











SECTION IV, Certification

By signing below, the company certifies that it has answered all of the foregoing questions truthfully to the best of its
knowledge and belief and agrees that it/he/she will comply and abide by the City of Urbana's Code of Ordinances (Section 2-
119).

L//MW /l/w " KARLENE DRYER, HR MANAGER/EEO OFFICER

Signature /o Printed Name and Title
KDRYER@STARKCOMPANIES.COM 9/11/2018
E-mail Address Date

SECTION V. Verification

Prior to submitting this form, please check the answers to the following questions to verify your completion of this farm:

1. Did you fill in all of the appropriate boxes in the table in Section Ill, including the “TOTAL" row?
YES NO I:I

2 Have you enclosed your company's EEQ statement?
YES NO D

3. Have you enclosed your company's Sexual Harassment palicy?
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EXCAVATING, INC.
Date: March 1, 2016

To: Department Managers/Supervisory Staff
Employees/Applicants for Employment

Subject: Equal Employment Opportunity Policy
Affirmative Action Plan

All employment practices are intended to provide that individuals be recruited, hired, assigned,
advanced, compensated and retained on the basis of their qualifications, and treated equally in
these and all other respects without regard to discrimination as protected not only by law but
also as a guiding principle of SEI operations. Each employee is expected to cooperate to
achieve this goal.

Affirmative action plan includes the dissemination of our EEQ/Affirmative Action policy to new
employees, and implementation/training every 6 months for all supervisory personnel. Notices
and posters setting forth our EEO policy will be readily accessible to all employees and
applicants.

The recruitment of SEI personnel is accomplished by the normally accepted methods, including
working with local union halls and/or advertising in publications with a circulation among
minorities, women and veterans. All advertising for employees will include our commitment that
we are “An Equal Opportunity Employer”.

Supervisory staff, as well as those responsible for hiring new employees, must take all
necessary action to insure discrimination does not occur with regard to employees and
applicants.

As part of our affirmative action plan, we periodically review wages, selected personnel actions
for evidence of discrimination. We promptly investigate all complains of alleged discrimination or
harassment and if necessary, take appropriate corrective action. We assist in locating,
qualifying, and increasing the skills of minorities and women who are applicants or current
employees. We monitor our workforce and job classifications and analyze availability and under-
utilization and respond accordingly. We work closely with various agencies to recruit in a 50 mile
radius in an effort to attract qualified minorities and females. We track and document all good
faith efforts.

it shall also be considered the responsibility of every supervisory employee to further the
implementation of this policy and insure compliance from all staff under his/her supervision.
Referrals of minorities and women as applicants are encouraged by present and past
employees, as well as friends of the company.

Responsibility for the implementation and monitoring of £~ "'s equal employment opportunity
efforts and this policy has been assigned to Karlene Dryer, Human Resource Manager/EEO
Officer. As the designated company representative, Karlene Dryer shall work with each
department manager, to assist in the education and enforcement of these responsibilities, and

shall monitor tss of these efforts
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David K, Stark, Presiflent
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EXCAVATING, INC.

TO ALL STARK EXCAVATING, INC. EMPLOYEES

Stark Excavating, Inc. encourages your help in referring minority and
female applicants for potential employment with our company. We
also encourage you to assist in referring minority and female
applicants for potential employment with all of our subcontractors.

When referring minority and female applicants for potential
employment, please contact one of our job superintendents or any of
our subcontractors’ job superintendents and they will assist you in
getting contact information for the appropriate union official.
Applicants may also call Stark Excavating, Inc.’s Bloomington office at
309/828-5034 for assistance.

If you are making a referral of a minority and/or female applicant and
do not receive the full support of our superintendents or our
subcontractors’ superintendents, please contact:

Karlene Dryer, Human Resources Manager
Stark Excavating, Inc.

1805 West Washington Street
Bloomington, Illinois 61701
309/828-5034, ext. 276

Stark Excavating, Inc. sincerely appreciates your support in assisting
us in our efforts to provide equal employment opportunities.
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EXCAVATING, INC.

ANTI-HARASSMENT / NON-DISCRIMINATION POLICY

Stark Excavating is committed to providing a work environment that is free from all forms of
illegal discrimination, including harassment.

Stark Excavating will not tolerate any harassing or discriminatory conduct that affects any
condition or privilege of employment, that interferes with an individual's work performance, or
that creates an intimidating, hostile or offensive work environment.

