Informacion adicional sobre la
EEOC, incluyendo informacién
sobre cdmo presentar un cargo
de discriminacion, esta disponible
en www.eeoc.gov/es.

EMPLEADORES QUE TIENEN CONTRATOS O SUBCONTRATOS FEDERALES

La Oficina de Programas de Cumplimiento de Contratos Federales (OFCCP,
por sus siglas en inglés) del Departamento de Trabajo hace cumplir los
compromisos de no discriminacién y accién afirmativa de las empresas que
hacen negocios con el gobierno federal. Si esta solicitando un trabajo con, o
es un empleado de una empresa con un contrato o subcontrato federal, usted
esta protegido(a) por la ley federal contra la discriminacién en las siguientes
bases:

Raza, Color, Religion, Sexo, Orientacion Sexual, Identidad de
Género, Origen Nacional La Orden Ejecutiva 11246, enmendada,
prohibe la discriminaciéon laboral por parte de los contratistas
federales por motivos de raza, color, religién, sexo, orientacion sexual,
identidad de género u origen nacional, y requiere accion afirmativa
para garantizar la igualdad de oportunidades en todos los aspectos
del empleo.

Preguntar, Divulgar o Discutir Salarios La Orden Ejecutiva 11246,
enmendada, protege a los solicitantes y empleados de contratistas federales
de la discriminacion basada en preguntar, divulgar o discutir su compensacién
o la compensacién de otros solicitantes o empleados.

Discapacidad La Seccion 503 del Acta de Rehabilitacion de 1973, segun
enmendada, protege a las personas calificadas con discapacidades contra
la discriminacion en la contratacién, promocion, despido, pago, beneficios
complementarios, capacitacion laboral, clasificacion, referencias y otros
aspectos del empleo por parte de contratistas federales. La discriminacién
por discapacidad incluye no hacer adaptaciones razonables a las limitaciones
fisicas o mentales conocidas de una persona con una discapacidad que de
otro modo calificaria y que es un solicitante o empleado, a menos que haga
una dificultad excesiva para el empleador. La Seccion 503 también requiere
que los contratistas federales tomen medidas afirmativas para emplear y
promover a personas calificadas con discapacidades en todos los niveles de

empleo, incluyendo a nivel ejecutivo.

Estatus Protegido Como Veterano El Acta de Asistencia para el Reajuste
de los Veteranos de la Era de Vietnam de 1974, modificada, 38 US.C. 4212,
prohibe la discriminacion laboral y requiere accién afirmativa para reclutar,
emplear y avanzar en el empleo a veteranos discapacitados, veteranos
recientemente separados (es decir, dentro de los tres aflos posteriores al su
separacion o liberacién del servicio activo), veteranos en servicio activo en
tiempo de guerra o insignia de campana, o veteranos con medallas de servicio
de las fuerzas armadas.

Represalias Se prohiben las represalias contra una persona que presente una
queja por discriminacién, participe en un procedimiento de la OFCCP o se
oponga a la discriminacion por parte de contratistas federales en virtud de
estas leyes federales. Cualquier persona que crea que un contratista ha violado
sus obligaciones de no discriminar o accion afirmativa bajo las autoridades de
la OFCCP debe comunicarse de inmediato con:

La Oficina de Programas de Cumplimiento de Contratos Federales (OFCCP),
Departamento de Trabajo de los EE. UU.,

200 Constitution Avenue, N.W.

Washington, D.C. 20210

1-800-397-6251 (llamada gratuita).

Si es sordo, tiene problemas de audiciéon o tiene una discapaci-dad del
habla, marque 7-1-1 para acceder a los servicios de retransmision de
telecomunicaciones. También se puede contactar a la OFCCP enviando una
pregunta en linea a la mesa de ayuda de la OFCCP en https://ofccphelpdesk.
dol.gov/s/, 0 llamando a una oficina regional o distrital de la OFCCP, que figura
en la mayoria de los directorios telefénicos bajo el Departamento de Trabajo
de los EE.UU y en la pagina web “Contéctenos” de la OFCCP en https://www.
dol.gov/agencies/ofccp/contact.

PROGRAMAS O ACTIVIDADES QUE RECIBEN ASISTENCIA FINANCIERA FEDERAL

Raza, Color, Origen Nacional, Sexo Ademas de las protecciones del Titulo VII
del Acta de Derechos Civiles de 1964, segun enmendada, el Titulo VI del Acta
de Derechos Civiles de 1964, segin enmendada, prohibe la discriminacién
por motivos de raza, color, u origen nacional en programas o actividades
que reciben asistencia financiera. La discriminacion laboral esta cubierta por
el Titulo VI si el objetivo principal de la asistencia financiera es la provisién
de empleo, o cuando la discriminaciéon laboral cause o pueda causar
discriminacién en la prestacién de servicios bajo dichos programas. El Titulo IX
de las Enmiendas de Educacién de 1972 prohibe la discriminacién laboral por
razén de sexo en programas o actividades educativas que reciben asistencia

financiera federal.

Personas con Discapacidades La Seccion 504 del Acta de Rehabilitacion
de 1973, enmendada, prohibe la discriminacion laboral por motivos de
discapacidad en cualquier programa o actividad que reciba asistencia financiera
federal. Estd prohibida la discriminacion en todos los aspectos de empleo
contra las personas con discapacidades que, con o sin ajustes razonables,
pueden desempenar las funciones esenciales del trabajo. Si cree que ha sido
discriminado(a) en un programa de cualquier institucion que recibe asistencia
financiera federal, debe comunicarse de inmediato con la agencia federal que

brinda dicha asistencia. (Actualizado 10-20-2022) )




THE NEW JERSEY FAMILY LEAVE ACT

The New Jersey Family Leave Act (NJFLA)

entitles certain employees to take up to 12 weeks of family leave in a 24-month period without
losing their jobs.

Employers generally must provide NJFLA leave if
» The EMPLOYER has at least 30 employees worldwide OR is a government entity, regardless of size;
» The EMPLOYEE has worked for that employer for at least 1 year, AND has worked at least 1,000 hours
in the past 12 months; and

» The LEAVE is being taken to:

» Care for or bond with a child within 1 year of the child's birth or replacement for adoption or foster care;

» Care for a family member, or someone who is the equivalent of family, who has a serious health condition,
or who has been isolated or quarantined because of suspected exposure to a communicable disease
(including COVID-19) during a state of emergency; or

» Provide required care or treatment for a child during a state of emergency if their school or place of care is

closed due to an epidemic of a communicable disease (including COVID-19) or other public health
emergency.

