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General Employment Policies 

Introductory Statement 

Welcome! 

As an employee of Del Monte Foods, Inc. - Hanford, California (the "Company"), you are an 
important member of a team effort. We hope that you will find your position with the Company 
rewarding, challenging, and productive. 

We look to you and the other employees to contribute to the success of the Company. We are 
proud of our fine products and people. It is our pleasure to welcome you to Del Monte Foods. 

This employee handbook is intended to explain the terms and conditions of employment of all 
hourly employees. 

This handbook summarizes the policies and practices in effect at the time of publication.* This 
handbook supersedes all previously issued handbooks and any policy or benefit statements or 
memoranda that are inconsistent with the policies described here. 

*In addition to the policies covered in this handbook, Del Monte Foods, Inc. - Hanford, California 
also maintains and incorporates by reference, separate policies and procedures addressing the 
Company's Pandemic Response Policy. 

We ask all of our employees to save this handbook and read it carefully, as well as any 
additional Policies and Procedures provided separately. 

It is the responsibility of all employees to be familiar with all policies documented within this 
handbook as well as all future revisions of this handbook and Company Policies and 
Procedures. All of your questions should be answered within this handbook; however, if you 
have any further questions, speak to your supervisor or the Human Resources Department. 

EMPLOYEES' RESPONSIBILITIES 

As an employee of Del Monte Foods, Inc. - Hanford, California you are required to meet basic 
employment responsibilities, including: 

1. A day's work for a day's pay. 

2. Full compliance with all Company Policies and Procedures. 

3. Respect Company property and all Company Employees. 

Policies and Procedures include, but are not limited to: 
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House Rules, Attendance Policy, Safety Guidelines, and GMPS (Good Manufacturing Practices). 
These have been established for the safe, efficient, and successful operations of the Company. 

Your cooperation and strict compliance is necessary for: 

• Your protection as well as the protection of your fellow employees 

• High product quality 

• Building an effective system of teamwork 

• Your success with the Company 

Some of the policies contained in this handbook are condensed versions of company policies 
contained in the Del Monte Foods Human Resources Policy Manual and/or the Collective 
Bargaining Agreement with The International Brotherhood of Teamsters, Local #948. If you have 
any questions pertaining to this handbook or any Company issue, see your supervisor or the 
Human Resources Department for clarification. 

In the event, there is a conflict or inconsistency with the handbook, the Company Policies and/or 
Collective Bargaining Agreement shall prevail. 

In the event there is a conflict with the Company Policies and the Collective Bargaining Agreement, 
the Collective Bargaining Agreement shall prevail. 
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Equal Employment Opportunity and Affirmative Action 
Policies 

The rich diversity of our people, our thinking, and our talent is key to our overall success. It is 
important that we foster an inclusive work environment in which everyone is encouraged to value 
one another's unique contributions. In support of this philosophy, Del Monte Foods, Inc. is 
committed to maintaining a work environment free of any form of discrimination or harassment 
against applicants for employment, employees, vendors, contractors, or customers on the basis 
of race, color, religion, creed, age, gender, gender expression, sexual orientation, gender identity, 
national origin, physical or mental disability, veteran status, marital status, medical condition (as 
defined under California law), genetic information, military status, citizenship, political activity or 
affiliation, ancestry, sex (including pregnancy, childbirth, breastfeeding and related medical 
conditions), or any other characteristic protected by law. The Company also prohibits and does 
not tolerate unlawful harassment and discrimination against employees and covered persons 
who are perceived to have any of these characteristics or who associate with a person who has, 
or is perceived to have, any of these characteristics. 

As a federal contractor subject to Executive Order 11246, Section 4212 of the Vietnam Era 
Veterans' Readjustment Assistance Act of 197 4 (VEVRM), and Section 503 of the 
Rehabilitation Act of 1973 (Section 503), Del Monte Foods, Inc. has implemented the following 
policies and procedures as part of our commitment to compliance with equal opportunity and 
affirmative action requirements. These policies apply whenever and wherever a Del Monte 
Foods, Inc. employee is performing a function of his or her job, including at all Del Monte Foods, 
Inc. locations, client worksites, and company-sponsored or client-sponsored business and social 
functions. It is Del Monte Foods, lnc.'s policy to take affirmative action to employ, advance in 
employment, and otherwise treat qualified minorities, women, protected veterans, and individuals 
with disabilities without regard to their race/ethnicity, sex, veteran status, disability, gender 
identity, or sexual orientation. We will provide reasonable accommodations to the known physical 
or mental limitations of an otherwise qualified applicant for employment or employee, unless the 
accommodation would impose an undue hardship on the operation of our business. 

