Exhibit A- Proposed Mashantucket Pequot Fair Labor Standards Law
Reference No. MP-PL2025-001

MASHANTUCKET PEQUOT FAIR LABOR STANDARDS LAW

Section 1. Purpose, Authority and Findings

da.

Purpose. The Mashantucket Pequot Tribe establishes this law to codify the

basic and uniform standards for Employees Employed on the Mashantucket
Pequot Reservation with respect to minimum Wages, maximum hours,

overtime, compensatory time, child labor, the payment of wages, and similar
wage and hour standards.

Authority. This law is adopted pursuant to the Mashantucket Pequot Tribe’s

inherent sovereign authority and pursuant to the Constitution and By-Laws of

the Mashantucket (Western) Pequot Tribe, Articles Il and VI.

Findings. This law is enacted based on the following findings:

1.

The Tribe has enacted laws regulating, among other things, employment
within the Mashantucket Pequot Reservation in an exercise of its inherent
sovereign authority and in fulfilling its mission as a self-governing
sovereign. The Tribe is the sovereign in the best position to regulate
activities, including employment, on the Reservation as it is most familiar
with the Reservation community, including citizens, employees, visitors,
businesses and government operations.

The Tribe created the Mashantucket Employment Rights Office through
tribal law as the tribal administrative agency tasked with regulating under
and enforcing tribal labor and employment laws within the Mashantucket
Pequot Reservation. See 31 M.P.T.L. This office, along with the Judicial
Committee of the Tribal Council and the Tribe’s Office of Legal Counsel, has
continued to study and review tribal employment laws on the Reservation.

. This law is needed to clarify the governing law on wage and hours for

Employers located and operating within the Mashantucket Pequot
Reservation with Employees working on the Reservation.

The Tribal Council has been made aware that the State of Connecticut
Department of Labor has contacted and commenced wage and hour
investigations related to Employers located and operating wholly within the
Reservation concerning Employees working within the Reservation. The
State of Connecticut does not have jurisdiction to regulate such
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employment activity, and the Tribe wishes to clarify the law applicable to
such Employers within the Reservation.

5. The Tribal Council understands that Non-tribal Employers on the
Reservation currently comply with the federal Fair Labor Standards Act and
pay wages no less than the Connecticut minimum wage due to, among
other things, the competitive nature of the labor market that surrounds the
Reservation. By enacting this law, the Tribe intends to protect workers’
rights by clarifying the applicable law and to fill any gap in the law. This law
sets Tribal standards including a Tribal minimum wage which is in line with
Connecticut’s minimum wage given the location of the Reservation and the
labor market.

6. The Tribe as an Employer has always paid its Employees a fair wage and
offered excellent benefits, as well as provided worker protections similar to
those in the Fair Labor Standards Act. This law also clarifies the Tribal law
that applies to the Tribe, as an Employer on the Reservation.

d. Applicability of this Law and Relation to Other Laws.

1. In adopting this law, the Tribal Council does not waive its immunity for suits
under or consent to the applicability to the Tribe of the federal Fair Labor
Standards Act (29 U.S.C. § 201 et seq.), or to any other federal laws that do
not expressly apply to Indian tribes and their citizens.

2. This law shall apply to employment of Employees on the Mashantucket
Pequot Reservation by any Employer located and operating within the
Mashantucket Pequot Reservation including the Mashantucket Pequot
Tribe and any agency, subdivision, arm, department, instrumentality, or
entity thereof unless specifically excluded.

Section 2. Definitions.

As used in this law:
a. “Employ” means to suffer or permit to work.

b. “Employee” means any individual employed on the Mashantucket Pequot
Reservation by an Employer, excluding volunteers as that term is defined by
Mashantucket Employment Rights Office order or regulations.
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. “Employee in Fire Protection Activities” means an Employee, including a
firefighter, paramedic, emergency medical technician, rescue worker,
ambulance personnel or hazardous materials worker, who:

1. Is trained in fire suppression, has the legal authority and responsibility to
engage in fire suppression, and is Employed by the Employer in a position
principally engaged in fire protection activities; and

2. Is engaged in the prevention, control and extinguishing of fires or response
to emergency situations where life, property, or the environment is at risk.

