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Applications must be submitted through our Human Resources Department.

In Person:
10727 East 51° Street, Tulsa, OK 74146

By Mail:
PO Box 471316, Tulsa, OK 74147-1316

By Email:
mbieser@sbtulsa.bank

If you should need assistance completing this application,
please contact our HR Department at 918.664.6100 or notify us in person, by mail or email.

Please Note: We are only able to accept applications for currently open positions. Thank you.

An Equal Opportunity Employer Member FDIC

CREDIT AND BACKGROUND VERIFICATIONS

As a part of our application process, all applicants are asked to give consent for Security Bank to pull an Employment (or Persona) Credit Report.
Furthermore, it is the policy of Security Bank to conduct background checks of employees upon hire, prior to granting access to the Bank’s customer
information resources and systems. This will ensure the Bank does not violate 12 U.S.C. 1829, which prohibits the Bank from hiring an individual
convicted of certain criminal offenses or who is subject to a prohibition order under 12 U.S.C. 1818(e)(6).
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We offer equal employment opportunities to all persons without regard to race, color, religion, age, marital or veterans’ status, sex, national origin, physical or mental
disability, or any other legally protected status. No question on this application is intended to secure information to be used for discriminatory reasons. This
application will be considered an active application for 60 calendar days.

Applicant Information

Full Name: Date:
First MI Last Name

Address:
Street Address / Apartment or Unit Number
City, State ZIP

Phone: Email:

Date Available: Social Security No: Desired Salary:

Position Applied for:

YES NO YES NO

Are you a citizen of the United States? If no, are you authorized to work in the U.S.?
Are you over the age of 18?

Have you ever worked for this company? If yes, when?

Have you ever been bonded? If yes, when?

Have you ever had a bond refused or cancelled? If yes, when?

Have you ever been convicted of a felony? If yes, when?

C atio
Degree or Major or
Name City, State #Yrs Completed Type of Course Under What Name if Different

High School or Preparatory School

[Trade or Business School

ICollege or University

IGraduate School

List Any Banking, Finance or Accounting Courses Taken

Job Skills

Please list any job-related skills, certificates, computer training, or other qualifications that support your application for this position:

References

Please list three professional references.

Name Company Phone Years Known Relationship
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Company: Phone:
Address: Supervisor:
Job Title: Starting Salary: Ending Salary:
Responsibilities:
From: To: Reason for Leaving:

YES NO

May we contact your supervisor for a reference?

Company: Phone:
Address: Supervisor:
Job Title: Starting Salary: Ending Salary:
Responsibilities:
From: To: Reason for Leaving:
Company: Phone:
Address: Supervisor:
Job Title: Starting Salary: Ending Salary:
Responsibilities:
From: To: Reason for Leaving:

Military Service
Branch: From: To:
Rank at Discharge: Type of Discharge:

If other than honorable, explain:

Job Applicant’s Certification

Please Read Carefully Before Signing

| certify that the information given by me in this application (and accompanying resume, if any) is true in all respects and | agree that if the information given is found
to be false in any way, it shall be considered sufficient reason for denial of employment or discharge if discovered at a later date. | authorize the use of any information in this
application to verify my statements. In addition, | authorize previous employers, all references, and any other persons to answer all questions asked concerning my ability,
character, reputation, and previous education or employment record. | release all such persons from any liability or damages on account of having furnished such information.
| consent to such investigations as the financial institution may make regarding driving records, law enforcement records, credit reports and my general background, and will
agree to be fingerprinted, if necessary.

| further understand that all applicable portions of this application must be completed or | will be ineligible for consideration for the position for which | am applying.

| understand that nothing contained in this employment application or in the granting of an interview or of a position of employment is intended to create an
employment contract between the financial institution and myself for either employment or for the providing of benefits. No promises regarding employment have been made to
me and | understand that no promise or guarantee of employment for any specific length of time or under any specified circumstances shall be binding upon the financial institution
unless made in writing by or with the express written consent and authorization of executive management of the financial institution. If an employment relationship is established,
| understand that | will be employed at-will and that | have the right to terminate my employment at any time and for any reason and that the financial institution retains the same
right.

| understand that, depending on the position applied for, prior to being offered employment with the financial institution | may be requested to take an examination
pertaining to skills or equipment operation. In the event | have a disability which will affect my ability to take the test, | will so inform the financial institution prior to the administration
of the test so that a reasonable accommodation can be made. Requested accommodations may include accessible testing sites, modified testing conditions, and accessible
testing formats. The financial institution reserves the right to require medical documentation concerning the need for the accommodation.

