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EXHIBIT A




































Subpoena No. B-1-OZVHQX -~

IN LIEU OF PROVIDING THE RECORDS AND DOCUMENTS REQUESTED
ABOVE, PROVIDED NOTICE IS RECEIVED BY COUNSEL FOR THE GENERAL
COUNSEL NO LATER THAN NOVEMBER 12, 2015, RESPONDENT MAY MAKE
THE RECORDS AND DOCUMENTS REQUESTED HEREIN AVAILABLE BY
DELIVERY TO THE NATIONAL LABOR BELATIONS BOARD, REGION 28, LAS
VEGAS RESIDENT OFFICE, FOLEY FEDERAL BUILDING, 300 LAS VEGAS
BOULEVARD SOUTH, SUITE 2-901, LAS VEGAS, NV, NO LATER THAN
NOVEMBER 13;2015. PROVIDED FURTHER, THAT SUCH RECORDS AND
DOCUMENTS REQUESTED HEREIN WILL NOT BE REQUIRED TO BE
PRODUCED AT THE HEARING IN THIS MATTER IF THE RESPONDENT AND
COUNSEL FOR THE GENERAL COUNSEL ARRIVE AT A STIPULATION WITH
REGARD TO THE INFORMATION CONTAINED THEREIN AND SUCH
STIPULATION IS RECEIVED IN EVIDENCE BY THE ADMINISTRATIVE LAW
JUDGE HEARING THIS MATTER.




























EXHIBIT C












1 declare under penalty of perjury that the foregoing is true and correct.

Executed on November 10, 2015,

Subscribed and sworn to before
me this 10th day of November, 2015.
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(2)  cecied an impression mnong its employees thal their union activities and
protected concerted activities are under surveillance.

ANSWER:
Respondent denics the allepations et farth in paragraph 5(g).
COMPLAINT § 5(h):

About May 18, 2015, Respondent, by Alejandra Magaiin (Magaita), at Respondent’s
fecility, interrogated its employees about their umon activities and protected concerted activities.

ANSWER:
Respondent denies the allepations set forth.in parageaph 5(h).

COMPLAINT g 5(i):

On a date in or around June 2015, a more precise date unknown to the General Counsel
but particularly within the knowledge of Respondent, Respondent, by Keeran, at Respondent’s
facility, threajened employees with 4 reduction in hours becausc of their union membership,
activitics, aud sympathies.

ANSWER:

Respondent denies the atlepations set forth in paragraph 5(i).
COMPLAINY 9 5(j):

About June 7, 2015 Respondent by Imelda Cretin (Cretin), at Ruespondent’s facility,
threatened that its employves wouid Jose opportunities {or promotions because they engaged in
unien activities and protected concetted activitics.

ANSWER:

Respondent denies the alliyations et forth in paragraph (j).
COMPLAINT q 5(k):

About June 13, 014, Responders, by Wandick, ot Respondent’s sacility:

H by comung 10 and vemaining in a poest mom whete employees yoho
supported the Lion were working:

(i) ensaged in suivedilance of ity empioyees ii suspected of enveging
in anio. sctivitics and protecien concrted activities; and
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PERPORMANCE — Performance by ths Charged Party with the tarmz snd provisions of this Agreement shall
commedice immedjately after the Agrecment is approved by the Reglanal Director, or if the Charging Party does
oot enker Into this Agreement, perfonuance shall cogenonce immediately upon receipt by the Charged Perty of
notice that no review has been requested or that the General Counsel hes sustained the Regional Director,

The Charped Parly agrees that in case of non-compliance with any of the terms of this Settlement Agreement by
the Charged Party involving this jocation within twelve (12) months of the appraval of this Setdement
Agroement, md after 14 days notice from the Regional Director of the Nationa! Labaor Relations Board of such
non-compliance without remedy by the Charged Party, ths Regional Directnr will reissuc the camplaint
previously igsued on November 25, 2014 in the ingtant cages. Thereafter, the General Coumsel may file a
motion for default judgement with the Board on the allagations of the complaint, The Charged Party understands
-and agrees that the allagations of the aforementioned complaing will be deemed admitted and its Answer to such
complaint will be considered withdrewn. The only latuo that may be raised before the Board is whether the
Charged Party defaulted on the terms of this Scttlement Agreement. The Board may then, without necessity of
frial or any other proceeding, find all allegations of the complaint to be truemdmakaﬂndmgs of fact and
conchusions of law consistent with thos¢ allegations adverse 1o the Charged Paity on «}l issuss raited by the
pleadings. The Board may then issue an ordar providing 4 full remedy for the violations found es is approprists
to remedy sush violationa, The patties fusther agree that a U.S. Cowrt of Appeals Judgment may be entered

eafireing the Board order ex parte, afier service ar atterapted service upon Charged Party/Respandent et the last
address provided to the General Covnsel

NOTIFICATION OF COMPLIANCE — Each party to this Agreemant will notify the Regional Director in
writing what steps tthhargﬂl Party has {aken to comuply with tho Agreement This notification shall be given
within § days, and agein after 60 days, from the date of the approval of this Agreemwent. If the Chaging Party
domnutmmothummt,ammlmdmsbaubagimmﬂmidaysaﬁanohﬁcﬂmﬁom the
Regional Director that the Charging Party did not request roview or that the General Covnsel sustained the
Regional Director's approval of this agreement, No forther action shall be tekten in the abave captioned case(s)
provided that the Charged Parfy complies with the terms andcundmnnsofihu SenianmtAgmmentmd
Notice.

Charged Party Chargiug Party
TRUMP RUFFIN COMMERCIAL LLC CULINARY WORKERS UNION, LOCAL 226
AFFILIATED WITH UNITE HERE
By: ‘Name and Titlc Date By,  Namoend Titie Date.
‘Bﬂuh‘&ud-*’!llf-b I')_zs. |q /8/ Jose Pineda 12-22-14
Department Head
Appzoyed By Date
onel Director, Region 27 / 2_"27"/%

cLb necewzo_\/ REJECTED
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(To be printed and posted on official Board notice form)

FEDERAL LAW GIVES YOU THE RIGHT T0O:

« Foim, join, ar agsist a uniom; _

« Choases a regresentative to bargain with us on your behalf,

s Act together with other employess for your benafit and protection;
= Chooso not to engage in any of those protected activities,

WE WILL NOT do anything to prevent you from exercising the abave rights.
WE WILL NOT ask you about your and other employee’s union ectivities.

W.E WILL NOT golicit your complatnts and grivances and impliedly promise that we will
remedy them ip ordes to discourage you from supporting a union.

WE WILL NOT promise yeu better benefits or give You new or better benefits to discoutage
you fram supporting a union.

You have the right fn wear mnion pms while woddng, and WE WILL NOT stop you from
wearing umion pins at wark or send you home for wearing union pins st work so long es sush
pizs are not $o Conspicuions as to interfere with the Employer's public image.

WE WILL NOT threaten you With discharge for engaging fu unian activities,

WE WILL NOT closely monitor you in ordes to intimidate you from cogapging in unicn
ectivitics, '

WE WILL remove from our files all references to the suspensions of Gisalla Happs, Calia
Vargas, Capmen Llaroll, Oftlia Diaz Cardenas ond Rodolfo Aleman, and WE WILL notify them
in Writing fhat this has been dono and that their susprasions will not be used against them in amy
WRY.

WE BAVE paid Gisells Happe, Celia Vargas, Cameri Llsrull, Ofelia Dlaz Cardeanas and
Rodolfo Alemsn for the wages und other benefits they lost becanse we suspénded them.

WE WILL NOT in any liks or related manncr jntecfere with your rights under Section 7 of the
Act

Trunap Ruffin Commerels! 1.1.C
(Employer)

btz (2:% 817 gy ? WZM&@?@/&@

(Represantattve) (Tis)




——=

The Nutlonal Labor Relations Board is an independent Federal agency created in 1935 to
enforce the National Labor Relations Act. We conduct secret-ballot elections lo determine
whether employees want union represeniation and we investigate and remedy unfair labor
practices by employers and urions. To find out more about your rights undér the Act and haw to
file a charge or election petition, you may speak confidentially to any agent with the Board’s
Regional Office ser forth below or you may call the Board's toflfree number 1-865-667-NLRB
(1-866-667-6572). Hearing impaired persons may comtnct the Agency’s TIY service at {-866-
315-NLRB. You may also obtaln information from the Board’s website: wenw.nlrb gov.