. “Employee in Law Enforcement Activities” means an Employee:

1. whois a uniformed or plain-clothed member of a body of officers and
subordinates who are empowered by Tribal law to enforce laws designed to
maintain public peace and order and to protect both life and property from
accidental or willful injury, and to prevent and detect crimes,

2. who has the power to arrest, and

3. who is presently undergoing or has undergone or will undergo on-the-job
training and/or a course of instruction and study which typically includes
physical training, self-defense, firearm proficiency, criminal and civil law
principles, investigative and law enforcement techniques, community
relations, medical aid and ethics.

. “Employer” means any Person that is located and operating on the
Reservation and Employs one or more Employees who regularly work on the
Mashantucket Pequot Reservation. Employer shall include the Tribe and any
agency, subdivision, arm, department, instrumentality, or entity thereof
located or engaged in work on the Reservation. The term Employer excludes
federal, state or local governments.

. “MERO” means the Mashantucket Employment Rights Office established by 31
M.P.T.L. and responsible for the administration and enforcement of this Law.

. “Mashantucket Pequot Tribal Court” or “Tribal Court” means the
Mashantucket Pequot Tribal Court system established by 1 M.P.T.L. including
both the trial and appellate levels.

. “Mashantucket Pequot Tribe” or “Tribe” means the Mashantucket (Western)
Pequot Tribe also known as the Mashantucket Pequot Tribal Nation, a
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federally recognized Indian tribe with a federally designated reservation
located within the geographical boundaries of the State of Connecticut and
includes the Tribe’s agencies, subdivisions, arms, departments, entities and
instrumentalities.

i. “Oppressive Child Labor” means a condition of employment under which:

1. Any Employee under the age of sixteen (16) years is Employed by an
Employer, unless expressly allowed under MERO order or regulations that
shall consider the type of occupation and whether such employment would
interfere with schooling or health and well-being; or

2. Any Employee between the ages of sixteen (16) and eighteen (18) years is
Employed by an Employer in any occupation which the MERO shall find and
by order or regulation declare to be particularly hazardous for the
employment of children between such ages or detrimental to their health
or well-being.

j. “Person” means both natural persons and artificial persons, including, but not
limited to, Native American tribes, individuals, corporations, partnerships, joint
ventures, limited liability companies, sole proprietorships, association of
persons or business entity acting directly as, or on behalf of or in the interest
of an Employer in relation to Employees, unions, trusts, trustees. and agents.

k. “Reservation” means the Mashantucket Pequot Reservation as that termis
defined in 25 U.S.C. §1752(7) together with any lands held by the United
States government in trust for the Tribe or any other area subject to the
Tribe’s jurisdiction.

I. “Tipped Employee” means any Employee engaged in an occupation in which
the Employee customarily and regularly receives more than thirty dollars
(530.00) a month in tips.

m. “Wage” means compensation due to an Employee by reason of their
employment.

Section 3. Administration.

a. Mashantucket Pequot Employment Rights Office.
1. The provisions of this law shall be administered and enforced by the MERO.
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2. The MERO shall submit reports periodically to the Mashantucket Pequot
Tribal Council to report on the MERQ’s activities, including any reporting
required under Title 31 and such information, data and recommendations
for any recommended changes to this law.

b. Regulations. The MERO shall submit to the Tribal Council regulations to
implement this law within two hundred and seventy (270) days from the date
of this law’s enactment. Unless the Tribal Council requests review or
modification of such regulations, the regulations shall become effective thirty
(30) days after the date the MERO submits the regulations to the Tribal
Council.

Section 4. Minimum Wage.

a. Tribal Minimum Wage—General. Except as otherwise provided herein, every
Employer shall pay Wages to each Employee who in any workweek is
Employed by such Employer to perform work covered by this law at a rate not
less than the Tribal minimum wage established by Tribal Council Resolution.
The MERO shall publish the Tribal minimum wage on its website.

b. Minimum Wage—Tipped Employees. Except as otherwise provided herein,
every Employer shall pay Wages to each Tipped Employee who in any
workweek is Employed by such Employer to perform work covered by this law
at a rate not less than the Tipped Tribal minimum wage established by Tribal
Council Resolution. The MERO shall publish the Tipped Tribal minimum wage
on the MERO website. An Employer may pay a Tipped Employee the Tipped
Tribal minimum wage in a workweek so long as the Tipped Employee's
combined hourly compensation including tips equals the Tribal minimum wage
and so long as the Tipped Employee has been informed of the provisions of
this section by the posting of a notice.

c. Employers shall post the Tribal minimum wage and the Tipped Tribal minimum
wage as required by MERO order or regulations.