I understand that if | am employed, | will comply with the policies and rules which are issued by the financial institution. | also understand that the policies and rules
are not a condition of employment and that they may be unilaterally revised, in whole or in part, at any time. Furthermore, should periodic drug testing be required, | consent to
undergo such testing. Refusal to do so could result in my termination.

If you do not understand or if you disagree with any portion of the above certification, do not sign before discussing with a member of management.

Signature: Date:
To be completed by the Employer: Date Application Received
Comments
Date of Employment Department Job Title. Salary
Additional Conditions of Employment (Adj to vacations, etc.)
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Date

Notice Regarding Consumer Reports

This notice must be completed by Security Bank and signed by the Applicant if either a consumer report or an investigative consumer report is requested on the
applicant.

[ Applicant Name and Address Financial Institution Name and Address |

Security Bank
10727 East 515t Street
Tulsa, Oklahoma 74146

Consumer Report

If checked, a consumer report may be obtained by Security Bank for employment purposes in connection with
your Application for Employment.

Investigative Consumer Report

If checked, an investigative consumer report (including, as applicable, information as to your character, general
reputation, personal characteristics, and mode of living) may be made in connection with your Application for
Employment. An investigative consumer report involves personal interviews with sources such as neighbors,
friends and associates. You have the right to request that Security Bank make a complete and accurate
disclosure to you of the nature and scope of the investigation requested. Your request must be made in writing
to Security Bank within 30 days after you complete the Application for Employment. You also have the right to
request a written summary of your rights under the Federal Fair Credit Reporting Act.

Authorization by Applicant

By signing below, the Applicant named above hereby authorizes the procurement by Security Bank of a consumer
report and/or an investigative consumer report in connection with Applicant’s Application for Employment.

Check here if you would like a copy of your consumer report and/or investigative consumer report at no charge.

Signature of Applicant Date

A copy of this notice will be provided upon request.



Affirmative Action:

Voluntary Self-ldentification Form

Security Bank is an Equal Opportunity Employer. As required by law, we must record certain information to be

made a part of our Affirmative Action Program.

Applicants for employment are also invited to participate in the Affirmative Action Program by reporting their

status as disabled, disabled veteran, veteran of the Vietnam era or other minority. In extending this invitation you

are also advised that: (a) workers (applicants) are under no obligation to respond, but may do so in the future if they
choose; (b) responses will remain confidential within the Human Resources Department; and (c) responses will be
used only for the necessary information to include in our Affirmative Action Program. We are a company that

values diversity. We actively encourage women and minorities to apply. Refusal to provide this information will
have no bearing on your application and will not subject you to any adverse treatment.

Please complete the information requested below. Thank you for your cooperation.

Section 1: General Applicant Information

Name

Date

Position Applied For

Section 2: Please check (4) all that apply (See reverse for definitions)

Race or Ethnic Identity:

[ ]Hispanic or Latino

[ ]White

[ ]Black or African American

[ ]Native Hawaiian or Pacific Islander

[ ]Asian

[ ]JAmerican Indian or Alaskan Native
Tribe

[ JTwo or More Races (not Hispanic or
Latino)

Individual with Disability(ies):

[ JYes
[INo

Gender:

[IMale
[ JFemale

Veteran Status:

[ ]Vietnam Era Veteran

[ ]Disabled Veteran

[|Special Disabled Veteran

[ ]Disabled Veteran of Vietnam Era
[JRecently Separated Veteran

[ JPre-JVA Veteran

[ JArmed Forces Service Medal Veterans

[]Active Duty or Wartime Campaign
Badge Veteran

[ ]Other Protected Veteran

[] Veteran Status Does Not Apply

[_]1 do not wish to Self-1dentify

How did you hear of our opening?