The Company's equal employment opportunity and affirmative action policies require that 
employment decisions be based only on valid job requirements, and extend to all terms, 
conditions, and privileges of employment at all levels including, but not limited to, recruitment, 
selection, compensation, benefits, training, promotion, and disciplinary actions. We will also take 
all necessary steps to ensure that no applicant for employment or employee is subjected to 
harassment, intimidation, threats, coercion or discrimination because he or she has engaged in 
or may engage in the filing of a complaint; assisting or participating in an investigation, 
compliance review, hearing, or any other activity related to the administration of E.O. 11246, 
VEVRM, Section 503, or any other federal, state, or local law requiring equal employment 
opportunity for individuals with disabilities or protected veterans; opposing any act or practice 
made unlawful by E.O.11246, VEVRM or Section503 and their implementing regulations, or any 
other federal, state, or local law requiring equal employment opportunity for individuals with 
disabilities or protected veterans; or exercising any other right protected by E.O.11246, VEVRM 
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or Section 503 or their implementing regulations. 

Del Monte Foods, lnc.'s equal opportunity and affirmative action policies also prohibit any and all 
forms of retaliation against anyone who in good faith complains that these policies are not being 
followed, or who otherwise participates in a company or agency investigation into such complaints, 
even if sufficient evidence is not found to substantiate the complaint. If you believe 
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that you have been subjected to retaliation, your complaint should be directed to one of the Human 
Resources individuals identified below or any other member of management. After receiving a 
complaint involving a violation of the company's equal opportunity or affirmative action policy, the 
company will investigate and take corrective action, as appropriate. Complaints and investigations 
will be kept strictly confidential to the maximum extent possible. No one, regardless of position or 
length of service, is exempt from these policies. 

As the President and Chief Executive Officer, I fully support our affirmative action program and am 
committed to implementation of Del Monte Foods, lnc.'s equal employment opportunity and 
affirmative action policies. I have designated overall responsibility for these policies to Michele 
MacKenzie, Director, Human Resources & Diversity. Michele is responsible for the implementation 
and auditing of these policies for Del Monte Foods, Inc. and supported by the Human Resources 
Managers at individual facilities. Del Monte Foods, Inc. recognizes that commitment to equal 
employment opportunity goes beyond formal programs; it requires the individual commitment of all 
Del Monte Foods, Inc. people. Please join me in ensuring that every Del Monte Foods, Inc. person is 
treated with dignity and respect for individual differences and that Del Monte Foods, Inc. is a company 
where all Del Monte Foods, Inc. people can truly excel. The non-confidential portions of our 
affirmative action programs are available for inspection by any applicant for employment or employee 
in the Human Resources office during regular business hours. Please contact your local HR 
representative for additional information. 

Isl 

Greg Longstreet, Chief Executive Office Del Monte Foods, Inc. 
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Prohibited Discrimination, Harassment and Abusive Conduct 
Policy 

Overview 

Del Monte is committed to providing a work environment free of discrimination, harassment and 
abusive conduct. The Company does not tolerate discrimination against or harassment of our job 
applicants, employees, contingent workers, customers, or vendors by anyone. Del Monte prohibits 
discrimination, sexual harassment and any harassment that is based on a person' s race, color, 
ethnicity, ancestry, age for individuals over forty years of age, sex (including pregnancy, childbirth, 
breastfeeding, and related medical conditions), sexual orientation, gender, gender identity, gender 
expression, national origin, citizenship status, religion, marital status, registered domestic partner 
status, medical condition (as defined under California law), physical disability, mental disability, 
military and veteran status, genetic information, or any other status that is protected under applicable 
federal, state or local law. (If you are employed or work in California, understand that the law 
specifically prohibits coworkers, third parties, supervisors and managers from engaging in conduct 
prohibited by the California Fair Employment and Housing Act). Del Monte also prohibits and does not 
tolerate unlawful harassment and discrimination against employees and covered persons who are 
perceived to have any of these characteristics or who associate with a person who has, or is 
perceived to have, any of these characteristics. Del Monte prohibits abusive conduct in the workplace. 
Del Monte will not tolerate any form of discrimination, harassment or abusive conduct that violates this 
policy. 