d. Prohibition of Gender Discrimination. No Employer having Employees subject
to any provision of this section shall discriminate between Employees on the
basis of gender by paying Wages to Employees on the basis of the Employee’s
gender and thereby paying Employees of a particular gender at a rate less than
the rate at which it pays Wages to Employees of another gender for equal
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work on jobs the performance of which requires equal skill, effort, and
responsibility, and which are performed under similar working conditions,
except where such payment is made pursuant to: (i) a seniority system; (ii) a
merit system; (iii) a system which measures earnings by quantity or quality of
production; or (iv) a differential based on any factor other than gender;
provided, that an Employer who is paying a Wage rate differential in violation
of this subsection shall not, in order to comply with the provisions of this
subsection, reduce the Wage rate of any Employee.

Section 5. Maximum Hours.

a. Maximum Hours. Except as otherwise provided in this law, no Employer shall
Employ any of its Employees for a workweek longer than forty (40) hours
unless such Employee receives compensation for all hours actually worked in
excess of forty (40) hours in a workweek at a rate not less than one and one-
half (172) times the rate at which the Employee is regularly Employed.

b. No Employer shall be deemed to have violated subsection (a) by employing
any Employee for a workweek in excess of that specified in such subsection
without paying the compensation for overtime employment prescribed
therein if such Employee is so employed—

1. in pursuance of an agreement, made as a result of collective bargaining by
representatives of Employees certified as bona fide by applicable law,
which provides that no Employee shall be employed more than one
thousand and forty (1,040) hours during any period of twenty-six (26)
consecutive weeks; or

2. in pursuance of an agreement, made as a result of collective bargaining by
representatives of Employees certified as bona fide by applicable law,
which provides that during a specified period of fifty-two (52) consecutive
weeks the Employee shall be employed not more than two thousand two
hundred and forty (2,240) hours and shall be guaranteed not less than one
thousand eight hundred and forty (1,840) hours (or not less than forty-six
(46) weeks at the normal number of hours worked per week, but not less
than thirty (30) hours per week) and not more than two thousand and
eighty (2,080) hours of employment for which the Employee shall receive
compensation for all hours guaranteed or worked at rates not less than
those applicable under the agreement to the work performed and for all
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C.

hours in excess of the guaranty which are also in excess of the maximum
workweek applicable to such Employee under subsection (a) or two
thousand and eighty (2,080) in such period at rates not less than one and
one-half times the regular rate at which they are employed;

"Regular Rate" Defined. As used in this Section, the "Regular Rate" at which an
Employee is Employed shall be deemed to include all remuneration for
employment paid to, or on behalf of, the Employee, but shall not be deemed
to include the following:

1. Sums paid as gifts; payments in the nature of gifts made at Christmas time
or on other special occasions, as a reward for service, the amounts of which
are not measured by or dependent on hours worked, production, or
efficiency;

2. Payments made for occasional periods when no work is performed due to
vacation, holiday, illness, failure of the Employer to provide sufficient work,
or other similar cause; reasonable payments for traveling expenses, or
other expenses, incurred by an Employee in the furtherance of the
Employer's interests and properly reimbursable by the Employer; and other
similar payments to an Employee which are not made as compensation for
hours of employment;

3. Sums paid in recognition of services performed during a given period if
either:

a. Both the fact that payment is to be made and the amount of the
payment are determined at the sole discretion of the Employer at or
near the end of the period and not pursuant to any prior contract,
agreement, or promise causing the Employee to expect such payments
regularly, including but not limited to an Employee bonus program; or

b. The payments are made pursuant to a bona fide profit-sharing plan or
trust or bona fide thrift or savings plan, meeting the requirements of the
MERO set forth in appropriate regulations, having due regard among
other relevant factors, to the extent to which the amounts paid to the
Employee are determined without regard to hours of work, production,
or efficiency; or
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c. The payments are talent fees (as such talent fees are defined and
delimited by MERO regulations) paid to performers, including
announcers, on radio and television programs; or

d. The payments are prizes paid pursuant to any Employee incentive
program;

4. Contributions irrevocably made by an Employer to a trustee or third person
pursuant to a bona fide plan for providing old-age, retirement, life,
accident, or health insurance or similar benefits for Employees;

5. Extra compensation provided by a premium rate paid for certain hours
worked by the Employee in any day or workweek because such hours are
hours worked in excess of eight (8) in a day or in excess of the maximum
workweek applicable to such Employee under Subsection (a) of this Section
or in excess of the Employee's normal working hours or regular working
hours, as the case may be;