Note that the NJ Family Leave Act does not provide leave for the employee’s own health condition. Certain employees may be eligible for
additional leave under the federal Family and Medical Leave Act.

Remedies may include money damages, an order to stop violating the Act, adoption of new policies and procedures, attorney's fees, and more.

To get more information or file a complaint, contact the Division on Civil RightS

‘ NJEViCRiGHTS

@CivilRightsNJ #CivilRightsNJ #StopThe Hate

{£# 1.833-NJDCR4U | NJCivilRights.gov
; 711 (Relay Service) | #CivilRightsNJ

No one can retaliate against you for attempting to take or taking NJFLA leave, reporting NJFLA violations, or exercising other rights under the NJFLA

All entitles subject to the New Jersey Family Leave Act, N.J.S.A. 34:11B-1 et seq., shall display this official poster in places easily visible to all employees
and applicants for employment.
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THE NEW JERSEY FAMILY MEDICAL LEAVE INSURANCE

New Jersey Department of Labor and Workforce Development

Your employer is subject to the

Family Leave Insurance

provisions of the New Jersey Temporary Disability Benefits Law

New Jersey law provides up to 6 weeks of family leave insurance benefits. Beginning July 1, 2020, the law will allow up to 12 weeks
of continuous family leave or 56 days of intermittent leave. Employees who are covered by family leave insurance can apply for
benefits to:

« bond with a child within 12 months of the child’s birth or placement by adoption or foster care. The applicant, or the applicant’s
spouse or domestic or civil union partner, must be the child’s biological, adoptive or foster parent, unless a surrogate carried
the child.

- care for a family member with a serious health condition. Supporting documentation from a health care provider is mandatory.

- care for a victim of domestic violence or a sexually violent offence or for a victim’s family member.

“Family member” means a child, parent, parent-in-law, sibling, grandparent, grandchild, spouse, domestic partner, civil union

partner, and any other person related by blood to the employee or with whom the employee has a close association that is the

equivalent of a family relationship.

“Child” means a biological, adopted, or foster child, stepchild or legal ward of a parent. A child gained by way of a valid written

contract between the parent and a surrogate (gestational carrier) is included in this definition.

State Family Leave Insurance Plan (“state plan”)
You can get program information and an application for family leave benefits (form FL-1) online at myleavebenefits.nj.gov, by phone
at 609-292-7060, or by mail: Division of Family Leave Insurance, P.O. Box 387, Trenton, NJ 08625-0387.

New mothers who receive temporary disability benefits through the state plan for their pregnancy will get instructions on how to
file for family leave benefits after the child is born.

Private Family Leave Insurance Plan (“private plan”)

An employer may provide family leave insurance through a private insurance carrier, if this Division approves the plan. If your
employer has an approved private plan, your employer must provide information about coverage and provide the forms to apply
for benefits.

Who pays for Family Leave Insurance?

Payroll contributions from employees finance this program. Family leave insurance coverage under the state plan will require
contributions to be deducted from employee wages. The deductions must be noted on the employee’s pay envelope, paycheck, or
on some other form of notice. In 2018, the taxable wage base for family leave insurance benefits is the same as the taxable wage
base for unemployment and temporary disability insurance.

Enforced by: NJ Department of Labor and Workforce Development NEW JERSEY DEPARTMENT OF

Division of Temporary Disability Insurance, PO Box 387, Trenton, NJ 08625-0387

This and other required employer posters are available free online at nj.gov/labor, or from the Office of

Constituent Relations, PO Box 110, Trenton, NJ 08625-0110 « 609-777-3200. chsen s wonronce oiveromen
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The New Jersey Department of Labor and Workforce Development is an equal opportunity employer
with equal opportunity programs. Auxiliary aids and services are available upon request to individuals
with disabilities. PR-2 (4/19)
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NEW JERSEY GENDER EQUITY NOTICE

Right to be Free of Gender Inequity or Bias in Pay, Compensation, Benefits or Other Terms and Conditions
of Employment

New Jersey and federal laws prohibit employers from discriminating against an individual with respect to his/her pay, compensation,
benefits, or terms, conditions or privileges of employment because of the individual’s sex.

FEDERAL LAW

Title VI of the Civil Rights Act of 1964 prohibits employment discrimination based on, among other things, an individual’s sex. Title VIl claims must be filed with the
United States Equal Employment Opportunity Commission (EEOC) before they can be brought in court. Remedies under Title VIl may include an order restraining
unlawful discrimination, back pay, and compensatory and punitive damages. The Equal Pay Act of 1963 (EPA) prohibits discrimination in compensation based on
sex. EPA claims can be filed either with the EEOC or directly with the court. Remedies under the EPA may include the amount of the salary or wages due from the
employer, plus an additional equal amount as liquidated damages. Please be mindful that in order for a disparity in compensation based on sex to be actionable
under the EPA, it must be for equal work on jobs the performance of which requires equal skill, effort, and responsibility, and which are performed under similar
working conditions. There are strict time limits for filing charges of employment discrimination. For further information, contact the EEOC at 800-669-4000 or at
WWW.eeoc.gov.

NEW JERSEY LAW

The New Jersey Law Against Discrimination (LAD) prohibits employment discrimination based on, among other things, an individual’s sex. LAD claims
can be filed with the New Jersey Division on Civil Rights (NJDCR) or directly in court. Remedies under the LAD may include an order restraining unlawful
discrimination, back pay, and compensatory and punitive damages. Another State law, N.J.S.A. 34:11-56.1 et seq. prohibits discrimination in the rate
or method of payment of wages to an employee because of his or her sex. Claims under this wage discrimination law may be filed with the New Jersey
Department of Labor and Workforce Development (NJDLWD) or directly in court. Remedies under this law may include the full amount of the salary or
wages owed, plus an additional equal amount as liquidated damages. Please be mindful that under the State wage discrimination law a differential in
pay between employees based on a reasonable factor or factors other than sex shall not constitute discrimination. There are strict time limits for filing
charges of employment discrimination. For more information regarding LAD claims, contact the NJDCR at 609-292-4605 or at www.njcivilrights.gov.
For information concerning N.J.S.A. 34:11-56.1 et seq., contact the Division of Wage and Hour Compliance within the NJDLWD at 609-292-2305 or at http://Iwd.state.

nj.us.

AD-290 (1/14) This notice must be conspicuously displayed.