[]Current Employee [ ]Newspaper Ad [_JRecruiter [ _|Other - Explain Below:

Signature

For Human Resources Use Only:

Job Group




**For your information: According to 41 CFR 60-741.42, there are only two circumstances when an employer may ask a disabled applicant to self-identify
on a pre-offer basis:

(1) The invitation is made when the contractor actually is undertaking affirmative action for individuals with disabilities at the pre-offer stage; or (2) The
invitation is made pursuant to a Federal, state or local law requiring affirmative action for individuals with disabilities.

(2) Federal contractors/subcontractors with 50 or more employees and federal contracts or subcontracts of $50,000 or more are required to invite applicants
to self-identify as a protected veteran prior to making a job offer, in addition to the post-offer self-identification that is already required. The pre-offer invitation
to self-identify may be included in the contractors’ application materials.

EEOC RACE/ETHNIC IDENTIFICATION CATEGORIES
Hispanic or Latino
A person of Cuban, Mexican, Puerto Rican, South or Central American, or other Spanish culture or origin regardless of race.
White (Not Hispanic or Latino)
A person having origins in any of the original peoples of Europe, the Middle East, or North Africa.
Black or African American (Not Hispanic or Latino)
A person having origins in any of the black racial groups of Africa.
Native Hawaiian or Other Pacific Islander (Not Hispanic or Latino)
A person having origins in any of the peoples of Hawaii, Guam, Samoa, or other Pacific Islands.
Asian (Not Hispanic or Latino)
A person having origins in any of the original peoples of the Far East, Southeast Asia, or the Indian Subcontinent, including, for example,
Cambodia, China, India, Japan, Korea, Malaysia, Pakistan, the Philippine Islands, Thailand, and Vietnam.
American Indian or Alaska Native (Not Hispanic or Latino)
A person having origins in any of the original peoples of North and South America (including Central America), and who maintain tribal
affiliation or community attachment.
Two or More Races (Not Hispanic or Latino)
All persons who identify with more than one of the above five races.
Individual with Disabilities
Defined as a person who (1) has a physical or mental impairment which substantially limits one or more of his or her major life activity(s),
(2) has a record of such impairment(s), or (3) is regarded as having such impairment(s). For purposes of this definition, an individual with
disability(s) is substantially limited if he or she is likely to experience difficulty in securing, retaining, or advancing in employment because
of the disability(s).
Veteran of the Vietnam-Era
Defined as (a) an active duty wartime or campaign badge veteran who served on active duty in the U.S. military, ground, naval or air
service during a war or in a campaign or expedition for which a campaign badge has been authorized, under the laws administered by the
Department of Defense. (b) an Armed Forces service medal veteran who, while serving on active duty in the U.S. military, ground, naval or
air service, participated in a United States military operation for which an Armed Forces service medal was awarded pursuant to Executive
Order 12985 (61 FR 1209).
Disabled Veteran
Defined as (1) a veteran of the U.S. military, ground, naval or air service who is entitled to compensation (or who but for the receipt of
military retired pay would be entitled to compensation) under laws administered by the Secretary of VVeterans Affairs, or (2) a person who
was discharged or released from active duty because of a service-connected disability.
Special Disabled Veteran
Defined as a veteran who is entitled to compensation (or who but for the receipt of military retired pay would be entitled to compensation)
under laws administered by the Department of Veterans Affairs for a disability:
1. Rated at 30 percent or more; or
2. Rated at 10 or 20 percent in the case of a veteran who has been determined under 38 U.S.C. 3106 to have a serious employment
handicap; or
3. A person who was discharged or released from active duty because of a service-connected disability.
Disabled Veteran of the Vietham Era
Defined as a person who served on active duty for a period of more than 180 days, and was discharged or released therefrom with other
than a dishonorable discharge, if any part of such active duty occurred:
e In the Republic of Vietnam between February 28, 1961, and May 7, 1975; or
e  Between August 5, 1964, and May 7, 1975, in all other cases; or
e Was discharged or released from active duty for a service-connected disability if any part of such active duty was performed In
the Republic of Vietnam between February 28, 1961, and May 7, 1975; or between August 5, 1964, and May 7, 1975, in all other
cases.
Recently Separated Veteran
Any veteran who served on active duty in the U.S. military, ground, naval or air service during the one year period beginning on the date of
such veteran’s discharge or release from active duty.
Pre-JVA Veteran
Defined as an individual who is an employee of or applicant to a contractor with a contract of $25,000 or more entered into prior to
December 1, 2003 and unmodified since to $100,000 or more, and who is a special disabled veteran, veteran of the Vietnam era, pre-JVA
recently separated veteran, or other protected veteran.
Armed Forces Service Medal Veteran
Defined as any veteran who, while serving on active duty in the U.S. military, ground, naval or air service, participated in a United States
military operation for which an Armed Forces service medal was awarded pursuant to Executive Order 12985.
Active Duty or Wartime Campaign Badge Veteran
Defined as a veteran who served on active duty in the U.S. military, ground, naval or air service during a war or in a campaign or
expedition for which a campaign badge has been authorized, under the laws administered by the Department of Defense.