6. Extra compensation provided by a premium rate paid for work by the
Employee on Saturdays, Sundays, holidays, or regular days of rest, or on the
sixth or seventh day of the workweek, where such premium rate is not less
than one and one-half (1%) times the rate established in good faith for like
work performed in non-overtime hours on other days;

7. Extra compensation provided by a premium rate paid to the Employee, in
pursuance of an applicable employment contract for work outside of the
hours established in good faith by the contract or agreement as the basic,
normal, or regular workday (not exceeding eight (8) hours) or workweek
(not exceeding the maximum workweek) applicable to such Employee
under Subsection (a) of this Section, where such premium rate is not less
than one and one-half (1%) times the rate established in good faith by the
contract or agreement for like work performed during such workday or
workweek;

8. Any value or income derived from Employer-provided grants or rights
provided pursuant to a stock option, stock appreciation right, or bona fide
employee stock purchase program which is not otherwise excludable under
any of paragraphs (1) through (7) if--
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d.

a. grants are made pursuant to a program, the terms and conditions of

which are communicated to participating Employees either at the
beginning of the Employee’s participation in the program or at the time
of the grant;

. in the case of stock options and stock appreciation rights, the grant or

right cannot be exercisable for a period of at least six (6) months after
the time of grant (except that grants or rights may become exercisable
because of an Employee’s death, disability, retirement, or a change in
corporate ownership, or other circumstances permitted by regulation),
and the exercise price is at least eight-five (85%) percent of the fair
market value of the stock at the time of grant;

. exercise of any grant or right is voluntary; and

. any determinations regarding the award of, and the amount of,

Employer-provided grants or rights that are based on performance are--

i. made based upon meeting previously established performance
criteria (which may include hours of work, efficiency, or productivity)
of any business unit consisting of at least ten (10) Employees or of a
facility, except that, any determinations may be based on length of
service or minimum schedule of hours or days of work; or

ii. made based upon the past performance (which may include any
criteria) of one or more Employees in a given period so long as the
determination is in the sole discretion of the Employer and not
pursuant to any prior contract.

“Hours Worked.” The MERO shall adopt regulations establishing the principles
involved in determining what constitutes working time.

. Employment Necessitating Irregular Hours of Work. No Employer shall be
deemed to have violated subsection (a) of this section by Employing any
Employee for a workweek in excess of the maximum workweek applicable to
such Employee under subsection (a) of this section if such Employee is
Employed pursuant to a bona fide individual contract or pursuant to an
agreement made as a result of collective bargaining by representatives of
Employees, if the duties of such Employee necessitate irregular hours of work,
and the contract or agreement:

Page 9 of 21



EXHIBIT A- PROPOSED MASHANTUCKET PEQUOT FAIR LABOR STANDARDS LAW

Reference No. MP-PL2025-001

1.

Specifies a regular rate of pay of not less than the minimum hourly rate
provided in section 4 of this law and compensation at not less than one and
one-half (1)) times such rate for all hours worked in excess of such
maximum workweek, and

. Provides a weekly guaranty of pay for not more than sixty (60) hours based

on the rates so specified.

f. Employment at Piece Rates. No Employer shall be deemed to have violated
subsection (a) of this section by Employing any Employee for a workweek in
excess of the maximum workweek applicable to such Employee under such
subsection if, pursuant to an agreement or understanding arrived at between
the Employer and the Employee before performance of the work, the amount
paid to the Employee for the number of hours worked by them in such
workweek in excess of the maximum workweek applicable to such Employee
under such subsection:

1.

In the case of an Employee Employed at piece rates, is computed at piece
rates not less than one and one-half (1%) times the bona fide piece rates
applicable to the same work when performed during non-overtime hours;
or

. In the case of an Employee performing two (2) or more kinds of work for

which different hourly or piece rates have been established, is computed at
rates not less than one and one-half (1) times such bona fide rates
applicable to the same work when performed during non-overtime hours;
or

. Is computed at a rate not less than one and one-half (1%) times the rate

established by such agreement or understanding as the basic rate to be
used in computing overtime compensation thereunder; provided that the
rate so established shall be authorized by MERO regulation as being
substantially equivalent to the average hourly earnings of the Employee,
exclusive of overtime premiums, in the particular work over a
representative period of time; and if:

a. The Employee's average hourly earnings for the workweek exclusive of
payments described in paragraphs (1) through (7) of subsection (b) of
this section are not less than the minimum hourly rate required by
applicable law, and
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b. Extra overtime compensation is properly computed and paid on other
forms of additional pay required to be included in computing the
Regular Rate.

g. Extra Compensation Creditable Toward Overtime Compensation:

1.