Purpose 

Discrimination and severe or pervasive sexual harassment and harassment on the basis of any other 
legally protected status or characteristic are prohibited under the law. Abusive conduct is detrimental 
to productivity and morale. The purpose of this policy is to prevent any discrimination, harassment or 
abusive conduct of Del Monte' s applicants, employees, contingent workers, customers and vendors. 
Employees are prohibited from engaging in a wide range of conduct that is inappropriate for the 
workplace. Harassing conduct described in this policy is prohibited even if it is not severe or pervasive 
enough to be considered unlawful. This policy applies to harassing conduct regardless of the gender 
of the persons involved. The victim as well as the perpetrator may be a woman or a man. The victim 
may be of the same sex as the perpetrator or of the opposite sex. The victim and the perpetrator may 
also be members of the same protected group, e.g., a Hispanic person who harasses another 
Hispanic person. 

Application 

This policy applies to all employees while at work and at company-sponsored events (and the time 
spent traveling to and from such events). Company-sponsored events include off-site meetings, 
conferences, and social events. The policy also applies to interactions at any time or place with fellow 
employees or others connected to the Company if the inappropriate conduct or interaction, or its 
consequences, impacts the workplace. 
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Examples of Prohibited Harassment 

Harassment prohibited under this policy can be verbal, physical, or visual. Examples of acts of verbal 
harassment include jokes, epithets, slurs, threats, or demands or requests for sex; unwanted sexual 
flirtations or advances; sexually-suggestive comments or sounds; verbally-abusive language of a 
sexual nature or because of any other protected status of an individual; making sexually suggestive, 
degrading, offensive or unwelcome comments about a person's body, looks, appearance, clothes, 
anatomy, or manner of walking; discussing sexual topics including a person's love or sex life (or the 
love life or sex life of others), sexual activities, sexual fantasies, sexual preferences or history; using 
inappropriate or sex-related nicknames; asking sexual or intimate questions about personal 
relationships; and making remarks, including attempts at humor, that denigrate or are designed to 
intimidate people based on any protected status or characteristic. 

Examples of acts of physical harassment include assault, battery, or physical interference with 
movement or work; inappropriate touching, pinching, grabbing, hugging, and brushing against 
someone; sexual acts or simulation of sexual acts; standing too close or leaning over someone in a 
way that is offensive to the victim or others observing the conduct; stalking or following a person 
around excessively; lingering excessively at someone's place of work; and giving massages. 

Examples of visual harassment include sending or displaying sexually explicit, suggestive or 
derogatory images or things, including products, pictures, photographs, calendars, cartoons, 
drawings, posters, films, graffiti, pin-ups, notes, memos, letters, email, text, instant messages, 
postings to social media sites; postings to biogs; leering or staring; offensive, obscene or derogatory 
gestures; making facial expressions such as throwing kisses or licking lips in a suggestive manner; 
looking a person up or down in a suggestive way; and touching oneself in a sexually suggestive 
manner. 

This list is illustrative only, and not exhaustive. No form of sexual harassment will be tolerated and the 
Company prohibits any and all conduct that may reasonably be interpreted as harassment as defined 
above whether or not such conduct is pervasive or severe enough to meet the technical legal 
requirements of harassment. 

Abusive Conduct 

Abusive conduct is conduct that a reasonable person would find hostile, offensive, and unrelated to 
the legitimate business interests of the Company. It is conduct that creates an intimidating 
environment and is likely to interfere with an individual's work. 

Abusive conduct can be verbal or physical. It can be communicated in writing or electronically. Abusive 
conduct includes, but is not limited to, situations where one person has authority over another. In such 
situations, abusive conduct is particularly serious because it may unfairly exploit the power inherent in 
a supervisor's position. 

Examples of abusive conduct include: 

• Repeated infliction of verbal abuse, e.g., use of derogatory remarks, insults, and epithets, 
mimicking unkindly, and aggressively teasing; 

• Conduct a reasonable person would find threatening, intimidating, or humiliating, e.g., giving 
menacing or contemptuous looks, making degrading comments, and taunting, jeering, mocking, 
or humiliating another person in front of others; and 
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• Sabotaging or undermining a person s work performance, e.g., giving impossible deadlines, 
creating undue pressure and stress, and overworking employees. 