Byron Rogery Federal Office Bullding Telephonn: (307)844-335%
1961 Stour Strees, Suite 13-103 . Hours of Operation; 3:30am. toSpam
Dernver, CO 0294

THIS IS AN OFFICIAL NOTICE AND MUST NOT BE DEFACED BY ANYONE

This notice muxt remain posted for 60 consecutive days from the date of posting and mrusit not be
altered, defaced or covered by any other materjal. Any questions concerning this notice or complience
with s provisions may be dirocted to the ahove Regiomal Office's Compliance Officer.
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_June 24, 2015 Nancy Martinez Designated Agent of NLRI3

Date Name

/3/ Nancy Martinez

Signature
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ABOUT THIS HANDBOOK

As with any new job, you want to know what to expect from your employer and what will be
expected from you. You will have questions about your job duties, your benefits and the general
operations of TIHLV. We have prepared this associate handbook to familiarize you with the Hotel
and its philosopny, and provide you with information about working conditions, associate benefits
and some ol the policies affecting your empioyment. You should read this handbook carefully,
comply with all of its provisions and keep a copy for future reference. Remembez, this handboox is
only intended to provide a general summary of the policies and benefits of employment with the
Hotel. This hardbook is not intended a5 a contract of employment, nor is it 2 guarantee of
contnued employment, and should not be viewed or construed 2s the basis of any contractial
obligations of the Hotel.

This handbook replaces all prior handbooks and previously issued descriptons of Hotel policies,
practices, procedures and benefits. The Hotel reserves the right to suspend, mod:fy, rescind ot
amend any provision in this handbook at any time, even without notice. Nothing in this handbook
changes the at-will natuze of your employment with the Hotel. Employment at-will means that
your ermployment with the Hotel is voluntarily entered into, and you are free to resign, at any ime,
with or without notice or cause. Similarly, the Hotel may terminate your employment, at any time,
with or without notice or cause. No representative of the Hotel, other than the Managing Director
of the Hotel, has authority to enter into any agreement with you for employment for any specified
period of ume, or to otherwise modify the at-wili nature of your employment reladenship. Any such
agreement must be in writing and signed by both you and the Managing Director of the Hotel.

Your Deparoment Manager and the Human Resources Department will be your pamary sources of

information regasding your employment. Please do not hesitate to ask questior:s or make
suggestions.
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Escort our guests
Make our puests feel at home. Whean they ask you for dircctions, do not point. Escort them to a
point where they feel comfortable with directions given.

Exrend courtesy

We are here for one reason, and that is to provide the ultimate guest satisfaction. Always go out of
your way to extend common courtesy. Always allow guests to enter or exit the elevator fiest. Never
interrupt a guest when he/she is speaking. Use polite and non scripted expressions of gratimde.

Let your personality show

Oae of the reasons you wete hired is your charisima and personality. We want you to use these great
traits. Guests thoroughly enjoy being patt of an environment where associates can be themselves
and at the same time act as true professionals.

Have some fun
Do whatever you can to create a p.easurable environment where your actons insure our guests leave
the Hotel with a positve memory 2nd an anticipation of 2 return visit.

GENERAL EMPLOYMENT POLICIES

At-Will Employment

Employment with the Hotel is “at will,” which means that eithet the Hotel or the associate may
terminate the employment relattonship at any time, with or without notice ot cause. No
tepresentative of the Hotel, other than the Managing Director, bas anthority to enter into any
agrcement with you for employment for any specified period of time, o to otherwise modify the at-
will nature of your employment rcladonship. Auay such agreement must be in wridng and signed by
both you and the Managing Director.

Introductory Period

Itis the policy of TTHLV that all new associates will be in an introductory pedod for the first 90
calendar days of employtnent. Associates transferred and/or promoted into a new/different
position will be required to serve a new introductory peniod. This introductory period is an
opportunity for the assodare to evaluate whether the Hotel tits their career goals and provides the
Hotel with an initial oppormunity to assess the associate’s ability level.

The Hotel may extend, upon wrtten notice, the duration of the lowoductory penod if it determunes,
in its sole discrerion, that such an extension is appropnate. The employment relationship can be
teminated by either patty at any time durting or after the introductory period, with or without notice
or cause. Successful completion of the introductory period is not a guarantee of continued
employment or of any set tern of employment. If the introductory period is extended for an
associate who would otherwise be benefit eligible, the assodate’s benefit statixs will not be impacted
by an extension of the introductory penod.
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the security of the property. Each sitnation will be handled based upon its owa unique
circumstances, the availabiliry of positions ana the specific qualifications of the individuals involved.

Hurman Resources is responsible for the administration of the relatives’ palicy. Ifan associate has or
develops a relatonship which would be the subject of this policy, it is the associates’ duty to notify
Human Resources in wiiting within 7 days.

EQUAL EMPLOYMENT OPPORTUNITY (EEQ)

TIHLY is an equal opportunity employer. TIHLV employs qualified individuals based solely on
ability, training and expenence. Therefore, TIHLV does not and will not, discriminate for or against
gny associate or applicant for employment based upon race, color, relipion, age, sex, disability,
national origin, sexual otientation ot any other classification protected by applicable law. This policy
applies to all areas of employment and all activities of TITHLV including, but not lunited to,
recruiting, hiring, training, promorion, demeotion, discipline, rransfer, termination, compensation,
and other terms and conditions of employment. Every associate is responsible for complying with
this policy.

Any associate with questions or concetns about equal oppottunity employment in the workplace are
encoutraged to bring them to the Fluman Resources Director. TIIILV will not toletate any form of
retaliation against any individual who mises questions or concerns of equal opportunity employment.
Violadon of this equal opportunity policy will lead o discipline, up to and including terminadon of
employment.

REASONABLE ACCOMMODATIONS

1THLYV is fittly comynitted to complying with the Amencans with Disabilities Act and other federal
and state legislation designed to ensure equal employment opportunities to persons with disabilities.
Accordingly, the Hotel prohibits discrimination on the basis of disability in regard to all employment
practices and terms, conditions and povileges of employment.

Counsistent with this policy, the Horel will make reasonable accommedation o the kaown disability
of a qualified applicant ot associate, in accordance with applicable law. If you are disabled and you
believe that you need a reasonable accommiodation to perform the essential functions of your job,
please contact Human Resources Department.

TIHLYV also will make reasonable accommodaton to the religious beliefs of our associates in
accorcance with applicable law.

POLICY PROHIBITING HARASSMENT IN THE WORK P1ACE

‘Lhe Ilotel is committed to providing a wotking environment free from barassment where all
associates are treated with dignity, respect and courtesy. Each associate has the oght to work in a
professional atmosphere. To that end, the Hotel prohibits discriminatory practices, including sexual
harassment and barassment based on race, colort, reigion, age, sex; disability, national oggin, ot any
other characterisnc protecied by appiicable law. Harassment, whether verbal, physical or
eavironmental, is unacceptable and will not be tolersted by the Hotel.
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* Unwelcome or offensive sexual jokes, sexual Janguage, sexual epithets, sexual gossip, sexual
comments or sexual inquiries;

Unwelcome flirtatians, advances, or propositions;

Sexually suggestive or obscene comments or gestures;

The display in the workplace of graphic and sexually suggestive objects, picnures or graffi;
Negative statements or disparaping remarks targeted at one sex (either men or women), even
if the content of the verbal zbuse is not sexual in nature; or

* Aqny form of retaliztion against an associate for complaining about the type of behavior
deseribed above.

The type of behavior described above as examples of sexual harassment or harassment based on
protected charactetistics is unacceptable not only in the workplace, hut also in other work-related
settings such as business trips or business-related social events. This policy prohibits such harassing
conduct whether done verbally or non-veebally, including through e-mail or other Hotel electronic
gysterns.

Ludividuals Covered by his Policy

This palicy covers all Hotel associates whether or not they are on Hotel premises, provided that
such individuals are conducting Hotel-related business or are participating in a Hotel-sponsored
event or function. Any type of harassment, whether engaged in by fellow associates, supervisory
associates, or by non-associates with whom the assodiate comes into contact in the course of
employment (e.g,, service providers or contractors), violates this policy and will not be talerated.
The Hotel encourages the reporung of all incidents of harassment, regardless of who the offender
may be.

Similarly unacceptable under this policy 1s participation in work-related activities whether in or
outside the workplace that are inconsistent with a professional atmosphere that promotes equal
employment opportunity or that are exelusionary with respect to any individual's rece, color,
religion, 2ge, sex, disability, national origin, or any other chatacteristic protected by applicable law.
This includes patronizing, in connection with work-related activides, adult entertzinment
establishments or facilities that exclude use by any individual on the basis of his or her protected
status.

The Hotel cocourages, but does noi require, individuals who believe they are being hargssed to
ootify firmly and prompily the alleged offender that his or her behavior is offensive or unweicome.
Whether or aot you choase to discuss the incident with the alleged offender, you must report the
incident to a member of the management staff, whether it is your direct supervisoz, another
department management staff or a member of Human Resources.  We encourage prompt
reporting of complaints so that rapid and appropriate action may be taken. Supervisors and
managers zre required to report all conduct they believe may violare this palicy, whether they directdy
observe the conduct, or it is reported o them, directly to the Director of HR or his/her designee.
Coampleints will be 2ccepted orally or in writing,
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OPEN DOOR PHILOSOPHY

We strongly believe in an open-door, open-communication policy and feel it is an importaat benefit
to us, a8 well as to our associstes. All associates should come forward and discuss any concerns or
questions they may have with their supervisor, in order to resodve these issues quickly and efficiendy.
If your immediate supervisor is not able to resolve your concern or question, or if you would prefer
not to discuss your issue or concern with your supervisor, you should discuss the issue with the next
higher level of supervision. IFan associate has ot foresees a problem which may inrerfere with that
associate's ahility to adequately pecform his or her responsibilities, the associate should discuss the
matter with his or her supetvisor or with the Director of Human Resources.