Except as provided in subsection (g)(2), below, sums excluded from the
Regular Rate pursuant to subsection (b) shall not be creditable toward
Wages required under section 4 or overtime compensation required under
this section.

. Extra compensation paid as described in sections (5), (6), and (7) of

subsection (c) of this section shall be creditable toward overtime
compensation payable pursuant to this section.

h. Employment by Retail or Service Establishment. No Employer shall be deemed
to have violated subsection (a) of this section by Employing any Employee of a
retail or service establishment for a workweek in excess of the applicable
workweek specified therein, if:

1.

The regular rate of pay of such Employee is in excess of one and one-half
(17%) times the minimum hourly rate applicable to them under section 4 of
this law, and

. More than half their compensation for a representative period (not less

than one (1) month) represents commissions on goods or services. In
determining the proportion of compensation representing commissions, all
earnings resulting from the application of a bona fide commission rate shall
be deemed commissions on goods or services without regard to whether
the computed commissions exceed the draw or guarantee.

i. Employment in Hospital or Establishment Engaged in Care of Sick, Aged or
Mentally Ill. No Employer engaged in the operation of a hospital or an
establishment which is an institution primarily engaged in the care of the sick,
the aged, or the mentally ill who reside on the premises shall be deemed to
have violated subsection (a) of this section if, pursuant to an agreement or
understanding arrived at between the Employer and the Employee before
performance of the work, a work period of fourteen (14) consecutive days is
accepted in lieu of the workweek of seven (7) consecutive days for purposes of
overtime computation and if, for their employment in excess of eight (8) hours
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in any workday and in excess of eighty (80) hours in such fourteen (14) day
period, the Employee receives compensation at a rate not less than one and
one-half (1%) times the Regular Rate at which they are Employed.

Employment in Fire Protection or Law Enforcement Activities. No Employer
shall be deemed to have violated subsection (a) of this section with respect to
the employment of any Employee Employed in fire protection activities or law
enforcement activities, if the Employee is compensated at a rate not less than
one and one-half (1)4) times the Regular Rate at which they are Employed, if
the Employee's hours worked exceed two hundred twelve (212) hours in a
work period of twenty-eight (28) consecutive days, or as otherwise
determined by MERO regulation or order.

Court Reporters. The hours an Employee performs court reporting transcript
preparation duties shall not be considered as hours worked for the purposes
of subsection (a) of this section if:

1. Such Employee is paid at a per-page rate which is not less than:
a. The maximum rate established by Tribal law; or

b. The rate freely negotiated between the Employee and the party
requesting the transcript, other than the judge who presided over the
proceedings being transcribed; and

2. The hours spent performing such duties are outside of the hours such
Employee performs other work (including hours for which the Employer
requires the Employee's attendance) pursuant to the employment
relationship with such Employer.

For purposes of this subsection(k), the amount paid such Employee in
accordance with subsection (1) for the performance of court reporting
transcript preparation duties, shall not be considered in the calculation of
the Regular Rate at which such Employee is Employed.

Compensatory Time — Tribal Employees.

1. Employees of the Tribe may receive, in accordance with this subsection and
in lieu of overtime compensation, compensatory time off at a rate not less
than one and one-half (1%) hours for each hour of employment for which
overtime compensation is required by this section.
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2. The Tribe as an Employer may provide compensatory time under paragraph
(1) only pursuant to:

a. applicable provisions of a collective bargaining agreement,
memorandum of understanding, or any other agreement between the
Employer and representatives of such Employees; or in the case of
Employees not covered by the foregoing clause, a written agreement or
understanding arrived at between the Employer and Employee before
the performance of the work; and

b. if the Employee has not accrued compensatory time in excess of forty
(40) hours.

3. If an Employee is authorized to use or be paid their accrued compensatory
time off, such compensation shall be paid at the Regular Rate earned by the
Employee at the time the Employee receives such payment. Compensatory
time off is not counted as hours worked during the applicable work period
for purposes of overtime compensation.