Derecho a estar exento de desigualdad o discriminacion de género con respecto al pago, la remuneracion,

los beneficios o cualquier otro término o condicion de empleo M
e st s

Las leyes de New Jersey y federales prohiben a los empleadores discriminar contra cualquier persona con respecto a su pago,
remuneracion, beneficios o cualquier otro término, condicién o privilegio de empleo debido a su género.

LEYES FEDERALES

El Titulo VIl de la Ley de Derechos Civiles de 1964 prohibe la discriminacion laboral debido al género de la persona, entre otras cosas. Las reclamaciones acordes al
Titulo VIl deben ser presentadas ante la Comisién de Igualdad de Oportunidades en el Empleo de los Estados Unidos (EEOC, por sus siglas en inglés) antes de que
puedan ser presentadas ante un tribunal. Entre los recursos legales conforme al Titulo VIl estan: una orden que prohiba los actos ilicitos de discriminacion, que se
pague remuneracion con caracter retroactivo, y que se pague por dafnos compensatorios y punitivos. La Ley de Igualdad Salarial de 1963 (EPA, por sus siglas en
inglés) prohibe la discriminacién con respecto a la remuneracién basado en el género de la persona. Las reclamaciones acordes a EPA se pueden presentar ya sea
ante la EEOC o directamente antes los tribunales. Entre los recursos legales conforme a EPA estan: la retribucion de las sumas de salarios o sueldos que el empleador
deba, ademas de una suma adicional equivalente por danos y perjuicios liquidados. Se le ruega tener en cuenta que para que una reclamacion por desigualdad de
remuneracién basado en el género proceda conforme a la EPA, tiene que ser por el mismo tipo de trabajo en empleos en los que su rendimiento exija las mismas
destrezas, el mismo esfuerzo y las mismas responsabilidades, las cuales se realizan en las mismas condiciones de trabajo. Existen estrictos limites en cuanto al plazo
de tiempo del que se dispone para presentar reclamaciones por discriminacion laboral. Para mayor informacién, comuniquese con la EEOC, llamando al 800-669-
4000 0 en www.eeoc.gov.

LEYES DE NEW JERSEY

La Ley contra la Discriminacion en New Jersey (LAD, por sus siglas en inglés) prohibe la discriminacion laboral debido al género de la persona, entre otras cosas.
Las reclamaciones conforme a LAD se pueden presentar a la Divisién de Derechos Civiles de New Jersey (NJDCR, por sus siglas en inglés) o directamente ante los
tribunales. Entre los recursos legales conforme a LAD estan: una orden que prohiba los actos ilicitos de discriminacion, que se pague remuneracién con caracter
retroactivo, y que se pague por dafios compensatorios y punitivos. Otra ley estatal, N.J.S.A. 34:11-56.1 y siguientes, también prohibe la discriminacién respecto a
la tasa salarial o el método de pago de salarios al empleado debido a su género. Las reclamaciones conforme a esta ley contra la discriminacion con respecto a los
salarios se pueden presentar ante el Departamento de Trabajo y Desarrollo de la Fuerza Laboral de New Jersey (NJDLWD, por sus siglas en inglés) o directamente
antes los tribunales. Entre los recursos legales conforme a esta ley estan: la retribucion de las sumas de salarios o sueldos que le deben, ademas de una suma
adicional equivalente por dafos y perjuicios liquidados. Se le ruega tenga en cuenta que conforme a la ley estatal contra la discriminacion con respecto a los salarios,
no se considera discriminacion el hecho de que exista un diferencial salarial entre los empleados basado en otros factores razonables que no sean el género de la
persona. Existen estrictos limites en cuanto al plazo de tiempo del que se dispone para presentar reclamaciones por discriminacion laboral. Para mayor informacion
relacionada con las reclamaciones conforme a LAD, comuniquese con NJDCR, llamando al 609-292-4605 o en www.njcivilrights.gov. Para obtener informacion acerca
de N.J.S.A. 34:11-56.1 y siguientes, comuniquese con la Division de Cumplimiento de Horarios y Salarios (DWHC), del NJDLWD, llamando al 609-292-2305 o en http://

lwd.state.nj.us.

AD-290S (1/14) Este aviso se debe exponer a la vista de todos.
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New Jersey Department of Labor and Workforce Development

Wage and Hour Law Abstract | N.J.S.A. 34:11-56a et seq.

STATUTORY MINIMUM WAGE RATE Employees are to be paid not less than the New Jersey minimum wage in accordance with the

schedule below.

e | MostEmployers | ST SSmal Employers | gl | CoshWage frTed | Wage fortong e or ety
1-1-20 $11 $10.30 $10.30 $3.13 $11,$14asof 11/1/20

1-1-2021 $12 $11.10 No Change $4.13 $15

1-1-2022 $13 $11.90 $11.05 $5.13 $16

1-1-2023 $14.13 $12.93 $12.01 $5.26 $17.13

1-1-2024 $15 $13.50 $12.50 No Change $18

1-1-2025 TBD $14.30 $13.40 TBD TBD

1-1-2026 TBD $15.00 $14.20 TBD TBD

1-1-2027 TBD TBD $15 TBD TBD

*  Under the law, the “effective minimum wage rate” for any given year covered by this chart is the highest of the federal minimum wage rate, the minimum wage rate set by
New Jersey statute, or a minimum wage rate adjusted to account for increases in the Consumer Price Index (CPI). The minimum wage rates listed in the chart through 2023
are the true effective minimum wage rates for those years. However, the minimum wage rates listed for 2024 and the following years reflect only the NJ statutory rates (and,
thus, are estimates), in that we do not yet know whether either the federal minimum wage rate or the CPl-adjusted rates will exceed the NJ statutory rates for those years.

**  Cash wage plus tips must equal at least the State minimum wage.

*** As of 11/1/2020, Long-Term Care Facility Direct Care Staff Members are paid $3.00 above the State minimum hourly wage and increases accordingly anytime the State
minimum wage increases.

***¥ Overtime at the time and a half regular rate is due with the exception of certain truck drivers, loaders, helpers and mechanics involving vehicles weighing in excess of
10,000 Ibs. GVW and who travel interstate.

Wage Order and Regulations Employees in the occupations found below are covered by this wage order and regulations and must be paid not less than the
statutory minimum wage rate..

First processing of farm products Food service (restaurant industry)
Hotel and motel Seasonal amusement

These regulations are contained in N.J.A.C. 12:56-11.1 et seq..