Expectations and Prohibited Conduct 

Employees are expected to support and promote a working environment free from all forms of 
discrimination, harassment and abusive conduct covered by this policy. Employees are also expected 
to exercise good judgment to avoid conduct that may reasonably be perceived by others as being 
discriminatory or harassment or abusive conduct. In determining if there is a violation of this policy, 
conduct is typically judged by the impact it may have on others. Innocent intent does not excuse 
conduct prohibited by this policy. Even if the victim or other person(s) exposed to the conduct insists 
that it did not bother the victim or others, the perpetrator is still subject to disciplinary action, up to and 
including termination, for conduct that violates this policy. This policy prohibits assault, battery, and 
physical interference with movement or work. The policy also prohibits epithets, derogatory 
comments, slurs, and jokes that are sexual in nature or that concern or show hostility toward an 
individual or group because of race, color, religion, gender, national origin, age, disability, ancestry, 
medical condition, marital status, covered veteran status, citizenship status, sexual orientation, gender 
identity, gender expression, genetic information or any other characteristic protected by the law or 
because of the individual' s association with a member of a protected group or connection to an 
organization or group related to a protected group. The Company prohibits discrimination and 
harassment based on the perception that an applicant, employee, customer, or vendor has the 
characteristics of someone in a protected category or is associated with a person who has or is 
perceived as having the characteristics of someone in a protected category. 

Reporting Procedure 

Any person who believes that he or she is being subjected to discriminatory or objectionable conduct, 
who observes such conduct toward others, or believes it is taking place should report it immediately, 
either orally or in writing, to his or her supervisor, any other Del Monte manager, any Del Monte 
Human Resources professional, or the applicable outside agency, e.g., the Federal Equal 
Employment Opportunity Commission. In California, individuals can complain directly to the state 
Department of Fair Employment and Housing. The person may also report it to Del Monte's hotlines 
844-330-0009 (English speaking) and 800-216-1288 (Spanish speaking) or online at lighthouse
services.com/delmonte. Do not allow an inappropriate situation to continue by not reporting it, 
regardless of who is creating that situation. 

Supervisor's Obligations 

Supervisors must immediately report all alleged incidents of discrimination, harassment or abusive 
conduct to Human Resources, including incidents they witness and complaints made to them. Under 
no circumstances should a manager or supervisor attempt to resolve any allegations of discrimination, 
harassment or abusive conduct without the involvement of Human Resources. Supervisors who fail to 
immediately report allegations of discrimination, harassment or abusive conduct to Human Resources 
or who knowingly allow or tolerate discrimination, harassment or abusive conduct in violation of this 
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policy to take place are subject to disciplinary action up to and including termination. 

Del Monte's Response 

When Del Monte becomes aware of allegations of conduct potentially in violation of this Policy, it will 
conduct a fair, timely and thorough investigation that reaches reasonable conclusions based on the 
evidence collected. Any report of conduct that could be in violation of this policy will be investigated 
promptly. Complaints will be designated as confidential to the extent possible. Also, whenever Del 
Monte is made aware of conduct that may violate this policy, the Company will investigate the matter 
promptly. Typically, as part of the process of an investigation, a Human Resources professional or 
other qualified individual will, in a timely fashion, contact the complaining party to get the details of the 
complaint, conduct a thorough and impartial investigation, keep the complaining party informed of the 
status of the investigation, document and track the progress of the investigation, and advise the 
appropriate parties of the investigation outcome. 

Del Monte' s policy prohibiting discrimination, harassment and abusive conduct will be strictly 
enforced. If an investigation reveals that a violation of this policy or other abusive conduct has 
occurred (regardless of whether the conduct amounts to a violation of law), Del Monte will take the 
appropriate corrective action and do so no matter what position the perpetrator holds. Del Monte will 
pursue appropriate options in response for remedial actions and resolution, including taking 
disciplinary action up to and including termination. If the person who engaged in discriminatory, 
harassing or abusive conduct is not employed by Del Monte, Del Monte will take whatever corrective 
action is reasonable and appropriate under the circumstances. 

Retaliation is Prohibited 

Del Monte forbids any employee from treating anyone adversely because that person reported or filed 
a complaint of discrimination, harassment or abusive conduct (internally or externally), assisted 
another employee or applicant in making such a report or filing such a complaint, or participated in an 
investigation of such a report or complaint. 

Anyone who experiences or witnesses conduct he or she believes to be retaliatory should 
immediately report the situation using one of the avenues described above so that the matter may be 
promptly investigated and remedied. 

Anyone who engages in retaliatory acts in violation of this policy is subject to disciplinary action up to 
and including termination. Supervisors who fail to immediately report allegations of retaliatory acts or 
who knowingly allow or tolerate retaliation in violation of this policy to take place are subject to 
disciplinary action up to an including termination. 

Conclusion 

Del Monte has zero tolerance for discrimination and harassment. It does not permit abusive conduct in 
the workplace. The Company will not stand for such conduct and neither should you. Please help 
make our working environment free from discrimination, harassment and abusive conduct by treating 
employees, customers and vendors with the respect they deserve and by reporting incidents of conduct 
in violation of this policy to the Company promptly. 

