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POLICY STATEMENT

STO Building Group (“STOBG” or the “‘company”), as
part of its commitment to equal employment opportunity,
adheres to all applicable federal, state, and local laws
with respect to equal employment opportunity.

STOBG’s policy is to afford equal employment
opportunity to qualified individuals regardless of race,
color, religion, creed, sex, pregnancy (including
lactation, childbirth, or related medical conditions),
sexual orientation or affectional preference, gender
identity, age, national origin or ancestry, physical or
mental disability or handicap, marital status, genetic
information (including testing and characteristics),
veteran  status, citizenship  status, uniformed
servicemember status, or any other characteristic
protected by applicable federal, state, or local law
(“protected characteristics”). We interpret these
protected characteristics broadly to include the actual
status, any perceptions and assumptions made
regarding such status, and actual or perceived
affiliation/association with individuals having such
status. STOBG further adheres to the specific
protections against discrimination and retaliation set
forth in the EEO is the Law, Supplement to EEO is the
Law, and Pay Transparency Nondiscrimination
Provision policies, which are included at the end of this

policy.

This policy encompasses all aspects of the employment
relationship, including applications, application of
services, benefits, compensation, demotion, discipline,
downgrading, employee benefit plans, hiring, initial
employment, layoff, performance evaluations, policies
wage/salary administration, promotion and transfer,
reassignments, recreation programs, recruitment,
rehires, retirement, termination of employment, training
and apprenticeship, upgrading, seniority, and other
terms and conditions of employment as provided by law.
STOBG ensures that employment decisions are based
only on valid job requirements.

STOBG is a federally-assisted contractor and complies
with the requirements of Executive Order 11246, as
amended (“EO 11246”). STOBG takes affirmative
actions to ensure equal employment opportunity.

STOBG encourages and considers requests for
reasonable accommodations from any otherwise
qualified applicant or employee with a physical or mental
disability, unless the accommodation would impose an
undue hardship on the operations of STOBG’s business

or pose a direct threat to the health and safety of the
individual or others. A determination of any request for
reasonable accommodation will be made on a case-by-
case basis.

IMPLEMENTATION

STOBG’s Chief Executive Officer reaffirms support for
this policy and delegates overall responsibility for
administering STOBG’s equal employment opportunity
program and affirmative action activities to the Chief
Human Resources Officer, who serves as the
company’s Equal Employment Opportunity Officer
(“EEO Officer”). The EEO Officer can be reached at
Claudia.Healy@STOBuildingGroup.com.

While members of management are primarily
responsible for seeing that this Equal Employment
Opportunity and  Affirmative  Action Policy is
implemented, all staff share in the responsibility for
assuring that the policy is effective and applies uniformly
to everyone.

It is the responsibility of each and every employee of
STOBG to give our policy of equal employment
opportunity real meaning through full support and
participation.

REPORTING CONCERNS

If you feel that you have been treated unfairly in any
aspect of your application, candidacy, or employment,
we want to assure you that you have an opportunity to
present your concerns. You may contact STOBG’s EEO
Officer at Claudia.Healy@STOBUuildingGroup.com.

Employees who believe that they or someone else has
been subjected to discrimination, harassment, or
retaliation may utilize the reporting procedure set forth
in the company’s US Non-Discrimination and Anti-
Harassment Policy, which can be accessed on the
STOBG intranet. As set forth more fully in that policy,
you are encouraged to report concerns as soon as
possible to any of the following company resources:

e your supervisor or manager
e your local Human Resources representative
e your department head or business unit leader

e a member of executive management


mailto:Claudia.Healy@STOBuildingGroup.com
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e your compliance liaison or the Compliance &
Ethics Department

e the Legal Department

You may also report potential misconduct anonymously
through our 24/7 helpline, operated by a third party
unaffiliated with STOBG, by calling the below toll-free
numbers or visiting the online portal.

Call toll-free: 866.593.6479 in the US & Canada
0800.032.8483 in the UK
1800.615.403 in Ireland

Online: stobg.ethicspoint.com

This policy does not require reporting discrimination,
harassment, or retaliation directly to an employee’s
immediate supervisor or manager who may be hostile,
who has engaged in such conduct, who is a close
associate of the person who has engaged in such
conduct, or with whom you’re uncomfortable discussing
such matters. Any supervisor or manager who receives
a complaint of discrimination, harassment, or retaliation
or receives information about such conduct must
immediately report it to Human Resources.

The company will undertake a fair, timely, thorough, and
objective investigation, as set forth more fully in the
Investigation section of the company's US Non-
Discrimination and Anti-Harassment Policy.

PROTECTION FROM RETALIATION

This policy does not limit STOBG’s separate US Non-
Discrimination and Anti-Harassment Policy (including its
No Retaliation provision) and the company’s separate
Anti-Retaliation Policy.


http://www.stobg.ethicspoint.com/

Equal Employment Opportunity is

THE LAW

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 I 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 1n 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 IT 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.

EEOC 9/02 and OFCCP 8/08 Versions Useable With 11/09 Supplement

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-P/E-1 (Revised 11/09)



“EEO 1s the Law” Poster Supplement

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

The Disability section is revised as follows:

DISABILITY

Title I 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.

The following section is added:

GENETICS

Title II 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.

The EEOC contact information is revised as follows:

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 section revisions
The Individuals with Disabilities section is revised as follows:

INDIVIDUALS WITH DISABILITIES

Section 503 of the Rehabilitation Act of 1973, as amended, protects qualified individuals 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.

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

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).

The following section is added:

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.

The OFCCP contact information is revised as follows:

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.

Mandatory Supplement to EEOC 9/02 and OFCCP 8/08 “EEQ is the Law” Posters
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PAY TRANSPARENCY

NONDISCRIMINATION PROVISION

The contractor will not discharge or in any other manner discriminate
against employees or applicants because they have inquired about,
discussed, or disclosed their own pay or the pay of another employee or
applicant. However, employees who have access to the compensation
information of other employees or applicants as a part of their essential
job functions cannot disclose the pay of other employees or applicants to
individuals who do not otherwise have access to compensation information,
unless the disclosure is (a) in response to a formal complaint or charge, (b) in
furtherance of an investigation, proceeding, hearing, or action, including an
investigation conducted by the employer, or (c) consistent with the
contractor’s legal duty to furnish information. 41 CFR 60-1.35(c)

If you believe that you have experienced discrimination contact OFCCP
1.800.397.6251 | TTY 1.877.889.5627 | www.dol.gov/ofccp

200 CONSTITUTION AVENUE NW |WASHINGTON, DC 20210 | tel: 1-800-397-6251 | TTY: 1-877-889-5627 | www.dol.gov/ofccp
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