Exemptions Exempt from the statutory minimum wage rate are full-time students employed by the college or university at which they are enrolled at not less than
85% of the effective minimum wage rate; outside sales person; sales person of motor vehicles; part time employees primarily engaged in the care and tending of
children in the home of the employer; and minors under 18 (EXCEPT that minors under 18 in the first processing of farm products, hotels, motels, restaurants, retail,
beauty culture, laundry, cleaning, dyeing, light manufacturing and apparel occupations are covered by the wage order rates as above and vocational school
graduates with special permits under the Child Labor Law are covered by the statutory rate). Employees at summer camps, conferences and retreats operated by
any nonprofit or religious corporation or association are exempt from minimum and overtime rates during the months of June, July, August and September.

Overtime Overtime is payable at the rate of 1.5 times the employee’s regular hourly rate for hours worked in excess of 40 in any week except where otherwise
specifically provided by wage order.
Exempt from the overtime entitlement are:

- executive, administrative, and professional employees

- employees engaged in labor on a farm or relative to raising or care of livestock; and

- limousine drivers.

Labor on a Farm at Piece-Rate Employees engaged on a piece-rate basis to labor on a farm shall be paid for each day worked not less than the minimum hourly
wage rate multiplied by the total number of hours worked..

Penalties Any employer who violates any provisions of this act shall be guilty of a disorderly persons violation and upon conviction shall be punished by a fine of not less
than $100 nor more than $1,000. As an alternative to or in addition to any other sanctions provided by law for violations, the Commissioner is

authorized to assess and collect administrative penalties, up to a maximum of $250 for a first violation and up to a maximum of $500 for each subsequent violation. The
employer shall also pay the Commissioner an administrative fee equal to not less than 10% or more than

25% of any payment due to employees.

Enforced by: NJ Department of Labor and Workforce Development Division of Wage and Hour Compliance, P.O. Box 389, Trenton, NJ 08625-0389 « 609-292-2305 This
and other required employer posters are available free online at nj.gov/labor, or from the Office of Constituent Relations, P.O. Box 110, Trenton, NJ 08625-0110 «
609-777-3200. If you need this document in Braille or large print, call 609-292-2305. TTY users can contact this department through the New Jersey Relay: 7-1-1.
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VIOLATORS ARE
SUBJECT TO FINE.
NEW JERSEY SMOKE-FREE AIR ACT
N.J.S.A. 26:3D-55
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PAYMENT OF WAGES

Display this poster in a conspicuous place

Chapter 173, Laws of New Jersey, 1965: Relating to

Payment of Wages

All Employers Must Pay Wages to All Employees in Full at Least Twice a Calendar Month. Executive and supervisory
employees, however, may be paid at least once a calendar month. Payment must be made on regular paydays designated in
advance. When a payday falls on a non-work day, payment must be made on the immediately preceding work day, unless a
collective bargaining agreement states otherwise. Pay periods must not end more than 10 working days before payday, when
payment is made on a regular payday. If payment is by check, arrangements must be made to allow employees to cash the full
check without difficulty.

« Employees leaving or terminated for any reason,including labor disputes, must be paid all wages due not later than the regular

payday for the period in which employment ended.

+ An additional 10 days may be allowed when a labor dispute involves payroll employees.
- Employees paid on an incentive system must be paid a reasonable estimate of wages due until exact amounts are known.
- Payment may be made through regular pay channels or by mail if requested by the employee.

It is unlawful to make any agreement for payment other than as provided in this act, except to pay at shorter intervals or to pay wages
in advance. Wages due a deceased employee may be paid to the survivors in the order of preference as outlined in the statute.

No Deductions from Employees’ Wages are Permitted Except: Amounts authorized by New Jersey or United States Law or
payments to correct payroll errors. Contributions or payments authorized by employees either in writing or under a collective
bargaining agreement for:

Employee welfare « insurance « hospitalization - medical or surgical or both « pension - retirement « profit-sharing plans -group or
individual retirement annuity plans - individual retirement accounts at any state or federally chartered bank,savings bank, or
savings and loan association « company-operated thrift plans - security option or security purchase plans to buy marketable
securities - employee personal savings accounts such as a credit union, savings fund society, savings and loan or building and loan
association-Christmas, vacation or other savings funds « purchase of company products or employer loans in accordance with the
payment schedule contained in the original purchase or loan agreement - safety equipment « U.S. government bonds - costs and
fees to replace employee identification for access to sterile or secured areas of airports - contributions for organized and recognized
charities - rental of work clothing or uniforms or for laundering or dry cleaning of work clothing or uniforms « labor union dues
and fees - health club membership fees - child care services.

All Employers Must: -Notify employees when they are hired the rate of pay and the regular payday. -Notify employees of changes
in pay rates or paydays prior to the changes. -Give each employee a statement of deductions each pay period. -Make and keep
records for employees, including wages and hours, and make such records available for inspection. <Provide employees when they
are hired a required notice (form MW-400) describing the employer’s obligation to maintain and report records regarding wages,
benefits, taxes and other contributions and assessments.

The Commissioner of Labor and Workforce Development will enforce and administer the provisions of this act. The
Commissioner or an authorized representative has the power to make all necessary inspections of establishments and
records. Any employer who knowingly and willfully violates any provision of this act is guilty of a disorderly persons offense. Upon
conviction, such employer will be punished by a fine of at least $100 but not more than $1,000. Each day during which any
violation of this act continues will constitute a separate and distinct offense. As an alternative to or in addition to any other
sanctions allowed by law for violations, the Commissioner is authorized to assess and collect administrative penalties, up to $250
for a first violation and up to $500 for each subsequent violation. The employer will also pay the Commissioner an administrative
fee equal to at least 10% but not more than 25% of any payment due to employees. The Commissioner may, after giving the
employer or successor firm notice and an opportunity for a hearing in accordance with the “Administrative Procedure Act,’
PL.1968, c.410 (C.52:14B-1 et seq.), issue a written determination directing any appropriate agency to suspend any one or more
licenses that are held by the employer or success or firm, for a period of time determined by the Commissioner. Note: The Division
of Wage and Hour Compliance applies New Jersey’s labor laws without regard to a worker’s legal status. The Division does not
investigate or inquire into the legal status of any worker. The Division does not share information with “Immigration.”