Equal Employment Opportunity is

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
institutions, employment agencies and labor organizations are protected under Federal law from
discrimination on the following bases:

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN

Title VII of the Civil Rights Act of 1964, as amended, protects applicants and employees from discrimination in
hiring, promotion, discharge, pay, fringe benefits, job training, classification, referral, and other aspects of
employment, on the basis of race, color, religion, sex (including pregnancy), or national origin. Religious
discrimination includes failing to reasonably accommodate an employee’s religious practices where the
accommodation does not impose undue hardship.

DISABILITY

Title | and Title V of the Americans with Disabilities Act of 1990, as amended, protect qualified individuals
from discrimination on the basis of disability in hiring, promotion, discharge, pay, fringe benefits, job training,
classification, referral, and other aspects of employment. Disability discrimination includes not making
reasonable accommodation to the known physical or mental limitations of an otherwise qualified individual
with a disability who is an applicant or employee, barring undue hardship.

AGE

The Age Discrimination in Employment Act of 1967, as amended, protects applicants and employees 40 years
of age or older from discrimination based on age in hiring, promotion, discharge, pay, fringe benefits, job
training, classification, referral, and other aspects of employment.

SEX (WAGES)

In addition to sex discrimination prohibited by Title VII of the Civil Rights Act, as amended, the Equal Pay Act
of 1963, as amended, prohibits sex discrimination in the payment of wages to women and men performing
substantially equal work, in jobs that require equal skill, effort, and responsibility, under similar working
conditions, in the same establishment.



GENETICS

Title Il of the Genetic Information Nondiscrimination Act of 2008 protects applicants and employees from
discrimination based on genetic information in hiring, promotion, discharge, pay, fringe benefits, job training,
classification, referral, and other aspects of employment. GINA also restricts employers’ acquisition of
genetic information and strictly limits disclosure of genetic information. Genetic information includes
information about genetic tests of applicants, employees, or their family members; the manifestation of
diseases or disorders in family members (family medical history); and requests for or receipt of genetic
services by applicants, employees, or their family members.

RETALIATION

All of these Federal laws prohibit covered entities from retaliating against a person who files a charge of
discrimination, participates in a discrimination proceeding, or otherwise opposes an unlawful employment
practice.

WHAT TO DO IF YOU BELIEVE DISCRIMINATION HAS OCCURRED

There are strict time limits for filing charges of employment discrimination. To preserve the ability of EEOC to
act on your behalf and to protect your right to file a private lawsuit, should you ultimately need to, you
should contact EEOC promptly when discrimination is suspected: The U.S. Equal Employment Opportunity
Commission (EEOC), 1-800-669-4000 (toll-free) or 1-800-669-6820 (toll-free TTY number for individuals with
hearing impairments). EEOC field office information is available at www.eeoc.gov or in most telephone
directories in the U.S. Government or Federal Government section. Additional information about EEOC,
including information about charge filing, is available at www.eeoc.gov.

Employers Holding Federal Contracts or Subcontracts

Applicants to and employees of companies with a Federal government contract or subcontract are protected
under Federal law from discrimination on the following bases:

RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN

Executive Order 11246, as amended, prohibits job discrimination on the basis of race, color, religion, sex or
national origin, and requires affirmative action to ensure equality of opportunity in all aspects of
employment.