ETHICS STATEMENT

It is the policy of the Hotel to promote teamwork, cooperation and a productive work environment
among associates. In support of this policy, we ask that all associates treat co-workers, supervisors,
subordinates, custorners and visitars with respect, honesry and cooperation. TIHLV encourages
associates to use its open door policy, described above. '

PERSONNEL INFORMATION

Any cbange of name, address, telephone number, marital status, and numnber of children or other
dependents in your family should be reported promptly in writing to the Human Resources
Department. This personal information is needed for emergencies, payroll deductions, insurance
benefits, social security, cte. This information will not be used as a basis for any employment
decision.

In accordance with applicable law, associates may, upon request, mspect certain documentation tn

their personoel files pravided that the requesis for inspection are made at reasomable mtervals. An
associate may ohtain a copy of certain documeneation in his/her personnel file at his/her owna cost.
At all times, the personnel file remains Hotel propetty and may not be removed from the premises.

NO SOLICITATION / DISTRIBUTION ON PROPERTY

In order to maintain and promote sufficient operations, discipline and security, the Company has
established rules epplicable to all employees who govern solicitation and distribution of written
material. All employees are expected to comply with these Cornpany rules.

Any employee who is in doubt concerning the application of these rules should consult with his or
ber supervisor immediately. '

No anployee shall salicit or promote support for any cause or ocganization dunng his or her
working time or during the working tirne of the employee or employees at whom sucb activity is

No employee shall distabute ar circulate any written or printed material in work areas at any time, or
during his or her working tite ot during the working time of the employee or employees at whom
such activity is directed.
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RECORDING WORK TIME

The Hotel must keep accurate records of the time worked by each agsociste. Therefore, non-
excmpt associates are required to "clock-in" 2nd "dock out” when they begin their shift each day
and when they complete a shift. 8 continuous hours or longer are provided with a 36 minute meal
break and are required to "clock-in" and "dock out”. Your manager will show you the locacon of
the time clock and explain the Hotel's specific rules for recording your start and end times.

Should you for any reason fail to punch your idenrification/biometric card, reporr this fact to your
Department Manager. Aoy handwritten entries must be initialed by the associate and the

Department Manager.

All non-exempt associates are required to be in proper uniform and ready for duty when
they ""clock-in" and also must "clock-out” promptly after completing their shift.
Deliberately punching in befote being ready for duty or punching out in an untimely fashion
may result in discipline, up to and including termination.

Qur wodkweck begins Sundays at 12:00 am and ends the following Saturday at 11:59pm.

HOTEL GATEKEEPER,

All Hotel Associates are required to enter and exit the building through the Assodate entmnce.
Upon entering and exiting the building, each Associate is required o swipe their Trump ID badge at
the gatekeeper clock outside the security window. The gatckeeper enables security to quickly
ascertain who is in the building in the event of an emergency. The gatekeeper is not linked to the
time and atteadance clocks.

MEAL AND REST PERIODS

All associates who are scheduled to work for 8 continuous houts or longer are provided with a 30
minute “meal” break chat will generally begin no later than halfwray through the start of the shif:.
This is unpaid and Associates are requiced to clock out and back in for meal pedods. Meal hreaks arc
not counted toward worked hours. Employees are to be completely relieved from duty during their
meal break. If an emplayee is required to perform any work duties while on his or her meal break
petiod, the employee must be compensated for the time spent performing wotk duties. The time
spent working during the meal break will be counted toward the total hours worked. All associates
are permitted 3 10-minute compensable rest period for each 3.5 hour worked. Employees who
voluntatily work through their break periods will not he permitted additional compensation. Failure
of hourly employees to remuen on time from breaks or lunch will require management to take
disciplinary action and deduct pay for time missed.
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ASSOCIATE REFERRAL PROGRAM

The Company apprcciates recommendations made by existing associates tor qualified expedenced
candidates. If you are an active full-nme regular, paet-tirme or on-call associate and you recommend a
candidate who is hired by the Company in either a full-time reguiar, part-time ot on-call basis, you
mzy be eligible to reccive a referral bonus. In order for the referral paymeat to be processed in a
timely manner, the refernng associate’s name must appear as the referral source on the referred
cand1d ate’s cutrent application to the position for which he/she is being hired. A referring associate
will be eligible to receive a referral payment of up to $200.00. Referral paymeats are processed
through payrall and subject to applicable raxes. The referral payment will not be “grossed-up™;
applicable tazes will be deducted from each $200.00 payment. The Company, however, must
employ your referral for at least 90 days and be in good standing with no disciplinary action beyond

a2 verbal warning.

This referral bonus may be changed from time to time depending on existing market conditions.
‘The current bonus is up to 200.00 per hire

PLEASE NOTE: Human Resources Associates, Director Level and above are not eligible for this
henefit, Hinng Managers/Supervisors are not eligible for a refemal honus if the position is in their

department.
PAYCHECES

Paychccks are distributed on a bi-weeldy basis. Payroll checks or direct deposit stubs are distributed
in sealed envelapes. Live paychecks can be picked up at Security and stubs will be delivered to the
department.

Certain deductions will be made from your wages as required by law. These deduchons include, but
may not be limited to, federal income taxes, other local and state taxes, and social securty taxes
DIRECT DEPOSIT

The Hotel offers direct deposit of paychecks to the associate’s savings and/or checking accouns.
Associates may have their paycheck or a2 portion of it directly deposited into a designated bank
account or credit union account by filling out the Direct Deposit Form available from the Human
Resources Department. Ounce submutted, the direct deposits become effective within two (2) to
three (3) pay periods depending upon your financial institution.

RESIGNATION AND TERMINATION

If you tes*.gn from your employment, we ask you to give TIHLV two (2) weeks advance notice. The
remgnauon process includes remmmg Hotel property, compleu.ng forms and generally, participating
in an exit interview. Upon resignation, TIHLV may rcquu:c you to leave TIHLV immediately or at
any time during the notice period. An associate who gives TIHLYV proper advance notice of
his/ her resignation will receive his/her final wages, and payment for any accrued but
unused vacation time, on the next regulas payday after the last day worked.

If TIHLV terminates an gssociate’s employment at any time for any reason, TIHLV will pay the
associate his/her final wages, and any accrued but unused vacation time, on the day of termination.
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TIHLYV reserves the right to request documentation of the need for bereavement leave (deeth
certificate, obituary, etc.).

JURYDUTY

TIHLYV considers jury/witness duty a civic responsibility and, in accordance with applicable law, will
not discriminete against aay associate who is called to serve.

All full-time and part-time associates who have successfully completed their introductory penod,
who ate called for jury service, will be eligible fot up 1o two (2) weeks of jury duty pay per calendar
year.

An eligible associate’s jucy duty pay is the difference between the assodiate’s regular wage and the
compensation received as a juror for each working day missed because of jury duty. Regular wage is
defined as follows:

a. For exempt associates, the assodate’s weekly salary, not to icclude comrmnissions, bonuses,
etc., divided by five (5) consttutes one {1} day’s regular wage.

b. For non-exempt associates, the associate’s straight time houtly rate, not to include overtime,
commissions, incentive, etc., imes the average number of hours worked each day,

constitutes one (1) day’s regular wage.

Hours served on jury duty are not used in calculaung overtime because such hours are not
considered “hours worked.” Jury duty pay is a benefit, not a legal oght

Any associate called to serve on jury duty must nofify his/her Department Head that he/sbe
received a jury summons within ten (10) days of the date of receipt of the summons.

Upon completion of jury duty, the associate must present a statement signed by an officer of the
court signifying the times and dates the assodate served and the amount of compensation the
associate received from the court.

TIME OFF TO VOTE
TIHLYV considers voting in a local, state or national election to be a civic duty.
Associates should be able to vote on their non-working time by voting before or after their shift or
by obtaining an absentee ballot. Should an associate be unable to vote dutng non-working tirne,

upon request he/she shall be given fime off, without pay, to vote in 2ccordance with applicable law.

The associate’s supervisor shall decide when, during the shift, the assodate will be permitted to leave
the premises to vote, unless specifically regulated by state law.