It is illegal to discriminate against or harass an individual based on sex (with or without sexual
conduct), age, race, color, religion, sexual orientation, marital status, national origin, ancestry,
disability, military status, or any other basis protected by federal, state, or local laws,
ordinances, or regulations. It is also illegal to harass or discriminate because the employee
opposed job discrimination or participated in an investigation or compiaint proceeding under
the Equal Employment Opportunity (EEQO) statutes. Stark Excavating will promptly
investigate alleged harassment and/or discrimination and will take appropriate action for any
violations of this policy, up to and including discharge.

Definition of Harassment
Harassing behavior (based on any protected status) is any verbal, visual, or physical conduct,
which creates an intimidating, hostile or offensive working environment. “Verbal, visual, or
physical conduct” includes, but is not limited to:
e Verbal conduct such as derogatory jokes, comments, slurs, threats; use of
demeaning or inappropriate terms or names; crude or offensive language; or
discussing sexual activity about or around others.

¢ Visual conduct such as derogatory and/or sexually oriented posters, photographs,
cartoons, drawings, notes or gestures.

e Physical conduct such as sabotaging or interfering with work; using derogatory
gestures or sounds; intimidating, assaulting or inappropriately touching others.

Sexual advances, requests for sexual favors, and other verbal or physical conduct of a sexual
nature constitutes sexual harassment when one or more of the following apply:

e Submission to such conduct is made an explicit or implicit term or condition of an
employee’s employment;

¢ Submission to or rejection of such conduct by an employee is used as a basis for
employment decisions affective the employee; or
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e Such conduct unreasonably interferes with an employee’s work performance or
creates an intimidating hostile or offensive working environment.

Respons.._ility of Management and _aper __sors

All management and supervisors have a responsibility to be sensitive to and deal with
harassment as with any other form of employee misconduct. This responsibility of
management and supervisors includes discussing this policy with all employees, monitoring
the work activities for indications of harassment, cautioning employees who appear to be
engaging in harassing or inappropriate behavior and immediately reporting an incident to the
Human Resources Manager, Safety Director/Risk Manager or to the President of Stark
Excavating.

Confidentiality

Information will only be disclosed on a need-to-know basis in order to investigate and resolve
the matter and to comply with applicable iegal obligations. All parties involved in a complaint
must maintain confidentially regarding their participation in the investigation.

Retaliation

Retaliation against employees for filing a complaint or for assisting in an investigation is
strictly prohibited, even if the investigation does not find that harassment occurred. Examples
of retaliation include, but are not limited to: changes in terms and conditions of employment,
sabotaging work, filing baseless counter complaints and/or talking negatively about the
employee to others.

Compilaint Procedures
1. If an employee believes that he/she or any other individuals are being subjected to
ilegal harassment or discrimination, this information must be promptly reported to
either Karlene Dryer (Human Resources Manager), Wayne Clayton (Safety
Director/Risk Manager) or to David Stark (President).

2. The complaint will be promptly investigated and appropriate actions will be taken to
resolve the complaint.

3. The complaint and investigatory information will be documented and retained in a
separate file from employee personnel files.
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Pursuit of a Harassment Complaint with an Outside Agency

It is hoped that most se al _ _ssment complaints and incid can e res _ using
the internal complaint procedures as described above. However, if an employee believes
that his or her complaint has not been resolved to his or her satisfaction by using the internal
procedures, he or she has the right to contact the lllinois Department of Human Rights
(IDHR) or the U.S. Equal Employment Opportunity Commission (EEOC) about filing a formal
complaint. An IDHR complaint must be filed within 180 days of the alleged incident(s) unless
it is a continuing offense. A complaint with the EEOC must be filed within 30 days.

lllinois Department of Human Rights lllinois Human Rights Commission
(217) 785-5100 — Springfield (217) 785-4350 — Springfield

(312) 814-6200 — Chicago (217) 557-1500 — TTY Springfield
(800) 662-3942 — Chicago (8312) 814-6269 — Chicago

(866) 740-3953 — TTY lllinois (8312) 814-4760 — TTY Chicago

U.S. Equal Employment Opportunity Commission
(800) 669-4000 - Toll Free within State of lllinois
(800) 669-6820 — TDD Chicago

An employee who believes they have been retaliated against for filing a complaint with the
IDHR or EEOC may file a retaliation charge, which is also due 180 days (IDHR) or 300 days
(EEOC) from the alleged retaliation. Retaliation could include employer actions such as
being suddenly transferred to a lower paying job or passed over for a promotion after filing a
complaint with the IDHR or EEOC.
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