Reasonable Accommodations (For Physical or Mental Limitations and Sincerely-Held Religious 
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Beliefs) 

The Company will make reasonable accommodations for the known physical or mental limitations of 
an otherwise qualified individual with a disability who is an applicant or an employee to allow that 
person to perform the essential functions of the job, unless doing so would create an undue hardship. 
The Company will also make reasonable accommodations for an applicant or employee's sincerely
held religious beliefs, observances and practices, unless doing so would cause undue hardship. Any 
applicant or employee who believes they need a reasonable accommodation is responsible for 
requesting a reasonable accommodation from Human Resources. A request for a reasonable 
accommodation may be made orally or in writing. The Company encourages employees to make 
their request in writing and to include relevant information, such as: 

• A description of the accommodation you are requesting. 
• The reason you need an accommodation. 
• How the accommodation will help you perform the essential functions of your job, or in the 
case of a sincerely-held religious belief, will help resolve the conflict between your religious beliefs or 
practices or lack thereof and one or more of your work requirements. 

Requests are considered on a case-by-case basis. After receiving an oral or written request, Human 
Resources will engage in an interactive process with the applicant or employee to determine if and 
how the Company can provide a reasonable accommodation. The Company encourages you to 
suggest specific reasonable accommodations that you believe would allow you to perform your job. 
However, the Company is not required to make the specific accommodation requested by you and 
may provide an alternative, effective accommodation, to the extent any reasonable accommodation 
can be made without imposing an undue hardship to the Company. 

Depending on the circumstances, the Company may request supporting documentation from a 
treating physician for any requested accommodation related to disability. All information that 
applicants and employees share with the Company regarding medical conditions will be held in 
confidence and will not be disclosed to anyone without the applicant or employee's permission, except 
when required by law, necessitated by business demands and/or to ensure the safety of the 
workplace. 

Individuals will not be retaliated against for requesting an accommodation in good faith. The 
Company expressly prohibits any form of discipline, reprisal, intimidation, or retaliation against any 
individual for requesting an accommodation in good faith. The Company is committed to enforcing 
this policy and prohibiting retaliation against employees and applicants who request an 
accommodation in good faith 
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Employment Conditions 

All employees covered by the applicable Collective Bargaining Agreement shall, as a condition of 
continued employment, become and remain members of the applicable Union after the thirtieth (30th) 
day of employment under the Collective Bargaining Agreement in accordance with the provisions of 
the Labo'r Management Relations Act of 194 7. 

Del Monte Foods, Inc. retains the right to establish production schedules and determine the number of 
hours worked, in any day, week or shift, providing such determinations are not a specific violation of 
the Collective Bargaining Agreement. The Company also retains the right to establish and revise 
reasonable performance and quality standards. 

The Company has the right to establish or revise or add reasonable work, attendance, safety, 
smoking, alcohol abuse, substance abuse and drug and alcohol testing rules and procedures. 

No employee or representative of Del Monte Foods, Inc. has any authority to enter into an agreement 
for employment for any specified period of time or to make an agreement for employment. Only the 
Chief Executive Officer of Del Monte Foods, Inc. has the authority to make any such agreement, 
which is binding only if it is in writing. 

Nothing in this relevant section is intended to interfere with an employee's rights to communicate or 
work with others toward altering the terms and conditions of their employment, such as 
communications regarding wages, scheduling or other terms of employment. 
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Diversity, Equity and Inclusion 

REAFFIRMATION OF EQUAL EMPLOYMENT OPPORTUNITY POLICY 

Eric Ingram, CHRO, is the equal employment opportunity coordinator for Del Monte Foods, Inc. It is his 
responsibility to assure that equal opportunity is afforded to all applicants and employees without 
regard to race, color, religion, sex, pregnancy, sexual orientation, national origin, age, marital status, 
medical condition, physical or mental disability, veteran status or any other basis protected by law. 
Management shall: 

• base decisions on employment to further the principle of equal employment opportunity; 

• ensure that promotional decisions are in accord with principles of equal employment opportunity 
by imposing only valid requirements for promotional opportunities; 

• ensure that all personnel actions such as compensation, benefits, transfers, layoffs, return 
from layoff, Company-sponsored training, education, tuition assistance, social and recreational 
programs, will be administered without regard to race, color, religion, sex, national origin, age, marital 
status, medical condition, physical or mental handicap, disability, veteran status or any other basis 
protected by law. 

Eric Ingram has been specifically assigned the responsibility for monitoring the program. 