Enforced by: Division of Wage and Hour Compliance NJ Department of Labor and Workforce Development PO Box 389, Trenton, NJ 08625-0389 « 609-292-2305
This and other required employer posters are available free online at nj.gov/labor.
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REPORTING & RECORDKEEPING REQUIREMENTS NOTICE

New Jersey Department of Labor and Workforce Development

Chapter 194, Laws of New Jersey, 2009, Relating to Employer Obligation to Maintain and Report Records Regarding Wages, Benefits, Taxes
and Other Contributions and Assessments Pursuant to State Wage, Benefit and Tax Laws

Wage Payment Law (N.J.S.A. 34:11-4.1 et seq.) and

Wage and Hour Law (N.J.S.A. 34:11-56a et seq.)

Each employer must keep a record of each employee which contains the following information:

1. The name of the employee;

2.The address of the employee;

3.The birth date of the employee if the employee is under the age of 18;

4.The total hours worked by the employee each day and each workweek;

5.The earnings of each employee, including the regular hourly wage, gross to net amounts with itemized deductions, and the basis on which
wages are paid;

6. Regarding each employee who receives gratuities, the total gratuities received by the employee during the payroll week;

7. Regarding each employee who receives gratuities, daily or weekly reports completed by the employee containing the following information:
(a) the employee’s name, (b) the employee’s address, (c) the employee’s social security number, (d) the name and address of the employer, (e)
the calendar day or week covered by the report, and (f) the total amount of gratuities received; and

8. Regarding each employee for whom the employer claims credit for food or lodging as a cash substitute for the employee who receives food
or lodging supplied by the employer, information substantiating the cost of furnishing such food or lodgings, including but not limited to
the nature and amount of any expenditures entering into the computation of the fair value of the food or lodging and the date required to
compute the amount of the depreciated investment in any assets allocable to the furnishing of the lodgings, including the date of acquisition
or construction, the original cost, the rate of depreciation and the total amount of accumulated depreciation on such assets.

The employer may use any system of time keeping provided that it is a complete, true and accurate record. The employer must keep the wage
and hour records described above for a period of six years. The employer must keep the wage and hour records described above at the place of
employment or in a central office in New Jersey.

Prevailing Wage Act (N.J.S.A. 34:11-56.25 et seq.) The Prevailing Wage Act applies to employers only under certain circumstances. Specifically, it
applies only when an employer enters into a contract in excess of the prevailing wage contract threshold amount for any public work (as the term
“public work”is defined at N.J.S.A. 34:11-56.26) to which any public body is a party or for public work to be done on a property or premises owned
by a public body or leased or to be leased by a public body Each public works contractor must submit to the public body or lessor which contracted
for the public works project a certified payroll record containing the following employee information:

1. Name;

2. Address;

3. Social security number;

4. Craft or trade;

5. Actual hourly rate of pay;

6. Actual daily, overtime and weekly hours worked in each craft or trade;

7. Gross pay;

8. Itemized deductions;

9. Net pay paid to the employee;

10. Any fringe benefits paid to approved plans, funds or programs on behalf of the employee; and

11. Fringe benefits paid in cash to the employee.

Each public works contractor must, within 10 days of payment of wages, submit the certified payroll record to the public body or the lessor
which contracted for the public works project. Each public works contractor which employs one or more apprentices on a public works project
must maintain with its records written evidence that the apprentice or apprentices are registered in an approved apprenticeship program while
performing work on the project.

Unemployment Compensation Law (N.J.S.A. 43:21-1 et seq.),

Temporary Disability Benefits Law (N.J.S.A. 43:21-25 et seq.) and

Family Leave Insurance Benefits Law, P.L. 2008, c. 17.

Payroll records: Each employing unit must maintain a record for each worker engaged in employment, which record must contain the following
information about the worker:

1. Full name, address and social security number;

2. Total remuneration paid in each pay period showing separately cash, including commissions and bonuses; the cash value of all compensation
in any medium other than cash; gratuities received regularly in the course of employment if reported by the employee, or if not so reported,
the minimum wage rate prescribed under applicable laws of this State or of the United States, or the amount of remuneration actually received
by the employee, whichever is higher, and service charges collected by the employer and distributed to workers in lieu of gratuities and tips;

3. An entry under the heading “special payments” of the amount of any special payments, such as bonuses and gifts, which have been paid during
the pay period but which relate to employment in a prior period. The following shall be shown separately under this heading: cash payments,
cash value of other remuneration, the nature of such payments, the period during which the services were performed for which special payments
were payable;

4.The date hired, rehired and returned to work after temporary layoff;

5.The date separated from employment and the reason for separation;

6. Such information as may be necessary to determine remuneration on a calendar week basis; and

7.The number of base weeks (as the term “base week” is defined in N.J.S.A. 43:21-19(t)) and wages.

All records referred to in 1. through 7. above must be kept safe and readily accessible at the New Jersey place of business of the employing unit.
All records referred to in 1. through 7. above must be retained for the current calendar year and for the four preceding calendar years. Once an
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REPORTING & RECORDKEEPING REQUIREMENTS NOTICE (Continued)