4. An Employee of the Tribe who has accrued compensatory time off provided
under this section shall, at the earlier of thirty (30) days from accrual of the
compensatory time off or upon transfer or termination of employment, be
paid for the unused compensatory time at the Employee's Regular Rate at
the time the Employee receives such payment.

m. Occasional or Sporadic Employment — Tribal Employees. If an Employee of the
Tribe undertakes, on an occasional or sporadic basis and solely at the
Employee's option, part-time employment for the Tribe which is in a different
capacity from any capacity in which the Employee is regularly Employed with
the Tribe, the hours such Employee was Employed in performing the different
employment shall be excluded by the Tribe in the calculation of the hours for
which the Employee is entitled to overtime compensation under this section.

Section 6. Payment of Wages.

The MERO shall adopt regulations regarding the payment of wages, including the
acceptable methods for the payment of wages, the required frequency of the
payment of wages, the requirements for the payment of wages upon termination
of employment, and permissible deductions from wages.
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Section 7. Collection of Data.

a. Investigations and Inspections. The MERO or MERO’s duly appointed
designee(s) may investigate and gather data regarding the Wages, hours, and
other conditions and practices of employment by an Employer subject to this
law, and may enter and inspect such places and such records, question such
Employees (and make transcriptions thereof), and investigate such facts,
conditions, practices, or matters as it may deem necessary or appropriate to
determine whether any Employer has violated any provision of this law, or
which may aid in the enforcement of the provisions of this law.

b. Records. Every Employer subject to any provision of this law or of any
regulation or order issued under this law shall make, keep, and preserve such
records of the persons Employed by it and of the Wages, hours, and other
conditions and practices of employment maintained by it, and shall preserve
such records for such periods of time, and shall make such reports therefrom
to the MERO as it shall prescribe by regulation or order as necessary or
appropriate for the enforcement of the provisions of this law or the
regulations or orders thereunder.

Section 8. Child Labor Provisions.

a. Oppressive Child Labor. No Employer shall employ any child in Oppressive Child
Labor.

b. Proof of Age. In order to carry out the objectives of this section, MERO may by
regulation require Employers to obtain from any Employee proof of age.

c. As set forth in section 2(i) of this law, MERO may adopt regulations regarding
the employment of Employees between the ages of fourteen (14) and
eighteen (18) years.

Section 9. Exemptions.

a. Minimum Wage and Maximum Hour Requirements. The provisions of section 4
(Minimum Wage) and section 5 (Maximum Hours) of this law shall not apply
with respect to:

1. Any Employee Employed in a bona fide executive, administrative, or
professional capacity (including any Employee Employed in the capacity of
academic administrative personnel or teacher in elementary or secondary
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schools), or in the capacity of outside salesman (as such terms are defined
and delimited from time to time by MERO regulations except that an
Employee of a retail or service establishment shall not be excluded from
the definition of Employee Employed in a bona fide executive or
administrative capacity because of the number of hours in their workweek
which they devote to activities not directly or closely related to the
performance of executive or administrative activities, if less than sixty (60)
percent of their hours worked in the workweek are devoted to such
nonexecutive or non-administrative activities); or

2. Any Employee Employed by an establishment which is an amusement or
recreational establishment, organized camp, or religious or nonprofit
educational conference center, if:

a. It does not operate for more than seven (7) months in any calendar
year, or

b. During the preceding calendar year, its average receipts for any six (6)
months of such year were not more than thirty-three and one-third (33
1/3) percent of its average receipts for the other six (6) months of such
year; or

3. Any Employee Employed in the catching, taking, propagating, harvesting,
cultivating, or farming of any kind of fish, shellfish, crustacea, sponges,
seaweeds, or other aquatic forms of animal and vegetable life, or in the first
processing, canning or packing such marine products at sea as an incident
to, or in conjunction with, such fishing operations, including the going to
and returning from work and loading and unloading when performed by
any such Employee; or

4. Any Employee Employed in agriculture, if:

a. Such Employee is Employed by an Employer who did not, during any
calendar quarter during the preceding calendar year, use more than five
hundred (500) man-days of agriculture labor;

b. Such Employee is the parent, spouse, child, or other member of the
Employer's immediate family;
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c. Such Employee:

i. Is Employed as a hand harvest laborer and is paid on a piece rate
basis in an operation which has been, paid on a piece rate basis in
the region of employment;

ii. Commutes daily from their permanent residence to the farm on
which they are so Employed; and

iii. Has been Employed in agriculture less than thirteen (13) weeks
during the preceding calendar year;

d. Such Employee (other than an Employee described in section (4)c. of
this subsection):

i. Issixteen (16) years of age or under and is Employed as a hand
harvest laborer, is paid on a piece rate basis in an operation which
has been, and is customarily and generally recognized as having
been, paid on a piece rate basis in the region of employment;

ii. Is Employed on the same farm as their parent or person standing in
the place of their parent; and

iii. Is paid at the same piece rate as Employees over age sixteen (16) are
paid on the same farm; or

iv. Such Employee is principally engaged in the range production of
livestock; or