To minimize staffing issues, assoczates musr provide advance notification of the need for time off to
vote. Advance notification means notice prior to the day of a General or Special Flecdon.
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1. A health condition (including treatment there-from , ot recovery there-from) lasting
more than three consecutive days, and any subsequent treztment or period of
incapacity relatng to the same condition, that also includes:
®  treatment two ot mote times by or under the supervision of a health care

provider; or
e  one treatment hy a health care provider with a continuing regimen of treatment
or :

2. Pregnancy or prepatal care. A visit to the health care provider is nof necessary for
each absence; or

3. A chronic serious health condition whick continues over an exiended period of time,
requires periodic visits to a health care provider, and may involve occasional episodes
of incapacity (¢.g., asthma, diabetes). A visit to a health care provider is not necessary
for each absence; or

4. A pemmanent or long-term condition for which treatrnent may not be ¢ffective (e.g.,
Alzheimer's, a severe stroke, terminal cancer). Only supervision by a health cate
providet is required, rather than 2ctive treatment; or

5. Auny absences to receive multiple treatrnents for restorarive suegery ot for a condition
which would likely result in a pertod of incapacity of more than three days if not
treated {¢.g., chemotherapy or radiation treatments for cancer).

"Health care provider" means:

Doctots of medicine or osteopathy authorized to practice medicine or surgery by the state in
which the doctors practice; or

Podiatrists, dentists, clinical psychologists, optometrists and chiropractors (limited to manual
manipulation of the spine to comect a subluxation as demonstrated by X-ray to exist)
autharized to practice, and performing within the scope of their practice, under state law; or
nuise practitioners, gurse-midwives and clinical soctal workers authonzed to practice, and
performing within the scope of their practice, as defined under state law; or

Christian Science practitioners listed with the First Church of Christ, Scientist in Boston,
Massachusetts; or

Any health care provider recognized by the employer or the employer's group health plan
benefits manager.

Intermittent and uced dule Leaw

FMLA leave may be taken “intermittently” oz on “a reduced leave schedule” under certain
circumstances. Intermittent leave is FMLA leave mken in separate blocks of time due to a single
qualifying reason. A reduced leave schedule is a leave schedule that reduces an assodate's usnal
onumber of working hours per workweek, or hours per workday.

FMLA leave taken for birth of ¢ chiid or piacement of 2 child for adoption or foster care may not be
taken intermitienty or on a reduced leave schedule.

If an 2ssociate needs intermittent leave or leave on & reduced leave schedule that is foreseeable based
on planned medical treatment for the associate or a family member, including during a period of
tecovery from a Serious Health Condition, the associate should attempt to schedule treatrnents so as
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duration; (ii) a certification as to which part of the definition of Sedons Health Condttion, if any,
applies to the patient's condition, and the medical facts which support the certification, including a
brief statement as to how the medical facts meet the criteria of the definition; and (i) whether it will
be necessary for the associate to take leave intermittently or to wotk on a reduced leave schedule
basis {i.e., part-time] as a reault of the Serious Health Condition and if so, the probable duranon of
such schedule,

The Hotel reserves the oght to require an associate t gét a second opi.nion, at the Hotel’s expense,
from a physician selected by TTHLV. If the opinion of the associate’s and the Hotel’s

designated health care providers diffet, the Hotel may require the associate to obtain certification
from a third health care provider, again at the Hotel's expense. This third opinion wil be final and
binding. Assoctates will be required to submit subsequent re-certifications to support continuing
FMLA leave in accotdance with applicable law.

Pror to returning to work, an associate on FMLA leave for the assodate's own Sericus Health
Condition will be required to obtain medical -certification from the assodate's health care provider
stating that the associate is able to return to work {i.e,, a “fitness-for-duty certificate™). The Hotel
may delay job restoiation to un associate who fails to provide a fitness for duty certificate.

During FMILA leave, associates must provide their local Human Resources Department pedodic
reports on their status and intent to retum to work.

Associates returning to work from FMLA leave must pive at least one week’s advance notice to the
Human Resources Department pfior to- returning from leave. Those associates not intending to
teturn to the Hotel upon exhausnon of their leave must also provide the Human Resources
Depattment with at least one week’s advance notice of their intent not to retuen to work

Benefiis ing A v

Dudng an FMLA leave, the Hotel will mainrain the associate’s coverage under any group bealth plan
on the same teems and conditions as would have been provided if the 2ssociate had been
continuously working duding the entire leave period. The assodate’s benefits premium will be
automnatically deducted from any portion of the FMLA leave that is paid from the payrall During
any part of the FMLA leave that is not paid, the assodiate is responsible for paying the applicable
benefits premium to the property by the first of each month. If premium payments are not received
in full within thirty (30) days of such date, coverage will end and COBRA coverage will be offered to
the associate.

The Hotel may recover its share of health plan premiums paid on behalf of an associate dufng a
penod of unpaid FMLA leave if the associate fails to return to work after the associate’s FMLA
leave entitlernent is exhausted or expires, unless the reason the associate does not return 15 due to (j)
the continuation, recurtence, ot onsct of a Sedous Health Condition of the associate ot the
associate's family member which would otherwise entide the associate w leave under FMLA or (i)
other circumstances beyond the associate’s control.

Associates will not accrue any vacanor, sick or personal days while on FMLA leave.
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questions about eligibility and/or benefit coverage, please contact the Human Resources
Department.

The Hotel, in its sole discretion, has authority to make all decisions tegarding the availability of
beaefits, eligibility for benefits, and who provides Hotel benefits. The Hotel has the power and
authodry to construe and interpret the terms of the plans and to make all factual detemminations
regarding the piaas and the administration of the plans. ‘The Hotel also has the right to amend or
terminate such plans at any time with or without notice, including, among other things, the right to
change the terms of eligibility and beaefits provided. In the event that there are 2ny conflicts
between the actual plan docaments and the descriptions provided in this Handbook, the actual plan
documents control.

CONTINUATION OF GROUP HEALTH INSURANCE (COBRA)

Pursuant to the Consclidated Omnibus Reconciliatton Act of 1986 (“COBRA™), if you are an
associate {or dependent or spouse of an associate} participating in the benefit plan of the Hotel, you
have the right to choose to continue your group health coverage temporaily at your own expense if
you lose your group health coverage because of a “qualifying event,” including a reduction in your
hours of employment, termination of employment, loss of dependent status or divorce. You will be
provided with additiona! information when you become a participant in the group health plan.
Assoclates may also, in certain circumstances, have the right to convert their group health coverage
to an individual policy. For further infoemation, please sec the Human Resources Department.

401 (E) RETIREMENT SAVINGS PLAN

TIHLYV offers a 401(k) Retirement Savings Plan to eligible associates through Fideliry Investments.
The plan offers a 4 year vesting. Eligibility for participaton is the first of the quarter follwing a 90
day wniting period. For further deteils about eligibility, enrollment and benefits of the 401(k) Plan,
please sec the Hurnan Resources Department.

WORKERS COMPENSATION

TIHLV maintains workers’ compensation insurance as required by law. Associates are required to
report promptly all job-related injuries, illnesses and accidents to their supervisor and security, or, if
their supervisor is unavailable, directly to Security. A teport is always required whether first aid only
and/or medical care is required. Failure to report promptly any injury or illness may result in loss of
benefits and or discipline.

Whenever an associate is involved in a work-related accident resnlting in injuties or significant
propetty damage, the Ilotel will require the associate to submit to testing to determine the presence
of any ifiagal druos and/ or unauthorized alcohol in the associate’s system.

Leaves of absence iaken 10 connecton with a workers’ compensation tnjury/illness shall ma

concurrently with any FMLA leave entidement. Upon wrirten request, the Company will allow
associates to use accrued paid time to suppleraent any paid disability benefits.
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FROGRESSIVE DISCIPLINE

Record of Vetbal Coadhing - A documented coaching which descobes the deficiency and
possible solutions or directions for correction.

1% Written Corrective Action The supervisor gives a written warning which descrbes the
deficiendes and gives directions for correcting the problem. The associate should identify what
he/she must do differenty and make a commitment to do so.

2™ Written Corrective Action — The supervisor gives 2 written wurning which describes the
deficiencies and pives directions for correcting the problem. The associate should identify what
he/she must do differently and make a commitment to do so.

Suspension — The employee is given time off without pay, 2 written description of the problem and
directions for correcting the problem. The purpose of a Suspension is to emphasize the sericusness
of the simation and cleardy communicate that the associztes’ job is in jeopardy.

Suspension pending Investgation — Whenever possible, Human Resources must be
consulted before placing anyone on suspension pending investigation.

The associate is placed on Suspension Pending Investigation when termiration of employment is a
pessibility. Prior to the issuance of the disciplinary form, the Department director or their designee
should review the situation giving rise to this level of discipline, along with any 2nd all supporting
documentation, with Human Resources. If the investigation detesmines that the suspension was not
warranted, the associate is paid for any lnst days of work.

Termination — Human Resources must be consulted prior to all termination decisions- no
exceptions.