Isl 

Greg Longstreet, Chief Executive Officer Del Monte Foods, Inc. 
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Whistleblower Policy 

Del Monte Foods, Inc., together with its subsidiaries (the Company) has adopted this Whistleblower 
Policy in order to: (1) encourage employees and contractors to come forward with credible information 
on illegal practices or serious violations of Company policies; (2) specify that the Company will protect 
a person reporting such findings from retaliation; and (3) identify where such information may be 
reported. 

1. Encourage reporting. The Company encourages complaints and reports about illegal practices 
or serious violations of the Company's policies, including fraud or illegal or unethical conduct by the 
Company itself, by its leadership or employees, or by others on its behalf. Appropriate subjects to 
raise under this policy would include financial improprieties, accounting or audit matters, bribes, ethical 
violations, or other similar illegal or improper practices or policies. Other subjects on which the 
Company has existing complaint mechanisms should be addressed under those other mechanisms, 
such as raising matters of alleged discrimination or harassment via the Company's human resources 
channels, unless those channels are themselves implicated in the wrongdoing. This policy is not 
intended to provide an alternate to or appeal from those other mechanisms. 

2. Protection from retaliation. The Company prohibits retaliation by or on behalf of the Company 
against individuals for making good faith complaints or reports under this policy or for participating in a 
review or investigation under this policy. This protection extends to those whose allegations are made 
in good faith but prove to be mistaken. The Company reserves the right to discipline persons who 
make bad faith, knowingly false, or vexatious complaints, reports or inquiries or who otherwise abuse 
this policy. 

3. Where to report. Complaints or reports made under this policy should describe in detail the 
specific facts demonstrating the bases for the complaint or report. They may be made on a 
confidential or anonymous basis through the Company' s anonymous whistleblower service hotline or 
website. These numbers are posted in Company location breakrooms and on the Company' s intranet 
website (The Cupboard). The numbers currently are 1-844-330-0009 for English and 1-800-216-1288 
for Spanish. The Cupboard can be found here: https://delmontefoodsinc.sharepoint.com/sites/Home. 
The Company will conduct a prompt, discreet, and objective review or investigation of complaints and 
reports. Employees and contractors should recognize that the Company may not be able to fully 
evaluate a vague or general complaint, report or inquiry that is made anonymously, nor to report the 
result of an investigation to the initiating person. This Policy takes effect immediately and will be 
reviewed periodically to ensure its effectiveness. 
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Right to Revise 

This employee handbook contains the employment policies and practices of Del Monte Foods, Inc. -
Hanford, California in effect at the time of publication. All previously issued handbooks and any 
inconsistent policy statements or memoranda are superseded. 

Del Monte Foods, Inc. - Hanford, California reserves the right to revise, modify, delete, or add to any 
and all policies, procedures, work rules, or benefits stated in this handbook at any time. 

Any written changes to this handbook will be distributed to all employees so that you will be aware of 
any new policies or procedures. No oral statements or representations can in any way alter the 
provisions of this handbook. 

This handbook and the applicable Collective Bargaining Agreement contains the terms between you 
(the Employee) and Del Monte Foods, Inc. - Hanford, California as to the duration of employment and 
the circumstances under which employment may be terminated. Nothing in this employee handbook 
or any other personnel document, including benefit plan descriptions, creates or is intended to create 
a promise or representation of continued employment for any employee. 
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Hiring 

Collective Bargaining Agreement 

Our hourly Bargaining Unit Employees are covered by a Collective Bargaining Agreement between Del 
Monte Foods and The International Brotherhood of Teamsters, Local 948. 

The Collective Bargaining Agreement states in part the following about Employment Conditions : 

A. The Company will not discourage union membership by employees, and recognize that 
employees are entitled to join the local union upon being hired, and thereby to enjoy immediately all 
rights and benefits of union membership. All employees covered by this Agreement shall, as a 
condition of continued employment, become and remain members of the local union after the thirtieth 
(30th) day of employment under this Agreement, in accordance with the provisions of the Labor 
Management Relations Act of 194 7. 

8. The company will deduct from their wages and turn over to the proper officers of the local union, 
the initiation fees and dues of such members of the local union as individually and voluntarily stated in 
writing, that they authorize such deductions 
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Regular Employees 

Regular full-time employees are those who successfully meet the requirement for Regular Status 
Employment as defined in the current Collective Bargaining Agreement. Regular full-time employees 
are generally eligible for most employee benefits described in this 
handbook. Benefit eligibility requirements may also be imposed by the plans themselves or by law. 