5. Any Employee to the extent that such Employee is exempted by
regulations, order, or certificate of MERO; or

6. Any Employee Employed on a casual basis in domestic service employment
to provide babysitting services or any Employee Employed in domestic
service employment to provide companionship services for individuals who
(because of age or infirmity) are unable to care for themselves (as such
terms are defined and delimited by regulations of the MERO);

7. Any Employee who is a computer systems analyst, computer programmer,
software engineer, or other similarly skilled worker, whose primary duty is:

a. The application of systems analysis techniques and procedures,
including consulting with users, to determine hardware, software, or
system functional specifications;
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b. The design, development, documentation, analysis, creation, testing, or
modification of computer systems or programs, including prototypes,
based on and related to user or system design specifications;

c. The design, documentation, testing, creation, or modification of
computer programs related to machine operating systems; or

d. A combination of duties described in subparagraphs a., b., and c., the
performance of which requires the same level of skills, and who, in the
case of an Employee who is compensated on an hourly basis, is
compensated at a rate of not less than twenty-seven dollars and sixty-
three cents ($27.63) an hour, or at such minimum rate as determined by
the Tribal Council, whichever is the highest.

Section 10. Maximum Hour Exemptions.

The MERO may, through order or regulations, recognize exemptions to section 5
of this Law consistent with exemptions recognized under the Federal Fair Labor
Standards Act, 29 U.S.C. § 201 et seq.

Section 11. Employment Under Special Certificates.

The MERO, to the extent necessary in order to prevent curtailment of
opportunities for employment, shall by order or regulations provide for the
employment of learners, of apprentices, of students and of disabled workers
under special certificates issued pursuant to MERO order or regulations at such
Wages that may be lower than the Tribal minimum wage applicable under section
4 of this law subject to such limitations as the MERO shall prescribe by order or
regulations.

Section 12. Complaint Process; Limitation Period; Retaliation Prohibited.

a. Administrative Action.

1. Complaint. Any Employee or former Employee, or the parent or a guardian
of a minor Employee, whose rights were affected in a manner which
violates the provisions of this law, may file a written complaint with the
MERO on a form as required by the MERO within two (2) years from the
last date upon which the complainant was subject to the alleged violation
giving rise to the complaint; provided that, for willful violations of this law,
a complaint may be brought within three (3) years from the last date upon
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which the complainant was subject to the alleged violation giving rise to the
complaint.

2. Service and investigation. Upon receipt of a complaint filed in accordance
with subsection (a), the MERO shall serve a copy of the complaint upon the
respondent Employer. The MERO, or its designee, shall investigate the
complaint. Within sixty (60) days following receipt of the complaint, the
MERO, or its designee, shall conclude the investigation and within thirty
(30) days thereafter make a written determination of whether or not the
respondent Employer violated this Law, including the grounds for the
determination. In the event that the MERO needs additional time for the
investigation due to the complexity of the matter or the unavailability of
information, the MERO may take more time to investigate; provided that in
no event shall such additional time exceed an additional sixty (60) days for
the investigation. The MERQ’s investigation shall be considered an Informal
Hearing under 40 M.P.T.L. If the MERO determines that there is a violation
of this law, the MERO may order remedies pursuant to section 13 of this
law.

3. Appeal. Either the complainant or the respondent Employer may, if
aggrieved by the MERO’S determination, appeal the determination within
thirty (30) days of the date of the MERO determination by filing a written
appeal with the Mashantucket Pequot Tribal Court pursuant to 40 M.P.T.L.

4. Enforcement Action. Absent a timely appeal to the Tribal Court, the MERQ’s
determination under subsection (2), above, and any associated remedy
shall be final. Pursuant to 40 M.P.T.L. ch.3, & 3(c), the MERO may bring an
action in Tribal Court to seek enforcement of any final determination
and/or order of the MERO. No filing fee is required to be paid to the Tribal
Court by the MERO.