Some rule infractions are more serious than others, and the level of corrective ection is related to the
seriousness of the offense. The following provides guidelines on what is normally the appropriate
level of corrective actdon for each infracton, These are guidelines designed to create greater
consistency, but they are only guidelines. In addidon, nothing in this policy is intended w alter
Trump’s status of employment policy, nor is it intended to create a contract of employment.

Comrective acticn levels may differ due to:

o The denils and sedousness of the infraction (Le, the associate was five minutes lete or three
hours late); '

e  Previous performance record and leagth of service,

¢ The iength of dme since previous corrective action discussions.

Keeping in mind that these are only guidelines, the following is designed to give associates fair
notice of which infractions can lead immediately to serious consequences.
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LEVEL 2
The following may result in an immediate Suspension:

Arguing or being rude with guests ot other associates.

Bringing a recording device onto Company premises without management’s written approval.

Vidlaticn of 2ny Federsl, State or Local laws.

Falsifying a reason for a day off.

Asking fot a day off, having the request be rejected, and then calling in sick on that day. (unless

he/she provides a Doctor’s note).

Acting in a manner that reflects 2 poor image, embarrasses or negattvely impacts the image or

reputation of the Company to our guests or other associates.

7. Failure to attend mandatory general meeting, special meeting or training sessions without
supervisor's approval

8. Refusal to cooperate with or identify yourself at the request of any member of Management or
Security. .

9. Violating the Company’s No Solicitation/No Distribution policy.

1C. Leaving yow wotk station or the company premises during working hours without permission
of a supervisor ot department head.

11. Working without a valid health, Alcohal Awareness (Tam) or other required license.

12. Threatening, Indmidating, coercing or stalking other associates.

13. Not cooperating in a workplace investigadon being conducted by the company.

h s

*

LEVFL 3

The following are generally handled through the comective action process: Coaching/Verbal
feedback, Wiitten Warning (Performance Imptovement Plan), Suspension and then termination of
employment.

Vialaticn of appearance standards.

Failure to comply with safety and sanitation standards.

Wasting supplies of materals.

Failure to report 2 work related injury to management on a timely basis.

Unsatisfactory work performance or failure to meet Company or departmental standards of

performance.

Laitering during work period.

Failure to work overtime when required.

Dining, smoking, gutn chewing or snacking while on duty in public/guest areas orin areas other

than those designated by the Compaany.

9. Engaging in hotseplay, or otherwise causing a disturbance on the premises.

10. Conducting personal work on Company time.

11. Excessive absenteeismn, nabitual tardiness in reporting to work or rerurning from breaks,
unauthorized breaks, leaving work area during shift without authorization or taking breaks in
unauthorized areas.

12. Parking in unauthorized locations.

13. Negligent creation of a fire or safety health hazard that dges not rise to the level of gross
ncgl:lge:m:c.

14. Continued failure to badge in\out.

e

Celia s
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This policy applies to all categories of associates and all candidates for employment with the Hotel.
This policy also applies to those persons employed by contractors providing services o TIHLV.
Individuzis who violate any provision of this policy may be subject to disciplinary action, up to and
including rerminadon.

TTHLV will handie any records that pertain to iliegal substance abuse as confidennal 1 gccordance
with applicable law. TIHLVs intent is to mainmin confidentiality, to the extent possibie, in matters
pertaining to the enforcement of this policy.

Any associate expedencing a problem with drug or alcohol abuse or dependence is encouraged to
seek assistance through the Employee Assistance Program (EAF). TIHLV will not use any
associate’s decision to voluntarily seek professional assistance as the basis for disciplinary action.

PUNCTUALITY & ATTENDANCE

It is the policy of Trurnp Iat'l Hotel Las Vegas that Assodlate schedules are developed to provide
optimum coverage aad provide excellent gucst service. Attendance is an essentia! fimcton of every
job. Excessive absenteeism and chronic tardiness place an unfair burden on co-workers and make it
difficult 1o maintain excellent service.

The following is provided as a guideline relative to attendance:

An assoclate must be at his/her workstatdon at the time he/sbe is scheduled o work and on ttne
once work brezks and meal periods ace ovet.

If an associate will be late reporting for work, the associate is to call his/her supeevisor promptly to
explain the reason. The associate is expected to call as soon 2s possible after realizing be/she will
not be on time. If the supetvisor is not available, the associate is to contact the person “next in
charge” in the department at the time. If there is no person in charge in the department, the
associate should follow the procedures set by their department and if needed, contact the hotel
operator to have the department manager paged.

If an associate is not able to work as scheduled, 2 minimurn of four hours’ notice is required.

An associate whose duties do not require him/her to leave the building must get permission from
his/her supervisor in order to leave the building duting his/her uapaid meal period. An associate
must get permission from his/her supervisor to leave his/her work area, except for authorized
breaks. Associates are to take breaks only in authorized areas.

An houtly assodate who receives permission and leaves the building dunng his/her shift or meal
break period must dock out and back in.

'The following policy is designed to provide fairness and equity in dealing with absenteeism and
lateness probierms.

A corrective action procedure will be initiated when associates exceed the acceptable limits of
absenteeism, which is defined as follows:
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doctor’s note may be requested in order to return to work. All associates are required 1o call their
departments on each day they are going to be absent in accordance with the department’s call o

policy.
Patterned attendance problems (calling out sick after paints drop off, leaving early, arriving late or

cailing out sick prior to days off, leaves or PTO) will be documented and addressed through
corrective action,

Consideration will he given to citcumstances surronnding an associate’s absence. For example:
ahsence due to death in the immediate family, military obligation, jury duty, FMLA leave, or work-
incurred injury will not be recorded as an absence for purposes of disaplinary action undex this
Policy. There may be other justifiable reasons as well.

The Company reserves the rght to require a doctor’s note containing specifics regarding the reasons

for an absence and the dates of weatment to confirm illness or injury ir cases in which the pattern or
praciice of absence leads to a suspicion of abuse.

Action to be taken:
4 points Documented Verbal coaching

3.5 points First Written Carrection

7 poiats Second Written Correction
8 points One (1} Day Suspension
10 points Temmination Level- Contact HR and place associaw on

Suspension Pending Investigation

If an agsociate has a serious health condition which is causing them to miss work, he/she
should contact their physician to see if they qualify for a leave of absence under FMLA
(Family Medical Leave Act). Any further questions regarding this area should be directed
v the Human Resources Department.

POINT REDUCTTONS
An associate will have his/her paints reduced as follows:
One poini (-1) subtracted from the total for no tardiness, absences or missed clock in/out for each
30 days trom the date of last poini(s) issued.
ATTENDANCE POLICY DURING PEAK PERIODS
Dhring peak pedods we need everyone who is scheduled to work to be present ia order to provide

quality service to our guests. ' Wher associates call in sick or ardve tardy during these peak pedods it
has 2 sedous impact on co-workers and on our quality of service. Different departments may have
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All associates are required to respect and maintain the confidentiality of all information, induding
but not limited to, business documents, reports, records, files, comespondence and coramunications
(including electronic message), to which the associate has eccess in carrying out responsibilities and
duties of employment. None of the aforementioned may be copied or removed from the Hotel's
premises or computer systems. All associates are expected to show the highest regard for the
povacy of each guest and will strictly observe the confidentiality of recoids and other informnation
associated with the Hotel's guests.

Confidentality is essential to the sound relationship with our guests; it is also a legal and ethical
matter of the utmost importance Al associates will be careful to discuss confidential information
only when necessary and appropriate in the contest of business operattans. Care should be taken to
prevent confidential discussions from being overheard by other guests or associates who ate not
imvolved. Aay discussion of confidential information outside the property or similar violation of
these standards may result in discipline, up to and induding termination

TOBACCO AND SMOKING POLICY

It is the policy of TIHLYV to promote the health, safety and comfort of all associates and guests.
Associates who smoke cigarettes will only be perznitted to do so on theis breaks and meal periods
outside of the Hotel, in areas designated by the Department of Human Resources which are totally
unseen by guests.

LoOsT & FOUND

Items found on Hotel property must be turned in to the Housekeeping Department {with the
exception of items found in suites, which should be turned over to the Floor Manager!. Every
reasonahble attempt will be made to return itemns to the rightful owner. Items will be tegged and kept
for thirty (30) days. Items unclaimed after 30 days will be given to the person who found and
“claimed” the item. Found items such 2g liquor, medicine and aay other items deemed harm#ful to
an Associate will not be returned

LIQUOR LIABFLITY

Hotel associates are directed to follow state laws conceening the sale of alocoholic beverages.
Associates are directed to monitor closely any person or guest who has been danking or appears
intoxicated. Intoxicated persons should not continue to be served, and the manager on duty should
be notified immediately. No liquor is allowed to leave the premuses. Should you see 2 guest leaving
with an alcobolic beverage, potitely ask them to drink or dispose of the beverzge pnor to leaving the
Hotel's property.