Health Benefits Extension 

Unless a health benefits extension is covered by the current Collective Bargaining Agreement and 
state or federal law, benefits will terminate according to the insurance carrier's policy. 
Employees on inactive status may be eligible under the Consolidated Omnibus Budget Reconciliation 
Act (COBRA) or the California Continuation Benefits Replacement Act (Cal-COBRA) to elect to 
continue their health care coverage at the employee's expense. Contact the Benefits Plan 
Administrator for more information. 
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Seasonal Employees 

Non-Regular/ Seasonal Employees are those who do not meet the definition of a Regular/ Full-Time 
Employee as detailed in the current Collective Bargaining Agreement. Benefits for Non-Regular/ 
Seasonal Employees are defined in the Collective Bargaining Agreement. 
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New Hires 

The first 30 days of employment at Del Monte Foods, Inc. - Hanford, California is considered an 
introductory period. During this time, you will learn your responsibilities, get acquainted with 
co-workers and better understand the job expectations of Company employees. Your supervisor will 
closely monitor your performance to determine if ongoing employment is viable for you. 

Completion of the introductory period does not entitle you to remain employed by Del Monte Foods, 
Inc. - Hanford, California for any definite period of time. 

Your ongoing employment status does not change. The employment relationship may be terminated 
accordingly following the 30 day introductory period or any point in time prior. 
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Job Duties 

During the introductory period, your supervisor and/or trainer will explain your job responsibilities and 
the performance standards expected of you. Please keep in mind that your job responsibilities may 
change at any time during your employment. 

From time to time, you may be asked to work on other tasks, or to assist with other work necessary or 
important to the operation of your department or Del Monte Foods, Inc. - Hanford, California. Your 
cooperation and assistance in performing such additional work is expected. 

Del Monte Foods, Inc. - Hanford, California reserves the right, at any time, with or without notice, to 
alter or change job responsibilities, reassign or transfer job positions, or assign additional job 
responsibilities. 

The Company retains the right to establish production schedules and determine the number of hours 
worked, in any day, week or shift, providing such determinations are not a specific violation of the 
Collective Bargaining Agreement. The Company also retains the right to establish and revise 
reasonable performance and quality standards. 

Page 24 of 159 



Time Off and Leaves of Absence 

DMFI Family and Medical Leave of Absence (FMLA) and 
California Family Rights Act (CFRA) Policy 

DMFI Family and Medical Leave of Absence (FMLA) and California Family Rights Act (CFRA) 
Policy 

Overview 

Employees may request a leave in accordance with the federal Family and Medical Leave Act (FMLA) 
and/or the California Family Rights Act (CFRA), subject to the requirements of applicable state and 
federal law in effect at the time the leave is requested. While FMLA and CFRA leaves typically run 
concurrently, there may be circumstances when a leave qualifies for FMLA, but not CFRA, and vice
versa. Employees are required to contact a Human Resources representative regarding any questions 
they may have about eligibility for leave. Upon approval of a requested leave, the employee' s Human 
Resources representative will determine whether the leave qualifies for leave under FMLA, CFRA, 
both FMLA and CFRA, or any other DMFI policy. 

Effective Date 

January 1, 2021. This policy supersedes the previous FMLA/CFRA/PDL Policy effective February 
2014. 

Eligibility 

Eligible employees include all U.S. based employees including employees covered under a collective 
bargaining agreement, who have worked at least 1,250 hours over the previous 12 months and have 
been employed with the Company for a total of at least 12 months. To be eligible for FMLA and CFRA, 
employees must not have exhausted their leave entitlement for the applicable year. All requests for 
FMLA/CFRA leave will be administered in compliance with applicable law. 

Types of Leave and Duration 

1. Duration of Leave and Qualifying Reasons for Leave 

Eligible employees may receive up to a total of 12 workweeks of unpaid leave per rolling 12-month 
period for one or more of the following reasons: 

the employee's own serious health condition; (FMLA/CFRA) for the birth of the employee' s own child 
(FMLA/CFRA); 
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to bond with a newborn child or with a child placed in the home by adoption or foster care; 
(FMLA/CFRA) 

to care for a qualifying child, spouse, or parent with a serious health condition; (FMLA/CFRA) 

to care for a qualifying grandparent, grandchild, sibling or domestic partner with a serious health 
condition (CFRA) 

a "qualifying exigency" associated with a child, spouse, or parent's covered active duty service or call 
to covered active duty status in the Armed Forces, National Guard or Reserves. Covered active duty 
requires deployment to a foreign country or to international waters. (FMLA/CFRA) 

Eligible employees who are the child, spouse, parent, or next of kin (defined below) of a covered 
service member, or covered veteran, may take up to 26 weeks of unpaid leave in one single 
12-month period to care for this service member who has incurred an injury or illness while on active 
duty in the Armed Forces, and renders the service member medically unfit to perform duties of his/her 
office, grade, rank, or rating, or who is undergoing medical treatment, recuperation or therapy for a 
serious illness or injury that occurred any time during the five years preceding the date of treatment, 
recuperation or therapy. 