INDIVIDUALS WITH DISABILITIES

Section 503 of the Rehabilitation Act of 1973, as amended, protects qualified individuals from discrimination
on the basis of disability in hiring, promotion, discharge, pay, fringe benefits, job training, classification,
referral, and other aspects of employment. Disability discrimination includes not making reasonable
accommodation to the known physical or mental limitations of an otherwise qualified individual with a
disability who is an applicant or employee, barring undue hardship. 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.



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

The Vietnam Era Veterans’ Readjustment Assistance Act of 1974, as amended, 38 U.S.C. 4212, prohibits job
discrimination and requires affirmative action to employ and advance in employment disabled veterans,
recently separated veterans (within three years of discharge or release from active duty), other protected
veterans (veterans who served during a war or in a campaign or expedition for which a campaign badge has
been authorized), and Armed Forces service medal veterans (veterans who, while on active duty, participated
in a U.S. military operation for which an Armed Forces service medal was awarded).

RETALIATION

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

Any person who believes a contractor has violated its nondiscrimination or affirmative action obligations
under the authorities above 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) or (202) 693-1337 (TTY). OFCCP may also
be contacted by e-mail at OFCCP-Public@dol.gov, or by calling an OFCCP regional or district office, listed in
most telephone directories under U.S. Government, Department of Labor.

Programs or Activities Receiving Federal Financial Assistance

RACE, COLOR, NATIONAL ORIGIN, SEX

In addition to the protections of Title VII 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.

EEOC 9/02 and OFCCP 8/08 Versions Useable With 11/09 Supplement
EEOC-P/E-1 (Revised 11/09)



'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.

-~ 1-866-487-9243
=WH ) WAGE AND HOUR DIVISION 1% 1 778006607

UNITED STATES DEPARTMENT OF LABOR
www.dol.gov/whd E

WH1462 REV07/16



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:

e The birth of a child or placement of a child for adoption or foster care;
o To bond with a child (leave must be taken within 1 year of the child’s birth or placement);
e To care for the employee’s spouse, child, or parent who has a qualifying serious health condition;
e  For the employee’s own qualifying serious health condition that makes the employee unable to perform the employee's job;
e 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 illness.

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:

o Have worked for the employer for at least 12 months;
e Have at least 1,250 hours of service in the 12 months before taking leave;* and
e 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 is 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: E P4

L] o

1-866-4-USWAGE o

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

www.dol.gov/whd =WHE

U.S. Department of Labor | Wage and Hour Division

WH1420 REV 04/16



This Organization
Participates in E-Verify
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This employer will provide the Social Security Administration
(SSA) and, if necessary, the Department of Homeland
Security (DHS), with information from each new employee’s
Form I-9 to confirm work authorization.

IMPORTANT: If the Government cannot confirm that you
are authorized to work, this employer is required to give
you written instructions and an opportunity to contact DHS
and/or the SSA before taking adverse action against you,
including terminating your employment.

Employers may not use E-Verify to pre-screen job applicants

and may not limit or influence the choice of documents you
present for use on the Form [-9.

E-Verify Works for Everyone

For more information on E-Verify, please contact DHS:

888-897-7781
www.dhs.gov/E-Verify

<
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To determine whether Form I-9 documentation is valid, this
employer uses E-Verify’'s photo matching tool to match the
photograph appearing on some permanent resident cards,
employment authorization cards, and U.S. passports with
the official U.S. government photograph. E-Verify also checks
data from driver’s licenses and identification cards issued by
some states.

If you believe that your employer has violated its
responsibilities under this program or has discriminated
against you during the employment eligibility verification
process based upon your national origin or citizenship status,
please call the Office of Special Counsel at 800-255-7688,
800-237-2515 (TDD) or at www.justice.gov/crt/osc.

NOTICE:

Federal law requires all employers to verify

the identity and employment eligibility of all
persons hired to work in the United States.

OY}A%A» \?’\J SECO
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E-VERIFY IS A SERVICE OF DHS AND SSA

The E-Verify logo and mark are registered trademarks of Department of Homeland
Security. Commercial sale of this poster is strictly prohibited.
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