SECURITY/KEYS

Keys will be issued to those gssociates whose duties requite them to have keys. Associztes will be
required to teturn issued keys when the nature of their jobs changes or when theit emaployment
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LADIES

Hair styles and cclors must be conservetive and professional, Extreme or dramatc haiestyles,
caloring, dyeing ot bleaching are not permitted. Associates warking in food and beverage areas may
be required to adhere to more stangent standards to insure sanitary condifions.

Perfume and Fragrances may be used sparingly and should be 2 light or mild scent. And-
perspirant or deodorant should be used to prevent body odor.

Makeup is encouraged to enhance naturat features and create a fresh, natcral appearance. Maxeup
1.e. {lipstick, blush, eye shadow) should not be extreme or dramatic in color or applicaton, and be
professionally and consesvatively applied

Fingermails should be dean and neatly manicured at all times. Nail polish, if worn, must be
conservative in color with no omaments, designs ot decals. The color selected must be the same that
is painted on each fingeémail. Nails are to be maintained and be no more than 3/8" in length.

Panty Hose: Brightly colored, shimmery, large patterns, seamned, fishnet or lace hosiery are
unzacceptable, Hosiery must be in good repair at all tmes while wotking.

Jewelry must be kept to a minimum 2nd in good business taste. Rings are limited to one per hand
with a wedding set counting as one. Earrings are limited to one matched pait and must be worn at
the bottem of the earlobe. Earrings must be simple and cannot exceed 1" in diameter and length.
No more than one nccllace and one bracelet may be worn at a ume. Ankie bracelets are not
allowed. Oné brooch, pin or scarf clip is pezmitted for non-uniformed employees. Nose pietcing
and any other visible body piercing is not permitted. Some departments may have more stdngent
rules due to Safety regulation requirements.

Shoes for uaiformed employees must coordinate with the uniform and adhere to. safety-standards.
Shoes for non-uniformed employees are to be in good husiness tste, professional/classic in style
and color and coordinate with the attire. No extreme heels, sandals, fiip-flops, thongs, tennis shoes,
moccasing, or any other similar footwear including fully open-toed shoes are NOT-acceptable.
Safety and comfort should be a consideration when selecting shoes.

Attire should be in good business taste. Acceptable attire is as follows: Skirt/Pant suits, dresses,
skirts with a business style blouse. Stretch or spandex pants are not permitted. Clothes shouid be
professionally coordinared. Sheer blouses, low cut blouses/ tops, bareback dresses or tight fitting
clothes are NO'L permitted. Culottes, city-shorts, tights, leggings, stirmips stretch pants, leather,
deaim or skirts more than 2" above the knee are NOT permitted,

Tattoos that are visible are not acceptable.
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professional appearance, paats must be supported by 2 belt at all times. The usc of suspenders must
be approved by a manager.

Tattoos that are visible are unaccepuble. (Certain exceptions will be made for seasonal positions).

OFF DUTY AND AFTER HOURS APPEARANCE STANIDARDS

Business casual attire is expected when visiting the hotel while off-duty.

VERIFICATION OF EMPLOYMENT

All emnployraent verification inquiries from current or former employees, prospective employers of
current ot former employees, governmental agencies, or other organizations such as a financial or
lending institution, must be directed to the Human Resources department for an official company
response. Under no circurastances is an assoctate authorized 1o provide 2 wmtten or verbal
employment verification response on behalf of Trump International ITotel, Las Vegas.
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Caso 28-CA-155072

4, La Empresa no suele comunicarse con los empleados a través de medios electrdnicos.

He recibido una copia de esta Declaracion Jurada Confidencial de Testigo para mi revisién.
%i, luego de haberla revisado de nuevo recuerdo datos ¢ informacién que pudieran ser
relevantes a la misma, o si luego deseo hacer cambios a esta declaracién le notificaré al
agente de la Junta inmediatamente. Entiendo que esta declaracién €s un documento
confidencial de ejecucion de la ley y que el mismo no deberd ser mostrado a persona
alguna, excepto a mi abogado o a mi representante en este progedimiento.

He leido esta declaracion que consiste de dos 2 paginas, entre las que se incluye esta pagina,

entiendo su contenido completamente, y segiin 28 USC §1746(2) certifico bajo pena de
perjuicio que esta informacidn ¢s cierta y correcta.

(Bl

Eleuteria Blanco
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Caso 28-CA-155072

4. La Empresa no suele comunicarse con los empleados a través de medios electrénicos.

He recibido nna copia de esta Declaracién Jurada Cenfidencial de Testigo para mi revisién.
Si, luego de haberla revisado de nuevo recuerdo datos o informacion que pudieran ser
relevantes a la misma, o si luego deseo hacer cambios a esta declaracién le notificaré al
agente de la Junta inmediatamente. Entiendo que esta declaracién es un documento
confidencial de eiecuciéon de Ia ley y que el mismo ne debera ser mostrado a persona
aiguna, excepto a mi abogado 0 a mi representante en este procedimiento.

He leido esta declaracién que consiste de dos 2 paginas, entre las que se incluye esta pégina,

entiendo su contenido completamente, y segin 28 USC §1746(2) certifico bajo pena de
perjuicio que esta informacién es cierta y correcta.

(Rl

Eleuteria Blanco

Il 2= (5
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Trump Ruffin Commercial LLC
Case 28-CA-155072

Confidential Witness Affidavit

I, Eleuteria Blanco, being first duly sworn upon my oath, state as follows:

I bave been given assurances by an agent of the National Labor Relations Board (NLRB)
that this Confidential Witness Affidavit will be considered a confidential law enforcement
record by the NLRB and will not be disclosed unless it hecomes necessary to produce this
Confidential Witness Affidavit in connection with a formal proceeding.

I reside at 3125 W Warm Spring Road, Apt 202, Henderson, NV 89014.
My cell phone number (including area code) is 7(2-689-0434.
I do not have an email address.

I am employed by Trump Ruffin Commercial LLC d//b/a Trump International Hotel (the
Employer)

1. I have made an affidavit before, and incorporated it inside here for reference.

2. Approximately the 20 of June 20153, [ was in the EDR, or the dining room, with Patty and
Eva and other coworkers. They were about 15-20 employees in the dining room. I was passing
out flyers for the Union. [ was on my break. A security guard, whose name is Danny maybe, was
eating at a table close to two coworkers and told me in English that I could not do this, hand out
flyers, because it was private property. I told him in Spanish, pardon, I am participating in the
campaign of the Union, and I am doing activities of the Union. The guard does speak a little
Spanish. I continued handing out the flycrs and no ene told me that 1 could not continue handing
out flyers, and no one stopped me.

3. A part from this date, not one guard has returned to tell me that it is not permitted to hand

out flyers in the EDR. I continue participating in activities on behalf of the Union.

Privacy Act Statement
The NLRB is asking you fir the infumation on this form on the authonity of the Nanional Labor Relatians Act (NLRA), 28 U S.C. § 151 et seq.
The principal usc of the information i5 to assist the NLRB n processmg representation and/or unfair labor practice cases and related proceedings
or litigation. The routine uses for the information are fully sed forth in the Federal Register, 71 Fed. Reg, 7494243 (Dec. 13, 2008). Addiricnal
information about these uses is available at tle WLRB wobsile, www.nlrb. goy. Providing this information to the NLEB is voiuntary. However, if
you do not provide the information, the NLRB may refuse to continue processing an unlair labor praclice oz nepresentation case, of mdy issue you
a subpoena and scck enforcement of the subpoena in federal cour.

1 Initials



Case 28-CA-155072

4, The business should not communicate with employees through methods of electronics.

I am being provided a copy of this Confidential Witness Affidavit for my review. 1
understand that this affidavit is 2 confidential law enforcement record and should not be
shown to any perscon other than my attorney or other person representing me in this
proceeding,

I have read this Confidential Witness Affidavit consisting of 2 pages, including this page, I
fully understand it, and I state under penalty of perjury that it is true and correct.
However, if after reviewing this affidavit again, [ remember anything else that is important
or I wish to make any changes, I will immediately notify the Board agent.

Date: 7-17-15 _ Signature: _/s/ Eleuteria Blanco

Elenteria Blanco

I hereby certify that 1 am fluent in English and Spanish and that the attached English-
language affidavit is an accurate translation of the original Spanish-language affidavit.

/s/ Timothy M. Russell November 19, 2015

Translator Date

-2- Initials:
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Status Clerk

Non-Lxempt

Reports to: Housekeeping Manager

- - - o - L R — - - . -

Position Overview

The Housekeeping Status Clerk answers calls from both internal end external customers,
expedites work orders, guest requests and messages to the appropriate departments via
HotSOS, REX and radio and/or telephone system. Utilizes REX, the hotel operating
software, to assign the daily housekeepers assignments, runs reports to retrieve
information regarding guest preferences and ensures these needs are completed prior to
guest arrival. The Housekeeping Clerk also ensures all rooms are prepared in a timely
manner by monitoring and updating the status of the rooms in REX.