employer becomes inactive, the employer must keep all records referred to in 1. through 7. above for the subsequent six quarters.
Wage reporting: Each employer (other than employers of domestic service workers) must electronically file a WR-30, “Employer Report of Wages
Paid,” with the Division of Revenue, within the Department of the Treasury, within 30 days after the end of each quarter. The WR-30 lists the name,
social security number and wages paid to each employee and the number of base weeks worked by the employee during the calendar quarter.
Each employer of domestic service workers (as the term “domestic service worker” is defined at N.J.A.C. 12:16-13.7(b)) must file an annual, rather
than quarterly, WR-30 with the Division of Revenue, within the Department of the Treasury.
Contribution reporting: Each employer (other than employers of domestic service workers) must electronically file an NJ--927,“Employer’s Quarterly
Report,” with the Division of Revenue, within the Department of the Treasury, and remit the corresponding unemployment insurance, supplemental
workforce fund, workforce development partnership fund, temporary disability insurance and family leave insurance contribution payments, within
30 days after the end of each quarter. The NJ-927 lists the total of all wages paid, the wages paid in excess of the taxable maximum, the taxable wages
on which contributions are due, the number of workers employed during the pay period, the number of workers insured under a “private plan” for
temporary disability insurance and the number of workers insured under a“private plan”for family leave insurance. Each employer of domestic service
workers (as the term “domestic service worker” is defined in N.J.A.C. 12:16-13.11(c)) must file an annual, rather than quarterly, NJ-927H, “Domestic
Employer’s Annual Report,” with the Division of Revenue, within the Department of the Treasury.
Temporary Disability Insurance and Family Leave Insurance information: Each employer must retain all records pertaining to any election to
discontinue a private plan for temporary disability insurance and/or family leave insurance benefits and must make such records available for
inspection by the Division of Temporary Disability Insurance for a one-year period from the date that the private plan is terminated. Each employer
having a private plan for temporary disability insurance and/or family leave insurance must, within 10 days after the Division of Temporary Disability
Insurance has mailed the employer a request for information with respect to a period of disability, furnish the Division with any information
requested or known to the employer which may bear upon the eligibility of the claimant. Each employer having two or more approved private
plans in effect during a calendar half-year or any portion thereof must, on or before the 30*" day following the close of the calendar half-year, file
a report showing the amount of taxable wages paid during such calendar half-year to employees while covered under each such private plan.
Each employer who provides temporary disability insurance to its employees through a self-insured private plan must, for the six-month periods
ending June 30 and December 31 of each calendar year during which the self-insured private plan is in effect, file a statement with the Division of
Temporary Disability Insurance, on or before the 30t day following the end of the respective six-month period showing:
1.The number of claims received during the six-month period,
2.The number of claims accepted during the six-month period,
3.The amount of benefits paid during the six-month period, and
4. Such other information as the Division of Temporary Disability Insurance may require with respect to the financial ability of the self-insurer to
meet the self-insured’s obligations under the plan.
On or before the 30t day following the close of each calendar year during which a self-insured private plan for temporary disability insurance is in
effect, the employer must file a report with the Division of Temporary Disability Insurance showing:
1.The amount of funds available at the beginning of that year for payment of disability benefits,
2.The amount contributed by workers during that year,
3.The amount contributed by the employer during that year,
4. The amount of disability benefits paid during that year,
5. Direct cost of administration of the plan during that year, and
6. The number of employees covered by the plan as of December 31.
Each employer who provides family leave insurance to its employees through a self-insured private plan must for the one-year period ending
December 31 of each calendar year during which a self-insured private plan is in effect file a statement with the Division of Temporary Disability
Insurance, on or before the 30™ day following the end of the one- year period showing the following information with regard to each of the
following types of claims: care of a sick child, care of a sick spouse, care of a sick domestic partner, care of a sick civil union partner, care of a
sick parent, bonding by biological parent with a newborn child, bonding by domestic partner or civil union partner of biological parent with a
newborn child, bonding by individual with newly adopted child:
1. The number of claims for family leave insurance benefits received during the one-year period,
2.The number of claims for family leave insurance benefits accepted during the one-year period,
3.The number of workers who received family leave insurance benefits during the one-year period,
4. The amount of family leave insurance benefits paid during the one-year period,
5.The average weekly family leave insurance benefit during the one-year period,
6.The amount of sick leave, vacation leave or other fully paid time, which resulted in reduced benefit duration during the one-year period,
7. With regard solely to family leave insurance benefit claims to care for sick family members, the amount of intermittent family leave insurance
benefits paid during the one-year period, and
8. The average duration of family leave insurance benefits, in days, during the one-year period.
The information reported in 1. through 8. above must be broken down by sex and by age group, beginning at 25 years and under and increasing
in increments of 10. On or before the 30" day following the close of each calendar year during which a self-insured private plan for family leave
insurance is in effect, the employer must file a report with the Division of Temporary Disability Insurance showing:
1.The amount of funds available at the beginning of that year for payment of family leave insurance benefits,
2.The amount contributed by workers during that year,
3.The direct cost of administration of the plan during that year,
4. The number of employees covered by the plan as of December 31, and
5. Such other information as the Division of Temporary Disability Insurance may require with respect to the financial ability of the self-insurer to
meet the self-insured’s obligation under the plan.
Workers’ Compensation Law (N.J.S.A. 34:15-1 et seq.)
Upon the happening of an accident or the occurrence of any occupational disease, an employer who has insurance coverage or utilizes a third-
party administrator shall promptly furnish the insurance carrier or the third-party administrator with accident or occupational disease information.
Within three weeks after an accident or upon knowledge of the occurrence of an occupational disease, every insurance carrier, third-party
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REPORTING & RECORDKEEPING REQUIREMENTS NOTICE (Continued)

administrator, statutory non-insured employer, including the State, counties, municipalities and school districts, and duly authorized self-insured
employer not utilizing a third-party administrator must file a report designated as “first notice of accident” in electronic data interchange media
with the Division of Workers' Compensation through the Compensation Rating and Inspection Bureau in a format prescribed by the Compensation
Rating and Inspection Bureau. When filed by an insurance carrier or third-party administrator, the report must also be sent to the employer. If
the employer disagrees with the report, the employer may prepare and sign an amended report and file the amended report with the insurance
carrier or third-party administrator. The amended report must then be filed electronically with the Division through the Compensation Rating and
Inspection Bureau. Every insurance carrier providing workers’ compensation insurance and every workers’ compensation self-insured employer
shall designate a contact person who is responsible for responding to issues concerning medical and temporary disability benefits where no claim
petition has been filed or where a claim petition has not been answered. The full name, telephone number, mailing address, email address and
fax number of the contact person must be submitted to the Division of Workers’ Compensation utilizing the Division’s contact person form in the
manner instructed on the form. Each employer, when directed to do so by the Division of Workers’ Compensation, must submit to the Division of
Workers' Compensation copies of such medical certificates and reports as it may have on file.
Gross Income Tax Act (N.J.S.A. 54A:1-1 et seq.)
Employer’s Quarterly Report: The Employer’s Quarterly Report, NJ-927, reports New Jersey Gross Income Tax withheld, unemployment insurance,
supplemental workforce fund, workforce development partnership fund, family leave insurance and temporary disability insurance wage and
withholding information. Each employer is required to electronically file an Employer’s Quarterly Report, NJ-927, for each calendar quarter,
regardless of the amount of tax actually due for a particular quarter. Quarterly reports are due on the 30" day of the month following the end
of each quarter. Employers of “domestic service workers” may report and pay New Jersey Gross Income Tax withheld on an annual, rather than
quarterly, basis on an NJ-927H.
Records to be kept: Every employer is required to keep all pertinent records available for inspection by authorized representatives of the New
Jersey Division of Taxation. Such records must include the following:

1. The amounts and dates of all wage payments subject to New Jersey Gross Income Tax;

2.The names, addresses and occupations of employees receiving such payments;

3.The periods of their employment;

4.Their social security numbers;

5. Their withholding exemption certificates;

6.The employer’s New Jersey Taxpayer Identification Number;