5. The MERO shall select its representation before the Tribal Court in an
appeal or the enforcement of a final determination of the MERO. Such
representation may be by the MERO Director, or its designee, who has the
authority to enter an appearance and represent the MERO in any action
before the Tribal Court.
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b. Retaliation Prohibited.

No Employer shall discharge or in any manner discriminate against any
Employee with respect to their compensation, terms, conditions, or other
privileges of employment because the Employee (or an individual acting at the
request of the Employee) has made a complaint to the MERO under this
section, or has participated in any investigation or inspection conducted by the
MERO or its designee. Violations of this subsection may be reported to the
MERO in accordance with the provisions of subsection (a)(1).

Section 13. Remedies.

a. For violation(s) of sections 4 and 5 of this law, MERO may direct, as applicable,
the respondent-Employer:

1. To pay the Employee the unpaid minimum back Wages for a period up to
two (2) years;

2. To pay the Employee the back unpaid overtime for a period up to two (2)
years;

3. To pay liquidated damages in an additional amount not to exceed the
amount of the back Wages and/or back unpaid overtime, as provided in
subsections (1) and (2) of this section;

4. To pay reasonable attorney fees; and/or
5. To cease and desist from further such violations.

b. For violations of any provision of the law not addressed in subsection (a)
above, the MERO can issue an order directing the respondent Employer to
cease and desist such violation and, as appropriate, assess damages or civil
monetary penalties, or direct such other equitable relief as required to remedy
the violation. Civil monetary fines or penalties not to exceed $250.00 per
violation may be assessed with a maximum aggregate fine of $1,000.00 per
claim of non-compliance. Each day that a Person has been determined to be
out of compliance with the requirements of this law may be considered a
separate violation.
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Section 14. Accommodating Breastfeeding in the Workplace.

The MERO shall address, by regulation, how Employers shall accommodate
breastfeeding and/or the expressing of breast milk in the workplace for an
Employee’s nursing child.

Section 15. Notice.

Each Employer shall post and keep posted, in conspicuous places on the premises
of the Employer where notices to Employees are customarily posted, or if the
Employer customarily provides information by electronic means, electronically on
an internal or external website accessible to Employees, a notice, to be prepared
or approved by the MERO, setting forth excerpts from, or summaries of, the

pertinent provisions of this law and information pertaining to the filing of a claim.

Section 16. Limited Waiver of Sovereign Immunity.

a. The Mashantucket Pequot Tribe expressly waives its sovereign immunity from
suit solely to permit Employees to bring complaints and obtain the remedies

enumerated in this law for claimed violations of this Law brought pursuant to
the complaint process of section 12 of this law, and brought exclusively in the
MERO and/or the Mashantucket Pequot Tribal Court, following the exhaustion
of administrative remedies before the MERO as provided in section 12 of this
law.

. This limited waiver shall not be construed as a waiver of the sovereign
immunity of the Mashantucket Pequot Tribe or a consent to suit in state or
federal court or administrative forums, or in any forum, other than Tribal Court
and the MERO. This limited waiver shall not be construed nor shall such grant
be deemed consent by the Mashantucket Pequot Tribe to the levy of any
judgment, lien, or attachment upon the trust or other property of the
Mashantucket Pequot Tribe.

Nothing contained in this law is intended or shall be construed or applied to
create a private right of action in any Person, other than the right of an
Employee or a parent or legal guardian of a minor Employee, to file a
complaint with the MERO and an appeal to the Tribal Court, as provided under
section 12 of this law.
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17. Inter-governmental Agreements.

The MERO, together with the Office of Legal Counsel, may negotiate, on behalf of
the Tribe, an Inter-governmental agreement with the Connecticut Department of
Labor or such other Connecticut Agency or Department, as appropriate, to
address coordination, when appropriate, of regulating wage and hours as well as
exchange of necessary information to ensure that both sovereign’s interests are
appropriately addressed and to provide certainty to Employers and Employees on
applicable law for more efficient regulation. Any agreement under this section
must be approved by the Tribal Council to be effective.

18. Effective Date.

This law shall be applicable to all claims that accrue subsequent to the law’s
enactment; provided that any defenses available under this law shall be
applicable to any such claim.

19. Severability.

If any provision of this law or its application to any Person or circumstance is held
invalid by the Mashantucket Pequot Tribal Court, such invalidity shall not affect
the remaining provisions and the application of such provision to other Persons or
circumstances shall not be affected thereby.

END OF TEXT
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