Position Requirements:

Minimum 1 year experience in hospitality industry and/or equivalent combination of
education and experience. Prefer experience in a 4 or 5 Star Hotel. Prefer previous
training in guest relations. Perform job functions with attention to detail, speed and
accuracy. Make progress on multiple assignments under time constraints, Follows and
understands directions thoroughly. Understands guest’s service needs. Must have good
communications skills and fluency in English, both verbal and written. Works cohesively
with co-workers as part of a team. Works with minimal supervision. Be able to multi-task
and work under pressure well.

High School Diploma or GED

e Ll
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From: “Christina Keeran” <ckeeran@trumphotels.com>
To: “Alejandra Magana” <amagana@tnumphotels.com>
CC:

Date:  2/14/2015 11:19:13 AM

Subject: Carmen L.

Good moming: Carmen staled fo me that she is going to HR today. She stated she has been here longer than some of the Hilton ladies and wants
Hilton. | told her she should talk to you first.- She stated no. They also did a quick chant in the edr this morning. Saying union before 9 am.

CHRISTINA KEERAN

Lead Stalus Clerk
ckecran@irumphotels.com

p. 702.478.7972 | . 702.476.7890

TRUMP INTERMATIOMAL HOTEL LAS VEGAS
2000 Fashfon Show Drive | Las Vegas, NV | 89109

trumphotelcollaction.comilas-vegas’ | facebocok com/TrumpLasVegas | witter.com/TrumplasVagas

1.5 News & World Report "Best Hofels in Las Vegas® 2014
TripAdvisnr "Cerlificate of Excellence” 2014

NEW YORK: CENTRAL PARK + SOHO CHICAGO LAS VEGAS WAIKIKI PANAMA TORONTO MIAMI[DORAL IRELAND | DOONBEG
Coming Soon VANCOLIVER WASHINGTON B.C. RIC DE JANEIRD BAKU
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CALLED TO NOTKY SUPERVISOR OF ABSENCE BEFORE SHIFT STARTED BUT WITH LESS NOTICE THAN REQUIRED BY DEPT. POLICY {IF NO DEPT. POLICY, CALLED WITH LESS THAN 4 HRS. NOTICE} 2

ABSENT-CALLED TQO NOTIFY SUPERVISOR OF ABSENCE IN ACCORDANGE WITH TRIE FRAME INDICATED N DEPT, POUCY (JF MO DEPT. POLICY, CALLED ATLEAST 4 HRS, PRIOR TO START OF SHIFT 1
T \ } ] _ . IR O TS
FAILURE TO CLDCIC IN OR (RIT A REELIRED %

30 DAYS WITHOUT ATTENDANCE OCCURRENCE ' B -

v o . -

oz Documentad Vorbal Coaching
|First Wrliten Correction

.. JOne (1) Pay Suspansion
... [Termination Level - Contact HR and place associate on Suspension Pending Investigation

Date Ccom _ments Points
2m3 DEC 5 TOTAL = 1
5-%on REMOVE 1 POINT =0 -1
a-Jar CALLED QUT SICK JAN 8 @ 4:23AM FOR HER B:30AM SHIFT TOTAL= | N 1
9-Jan CALLED OUT SICK JAN 9@ £:20AM FOR HER 8:30AM SHIFT TOTAL =1 0
10-Jem CALLED QUT SICK JAMN 10 @ 4:15AM FOR HER 8:30AM SH.FT TOTAL= 1 0
30-Jan CALLED CUT SICK JAN 30 @ 4:22AM FOR HER 8:30AM SHIFT= 2 1
1-Mar REMOYE ONE POINT TOTAL =) -1
20-Mar CALLED QUT MAR 20 @5:01AM FOR HER 8:30AM SHIFT (PEAK PERIOD} TOTAL-3 VERBAL 2
21 Mar CALLED QUT MAR 20 @} 1:43PM FOR HER 8:30AM SHIFT (PEAK PERIOD, CONSECUTIVELY] TOTAL=3 0
22-Mar CALLED OUT MAR 21 @10:18PM FOR HER 8:30AM SHIFT [PEAK PERICD, CONSECUTIVELY] TOTAL=3 (1}
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LREME Attendance Caiendar - 2014

LAY WELGMKS

ASSOCIATE NAME |VANG, KER |assocmreiD o | 2768
PHONE NUMBER [DEPARTMENT HOUSEKEEPING
HIRE DATE Thursday, June 14, 2012 POSITION GRA

E] Tardy Palg Time off Voluntary Early Ou Non Voluntary Early Oul E Calkin
; e _

MONTH ti2l3|a[s516l7|8]9([10(11]12|13]14[15L46117|18|19|20(21|22{23|24( 26126127 ] 281293031
January
February clec|cC
March c . ;
April '
WMay c . c
June cClC|C c
July clec|C
August c|¢C C
September .
October c g
November C )

December

T~ v
¥

lHI'JTESN’TER SHIFT BEGING
LATE, BUT REPORTS TO WORR WITHIN €0 MIMUTES AFTER SCHEDUILED START TIME 1
SUPERVISCR NOTIFIED IN ADVANCE THAT ASSOGIATE WOULD BE LATE AND REPORTS TO WORK WITHIN 80 MIHUTES OF SCHEDULED START TME %
REPORTED TO WQRK BUT LEFT EARLY WITH PERMISSION AFTER WéRI-CING LESS THAN 4 HOURS {NOT AN EO, 8UT AREQUEST TO LEAVE EARLY DUE TO ILLHESS OR FOR PERSONAL REAL 1
REPORTED TO WORK BUT \EFT RARLY WITH PERMISSION AFTER WORMMG 4 DR MORE HOURS (NOT M EOQ, BUT A REQUEST TO LEAVE EARLY DUE TQ ILLNESS OR FOR PERSONAL REASONS)
FAILEQ TO CALL DR REFORY FOR WORK 8
CMLED TO NOTIFT SUPERVISOR THAT HE WILL BE LATE, BUT DOES NOT REPORT TO WORK [
CALLEQ AFTER SHIFT BEGINS TO NOTIFY SUPERVISOR OF ABSENCE 4
2
1

CALLED TONDTFY SUPERVISOR OF ABSENCE BEFGRE SHIET STARTED BUT WITH LESS NOTICE THAN RECURRED BY DEFT. POLICY (F O DEPT. POLICY, GALLED WITH LEES THAN 4 HRS. NOTICE]
ABSENT-CALLED 10 NOTIFY SUPERWVISOR OF ABSEMGE IN ACCOROANCE WITH TIME FRAME INDICATED IM DEPT. #OLICY {IF MO DEPT. POLICY, CALLED AT EAST 4 HRS. PRIOR TO START OF SHIFT

FAILURE TO CLOCK IN DR QUT AS REQLWRED ~ .
T i 3, T vt : R -omrs
30 DAYS WITHOUT ATTENDANCE QCCURREMCE = |

g 0.7 o 0. o : C e
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OFFICIAL REPORT OF PROCEEDINGS

BEFORE THE

NATIONAL LABOR RELATIONS BOARD

REGION 28
In the Matter of:
TRUMP RUFFIN COMMERCIAL, LILC, Case No. 28-CA-149979
D/B/A TRUMP INTERNATIONAL 28-CA-150529
HOTEL LAS VEGAS, 28-CA-155072
28-CA-156304
and 28-CA-156719

28-CA-157883
LOCAL JOINT EXECUTIVE BOARD
OF LAS VEGAS, AFFILIATED WITH
UNITE HERE INTERNATIONAL
UNION.

GENERAL COUNSEL EXHIBITS
Place: Las Vegas, Nevada

Dates: December 10, 2015

OFFICIAL REPORTERS

AVTranz
E-Reporting and E-Transcription
7227 N. 16th Street #207
Phoenix, AZ 85020
(602) 263-0885
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BEFORE THE

NATIONAL LABOR RELATIONS BOARD

REGION 28
In the Matter of:
TRUMP RUFFIN COMMERCIAL, LILC, Case No. 28-CA-149979
D/B/A TRUMP INTERNATIONAL 28-CA-150529
HOTEL LAS VEGAS, 28-CA-155072
28-CA-156304
and 28-CA-156719

28-CA-157883
LOCAL JOINT EXECUTIVE BOARD
OF LAS VEGAS, AFFILIATED WITH
UNITE HERE INTERNATIONAL
UNION.

RESPONDENT EXHIBITS
Place: Las Vegas, Nevada

Dates: December 10, 2015

OFFICIAL REPORTERS

AVTranz
E-Reporting and E-Transcription
7227 N. 16th Street #207
Phoenix, AZ 85020
(602) 263-0885
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Associate Disclplinary Record

Asgoclate Name:_ Marthg Gpzmag Deprriment; Housekecping
Assecinte # 2678 _ Dte/Time of Incldent; 12-03-2014 st _Today's Date: _12-15-2014

Describe the action that made it necessary to prepars thin report.

| Level 3 No) 11 Excessive absenteeism, habitual tardiness in reporting i work or returning from
breaks, unauthorized breaks, leaving work are dm'mg shift without authorization or taking breaks
in unauthorized areas. :

| Dec. 3 Martha Guzman came in late at 8:58AM for her shift at starts at 8:30AM resulting in 0.5
points accumuiating to her attendance points. Her total adds up to & point.