7. Record of weekly, monthly, quarterly remittances and/or returns and annual returns filed;

8.The dates and amounts of payments made; and

9. Days worked inside and outside of New Jersey for all nonresident employees.

Contact Information If an employee or an employee’s authorized representative wishes to contact a State representative in order to provide
information to or file a complaint with the representative regarding an employer’s possible failure to meet any of the requirements set forth above, he
or she may use the following contact information:

For possible failure to meet the record
keeping or reporting requirements of the
Wage Payment Law, Wage and Hour Law
or Prevailing Wage Act:

Phone: 609-292-2305

E-mail: wagehour@dol.nj.gov

Mail: New Jersey Department of Labor
and Workforce Development Division of
Wage and Hour Compliance

P.O. Box 389. Trenton, NJ 08625-0389

For possible failure to meet the record
keeping or reporting requirements of the
Unemployment Compensation Law,
Temporary Disability Benefits Law or
Family Leave Insurance Benefits Law:

Phone: 609-292-2810

E-mail: emplaccts@dol.nj.gov

Mail: New Jersey Department of Labor
and Workforce Development Division of
Employer Accounts

P.O. Box 947.Trenton, NJ 08625-0947

For possible failure to meet the record
keeping or reporting requirements of
the Workers’ Compensation Law:

Phone: 609-292-2515

E-mail: dwc@dol.nj.gov

Mail: New Jersey Department of
Labor and Workforce Development
Division of Workers’ Compensation
P.O. Box 381. Trenton, NJ 08625-0381

For possible failure to meet the
record keeping or reporting
requirements of the Gross Income
Tax Act:

Phone: 609-292-6400

E-mail: nj.taxation@treas.state.nj.us
Mail: New Jersey Department of
the Treasury Division of Taxation
Information and Publications Branch
P.O.Box 281.Trenton, NJ 08625-0281

NEW JERSEY DEPARTMENT OF
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This notice must be conspicuously posted. Not later than December 7, 2011, each employee must also be provided a written
copy of the notice or, for employees hired after November 7, 2011, a written copy of the notice must be provided at the time of
the employee’s hiring. See N.J.A.C. 12:2-1.3 for alternate methods of posting and distribution by electronic means.
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THE NEW JERSEY SAFE ACT

The New Jersey Security and Financial Empowerment Act (“NJ
SAFE Act”), P.L. 2013, ¢.82, provides that certain employees
are eligible to receive an unpaid leave

of absence, for a period not to exceed 20 days in a 12-month
period, to address circumstances resulting from domestic
violence or a sexually violent offense.

To be eligible, the employee must have worked at least 1,000
hours during the immediately preceding 12-month period.
Further, the employee must have worked for an employer in
the State that employs 25 or more employees for each working
day during each of 20 or more calendar workweeks in the
then-current or immediately preceding calendar year. Leave
under the NJ SAFE Act may be taken by an employee who is a
victim of domestic violence, as that term is defined in N.J.S.A.
2C:25-19, or a victim of a sexually violent offense, as that term
is defined in N.J.S.A. 30:4-27.6. Leave may also be taken by an
employee whose child, parent, spouse, domestic partner, or
civil union partner is a victim of domestic violence

or a sexually violent offense. Leave under the NJ SAFE Act may
be taken for the purpose of engaging in any of the following
activities as they relate to an incident of domestic violence or
a sexually violent offense:

1. Seeking medical attention for, or recovering from,
physical or psychological injuries caused by domestic or
sexual violence to the employee or the employee’s child,
parent, spouse, domestic partner or civil union partner

2. Obtaining services from a victim services organization for
the employee or the employee’s child, parent, spouse,
domestic partner, or civil union partner

3. Obtaining psychological or other counseling for the
employee or the employee’s child, parent, spouse,
domestic partner or civil union partner

4. Participating in safety planning, temporarily or
permanently relocating, or taking other actions to
increase the safety from future domestic violence or
sexual violence or to ensure the economic security of
the employee or the employee’s child, parent, spouse,
domestic partner or civil union partner

5. Seeking legal assistance or remedies to ensure the
health and safety of the employee or the employee’s
child, parent, spouse, domestic partner, or civil union
partner, including preparing for or participating in any
civil or criminal legal proceeding related to or derived
from domestic violence or sexual violence; or

6. Attending, participating in or preparing for a criminal
or civil court proceeding relating to an incident of
domestic or sexual violence of which the employee or the
employee’s child, parent, spouse, domestic partner, or
civil union partner, was a victim.

Leave under the NJ SAFE Act must be used in the 12-month
period immediately following an instance of domestic violence
or a sexually violent offense. The unpaid leave may be taken
intermittently in intervals of no less than one day. The

unpaid leave shall run concurrently with any paid vacation
leave, personal leave, or medical or sick leave that the
employee elects to use or which the employer requires the
employee to use during any part of the 20-day period of
unpaid leave. If the employee requests leave for a reason
covered by both the NJ SAFE Act and the Family Leave Act,
N.J.S.A. 34:11B-1 et seq., or the federal Family and Medical
Leave Act, 20 U.S.C. 2601 et seq., the leave shall count
simultaneously against the employee’s entitlement under each
respective law. Employees eligible to take leave under the NJ
SAFE Act must, if the necessity for the leave is foreseeable,
provide the employer with written notice of the need for the
leave. The employee must provide the employer with written
notice as far in advance as reasonable and

practicable under the circumstances. The employer has the
right to require the employee to provide the employer with
documentation of the domestic violence or sexually violent
offense that is the basis for the leave. The employer must
retain any documentation provided to it in this manner in the
strictest confidentiality, unless the disclosure is voluntarily
authorized in writing by the employee or is authorized by a
federal or State law, rule or regulation. The NJ SAFE Act also
prohibits an employer from discharging, harassing or
otherwise discriminating or retaliating or threatening to
discharge, harass or otherwise discriminate against

an employee with respect to the compensation, terms,
conditions or privileges of employment on the basis that the
employee took or requested any leave that the employee

was entitled to under the NJ SAFE Act, or on the basis that
the employee refused to authorize the release of information
deemed confidential under the NJ SAFE Act. To obtain relief for
a violation of the NJ SAFE Act, an aggrieved person must file a
private cause of action in the Superior Court within one year of
the date of the alleged violation.