Degcribe the counseling recaved by the Associate.

R - J— a——

Martha Guzman has been informed that it is her responsibility to track her attendance points,
Failure to demonstrats immediate and sustained improvernent may result in further disciplinary
action up to and including termination |

|

Type of Diseipline:
[JVerbal Coaching [ 1= Written Warning [ ] 2" Writien/Final Warming [ ] Other Sugpension:

Your Manager has given you a suspension without pay, effective __throngh ____ A written deseription of
the problem axnd directions for comecting the problem is indicated sbove. A Suspenalon is imposed to emphasize
the seriousness of the sttuation and clearly communieste that your job is in jeopardy.

Check If applicabis

O Upna your refurn, You will be provided whth a writien Performance Improvement Plan (PIP), which
your deporiment menager will diverss with yon in s entirety, snd with which you will be reguired to rgree
and comply as a condltion of your continued employment. __ (dssociore Initinfs)

[] Suspension Pending Investigation

Your M:mnger has placed you oo a suspeasion pending imvestigation for podsible terminstion of employment. During the
suspension the facts will be investigated, I yo you have further mformation which will influgnce the decision, you
shoufd contast Human Resources im . You are to report fo the Human Resoorcas office to discuss the
sutrome of the investigation your yment status decision on __ at_a.m. {Associzic Initials)

- Eudateis S’qnatumlto ; g
T

Witmess® Siguatare/Date

**Note: Coninuance af improper condaci muoy result in_fiergyer disciplinary action up (o and incuding fernidnation. **

Respondent's
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Associnte Disciplinary Record
Associtte Name:_ Maytha Guzman _ Department: __ Howsekeeping
Associnte ¥: 267§ Date/Tlme of incident; 08-14-2014-_ st ____Today’s Date: {15-18-2014

Deacribe the action that made it neeessary t prepare this report,

The agsociate has 8 POINTS in the attendance calendar

##*CHECK ATTACHED CALENDAR**#¢

Describe the eounseling received by the Associate.

¢ of Discipiine:
dp Verbal Coaching [ 1% Written Warning [ 2™ Wyitten/Final w. IZ [T Other 7] Suspension:
Your Manager has given you a suspension wmupay, ctfective ﬁ‘ i %A‘%ﬂn description of the

problem end directions for comeeting the problem iz indicated above A Smpenswn is imposed to emphasize the
serlousness of the situalion and clearly communicate that your job is in jeopardy.

Check [f applicable

[ Upon your retorn, you will be provided with a writien Performence Improvement Plaa (PIP), which
your department manager will discuss with you In its entirety, and with whick you will be required to agree
sad comply az a sondiion of your continued employmeni. ____ (dssociale Initinls)

[C] Suspension Pending Investigation

Your Manager bas placed you on & suspension pending investigstion for possible terminatian of employmem During the
suspension the ficts will be investigated. if you fee] you bave further information which will influence the decision, you
should contact Humen Rescurces immedintety.  You are to report to the Human Ragourees office to discass Lhe

outeping of the ve;l%xuon snd your employment status deckionon ___ at _am.___ | __ {(dasociaie Inivlals)
Madager's tore/Date soclate’s Signature/Date

Human § e Y. Witness’ Sigaature/Date %E%@

9 Nate: Continuance of brproper contdact ngy resalt In furiher dsopilacey acllon up o ond includ ng tereinaffon.
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Associate Disciplinary Record

Astoclate Naate: Martha Guzman ] Department: __ _Housekeeping
Associote #: 2678 __ Date/Time of ineldent: 223/2014 ot 12:28pm  Todey's Dute; _2//24/2814

Describe the action that made jt necessary tv prepare this ycpord,

| The associate has 6 POINTS in t_he attendance calendar

wit CHECK ATTACHED CALENDAR#****

Describe the connseling recelved by the Assoclate,

Hpe of Disclpline:
Verbal Coaching (| 1 'Written Warning [ 2** Writren/Final Warning [ ] Other [ Suspension;

Yaur Manager has given you a suspension without pey, effective __through __ A writien description of the
problem and dirsctions for correcting the probiem L& indicated above. A Suspension is imposed o cmphasize the
seriousness of the situation and clearly communicate that your job is in jeopardy.

Check if applicable

[ Upon your reture, you will be provided with a written Performance Improvement Plan (PIP), which
your department manager will discuss with you In its entirety, and with which you will e Tequired to agree
and comply as a condition of your continued employment. __ {(dssoclare inmitlals)

[J Suspension Pending Investigation

Your Manager hag piaced you on a suspension pending investigation for possible terminstion of employment Dnring the
suspension the facts will be Investigated. If you feel you have further information which will influence the decision, you
sbould contact Humen immediately, You wre to report to the Human Resources office 4o discuss the
outeome of {he invesd and your employment status decishon o ___ at _a.m. {Amsaedote Initals)

2000y oy Ahugred 245411

Assoclate’s Signature/Date  *
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Associate Disciplinary Record
Associate: Martha Guzmay Department: _ _ HousekeaDing

Associate # _2678 Date/Time of incident: 05-16.2013 st___ Today’s Date: 05-16-2013

Describe the action that made it necessary (o pregrare this report.

Level 3 No) 11 Excessive absenteeism, habitual tardiness in reporting to work o retutning from
breaks, unsuthorized breaks, leaving work are during shift without avthorization or taking breaks
in unauthorized pregs.

B

On May 16, Martha Guzman called off for her shift resulting in 2 points accumnlating to her
attendance points. Her total adds up to 9 points.

Describe the counseling received by the Associate.

Failure to demonstrate irmmediate and sustained improvement may result in further disciplinary
action up lo and including termination.

Type of Dhupll.ne

[_IVerbal Coaching [J i* Writlen Warning [ 2* Writtew/Final Warning [[] Other X Suspension:
Your iManager has given you a suspension without pay, effective &m:ﬁﬁﬁu written description of
the problem and directions for correcting (be problem is indicated above. A S ion s imposed 10 emphasize

the seriousness of the situation and clearty commumicatc that your job is in jeopardy.

Chech f applicable

3 uvpon your return, you will be provided with a written Performance Improvement Plan (PIF), which
_ your depariment manager will discuss with you In its entirety, and with which you will be required to agree
¢ aud comply as a condition of your continued employment. _ (Associrte Initials)

{1 Suspension Pending Lrvestigation

Your Manager has placad you on a suspension pending inivestigation for possible termination of employment. Doring the
suspension the facts will ba investigated. If you fes! you have further mfarmation which will influence the decision, you
should comfact Human Resources inmmediately. Yom are to repori to the Human Resources office to discusy the
oufcome of thg investigation and your employment starus decision ot ___ ni_nw. ___ (Assoclate Intvisls)

/as ot
Assoclate’s Signatu

Whness’ Signaiure/Daie
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Assoclate Disciplinary Record

Associate; Martha Guzrman Depariment: _ Housekeeping
Associate ¥ _267T8  Dale/Time of incident: §7-07-2015 _at Today’s Date: 07-13-2015

Describe the actlon that made it necessary to prepare this report,

[ Level 3 No) 11 Excessive absenteeism, babitual tardiness in reporting to work of returming from
breaks, unauthorized breaks, leaving work are during shift without authorization or taking breaks
in unauthorized areas.

On July 07, Martha Guzman called out for her shift resulting in 2 poinis accumulating to her
attendance poinis. Her total adds up te 10 points.

Deseribe the counseling recelved by the Assoctate.

B ]

Failure to demonstrate immediate and snstained improvement may resuit in further disciplinary ‘
action up to and including termination, ‘

. | ]
Hpe of Discipline:

Verbal Cosching [ 1® Written Werning [ 2™ Written/Final Warning [] Otber (] Suspension:

Your Manager has given you a suspension without pay, effective through __ A written description of
the problem and directions for correcting the problem is indicated above. A Suspension is imposed to emphasize
the seriousness of the situation and clear]ly commumicate that your job is in jeopardy.

Check {f appitcable

Upon your refarn, you will be provided with s writien Performanes Improvement Plan (PIP), which
your department menager will discuss with you in its entirety, and with which yon will be required (o agree
and comply as a condition of your continued employment. {dssoctate Inittals)

Suspension Pending Investigation
Your Maneger has placed you on a suspension pending investigation for possible termination of employment. Dnuring the
suspension the facts will be Investigated. If you feei you have firther imfornoation which will influsncs the decision, you

should ¢ an Resources immediately. You are to report fo the Human Resonrces office to discuss che
outcome/of the fpvesiigation and your employment statug decision on ___ at _a.um, {Associate Initials)
S .
<~ 3is / 5
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