This notice must be conspicuously displayed.
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UNEMPLOYMENT COMPENSATION

New Jersey Department of Labor and Workforce Development
Your employer is subject to the New Jersey

Unemployment & Temporary Disability
Benefits Laws

Unemployment Insurance - Benefits are payable to workers who lose their jobs or who are working less than full time
because of a lack of full-time work and who meet the eligibility requirements of the law. If you become totally or partially
unemployed, file a claim for unemployment insurance benefits as soon as possible. The easiest, quickest way is to file online at
myunemployment.nj.gov. You can also file a claim over the phone by contacting our Reemployment Call Centers at one of these
numbers listed below. Note, if you were a maritime employee in the last 18 months or live outside of the United States, you must
file your claim over the phone. Be prepared to have information about yourself, your employer and your work history available
when filing your claim.

Cumberland Call Center.....856-507-2340 Freehold Call Center.....732-761-2020
Union City Call Center........201-601-4100 Out of State.......ccouvee. 1-888-795-6672

Disability Insurance - Benefits are payable to New Jersey workers who suffer a non-work-related ilness, injury, or other medical
condition that prevents them from working. Temporary disability insurance coverage includes new and expecting mothers
during their final weeks of pregnancy and recovery. If you become disabled and wish to apply for disability benefits, start by
asking whether your employer participates in the state disability insurance plan or has a private insurance plan.

New Jersey State Disability Insurance Plan* (“state plan”) - If you are covered under the state insurance plan, you may
apply for disability benefits (or download a paper application — Form DS-1) online at myleavebenefits.nj.gov. Applying online is
faster. Submit the completed paper application by fax to: 609-984-4138 or mail to: Division of Temporary Disability Insurance,
PO Box 387. Trenton, New Jersey 08625-0387. For more information, visit myleavebenefits.nj.gov or call 609-292-7060.

Private Disability Insurance Plan (“private plan”) - New Jersey employers have the option of providing coverage to their
employees through an approved private plan instead of the state plan. If you are covered under a private plan, your employer’s
insurance carrier is responsible for processing and paying benefits on your disability claim. If you become disabled, ask your
employer for the form you need to claim benefits under the private plan.

Who pays for Unemployment & Temporary Disability Programs? - These programs are paid for by payroll taxes paid by
employers and employees. Your employer is authorized to deduct worker contributions (tax) from your wages.
The deductions must be noted on your pay envelope, paycheck, or on some other form of notice. The amount of wages
that are taxable changes from year to year. The deduction may be allocated at varying rates to the Unemployment
Insurance Trust Fund, the Temporary Disability Insurance Fund and the Workforce Development/Supplemental Workforce Funds.
If an approved private plan is non-contributory, no contributions can be deducted from workers’ wages for disability insurance.
Your employer’s contributions are based in part on their employment experience.

Enforced by: NJ Department of Labor and Workforce Development Division of Temporary Disability Insurance, PO Box 387, Trenton, NJ 08625-0387

This and other required employer posters are available free online at nj.gov/labor, or from the Office of Constituent Relations, PO Box 110,
Trenton, NJ 08625-0110 « 609-777-3200.

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

Display this poster in a conspicuous place
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WHISTLEBLOWER PROTECTION ACT

CONSCIENTIOUS EMPLOYEE PROTECTION ACT
“WHISTLEBLOWER ACT”

Employer retaliatory action; protected employee actions;
employee responsibilities

1. New Jersey law prohibits an employer from taking any
retaliatory action against an employee because the employee
does any of the following:

a. Discloses, or threatens to disclose, to a supervisor or to a
public body an activity, policy or practice of the employer
or another employer, with whom there is a business
relationship, that the employee reasonably believes is
in violation of a law, or a rule or regulation issued under
the law, or, in the case of an employee who is a licensed
or certified health care professional, reasonably believes
constitutes improper quality of patient care;

b. Provides information to, or testifies before, any public
body conducting an investigation, hearing or inquiry
into any violation of law, or a rule or regulation issued
under the law by the employer or another employer, with
whom there is a business relationship, or, in the case of
an employee who is a licensed or certified health care
professional, provides information to, or testifies before,
any public body conducting an investigation, hearing or
inquiry into quality of patient care; or

c. Provides information involving deception of, or
misrepresentation to, any shareholder, investor, client,
patient, customer, employee, former employee, retiree or
pensioner of the employer or any government entity.

d. Provides information regarding any perceived criminal

or fraudulent activity, policy or practice of deception

or misrepresentation which the employee reasonably
believes may defraud any shareholder, investor, client,
patient, customer, employee, former employee, retiree or
pensioner of the employer or any governmental entity.

e. Objects to, or refuses to participate in, any activity, policy
or practice which the employee reasonably believes:

i. isinviolation of a law, or a rule or regulation issued
under the law or, if the employee is a licensed or
certified health care professional, constitutes improper
quality of patient care;

ii. isfraudulent or criminal; or

iii. is incompatible with a clear mandate of public policy
concerning the public health, safety or welfare or
protection of the environment. N.J.S.A. 34:19-3.

2. The protection against retaliation, when a disclosure is
made to a public body, does not apply unless the employee
has brought the activity, policy or practice to the attention of
a supervisor of the employee by written notice and given the
employer a reasonable opportunity to correct the activity,
policy or practice. However, disclosure is not required

where the employee reasonably believes that the activity,
policy or practice is known to one or more supervisors of the
employer or where the employee fears physical harm as

a result of the disclosure, provided that the situation is
emergency in nature.

CONTACT INFORMATION
Your employer has designated the following contact person to receive written notifications, pursuant to paragraph 2 above (N.J.S.A. 34:19-4):

Name

Address

Telephone number

This notice must be conspicuously displayed. Once each year, employers with 10 or more employees must distribute notice of this law to their employees.
If you need this document in a language other than English or Spanish, please call (609) 292-7832.
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WORKERS’ COMPENSATION

ATTENTION NEW JERSEY EMPLOYERS
NOTICE REGARDING WORKERS’ COMPENSATION

New Jersey employers are responsible for obtaining their
Workers’ Compensation Posting Notice as required by law.
This notice can be obtained from your Workers’ Compensation Insurance Carrier.

New Jersey’s Workers’ Compensation Law states that, “every employer who has complied with the provisions of the Workers’
Compensation Law shall post and maintain in a conspicuous place or places in and about his place of business, typewritten
or printed notices in such form as the commissioner of banking and insurance may prescribe stating that he has secured
the payment of compensation to his employees and thei dependents in accordance with the provisions of the Workers’
Compensation Law and shall name the company or companies insuring his liability, or shall state that the employer as qualified
before the commissioner of banking and insurance for the carrying of his own liability.”
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