The total amount of FMLA/CFRA leave taken for any of the reasons set forth above may not exceed 
12 weeks in a rolling 12-month period, except that leave to care for an injured or ill service member, 
when combined with other FMLA-qualifying leave, may not exceed 26 weeks in a single 12-month 
period. 

The rolling 12-month period shall be measured backward from the date that an employee' s 
FMLA/CFRA leave begins. 

2. Leave for Planned Medical Treatment and Intermittent Leave 

Under some circumstances, and only when medically necessary and supported by a proper 
Certification of Health Care Provider, employees may take FMLA/CFRA leave intermittently or on a 
reduced schedule which means taking leave in blocks of time, or by reducing their normal weekly or 
daily work schedule. If FMLA/CFRA leave is due to the birth, adoption or placement of a child for foster 
care, reduced hour leave is not permissible. When the leave is needed to care for an immediate family 
member or covered service member or the employee s own serious health condition, and is for 
planned medical treatment, employees must try to schedule treatment so as not to unduly disrupt the 
Company s operations. 

Employees taking unforeseeable intermittent leaves must follow the Company' s standard call-in 
procedures absent unusual circumstances. 
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In order to accommodate requests for intermittent or reduced hour leave, the Company reserves the 
right to transfer an employee to an available alternative position for which the employee is qualified 
and which better accommodates recurring periods of leave. 

3. Leave Related to Pregnancy 

Employees who are disabled by pregnancy, childbirth or related medical conditions are entitled to take 
a pregnancy disability leave of up to four months (please see Pregnancy Disability Leave section), 
depending on the period(s) of actual disability. The period of time during which employees are on a 
pregnancy-related disability leave will not count against their leave entitlement under CFRA, though it 
will count against their entitlement under FMLA (if they are eligible for FMLA leave). 

4. Leave Due to Birth, Adoption or Placement of a Child for Foster Care 

Bonding leave due to the birth of a child or placement of a child for adoption or foster care must be 
concluded prior to the end of the 12-month period after the birth or placement and may not be taken in 
less than two-week increments except for two times in a year. 

5. Military Family Leave Entitlements 

Eligible employees may take up to 12 weeks of FMLA/CFRA leave in a rolling 12-month period for 
qualifying exigencies related to a spouse, child, or parent being on or called to covered active duty 
status in the Armed Forces, including National Guard or Reserves. Covered active duty requires 
deployment to a foreign country or international waters. Qualifying exigencies may include attending 
certain military events, arranging for alternative childcare, addressing certain financial and legal 
arrangements, attending certain counseling sessions, providing care for a military member s parent 
who is incapable of self-care, rest and recuperation, and attending post-deployment reintegration 
briefings. 

Eligible employees may take up to 26 weeks of FMLA leave (12 weeks under CFRA) to care for a 
covered service member, or covered veteran, of the Armed Forces, including the National Guard or 
Reserves, who has a serious injury or illness incurred in the line of duty on active duty that may render 
the service member medically unfit to perform his or her duties for which the service member is 
undergoing medical treatment, recuperation, or therapy; or is in outpatient status; or is on the 
temporary disability retired list. 

Notice and Certification Procedures 

Employees seeking to use FMLA/CFRA leave are required to provide 30-days advance notice when 
the need for the leave is foreseeable, or as soon as practicable if the need for leave is not foreseeable. 
In both situations, the employee must comply with the Company' s usual and customary notice and 
procedural requirements for requesting leave, absent unusual circumstances. Employees on FMLA 
leave are also required to provide periodic reports during the leave, in accordance with law. 
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An employee requesting leave for a serious health condition must provide a completed Certification of 
Health Care Provider supporting the need for the leave. A request for reasonable documentation of 
family relationship verifying the legitimacy of a request for FMLA/CFRA leave may also be required. 
The employee will have 15 days in which to return a completed Certification of Health Care Provider 
following the Company' s request for the Certification of Health Care Provider. If the employee fails to 
timely provide the Certification of Health Care Provider after being required to do so, covered leave 
may be delayed until the Certification of Health Care Provider is finally submitted. Absences counted 
against the employee for a late Certification of Health Care Provider will not be reversed absent 
exceptional circumstances. If an employee never returns the completed Certification of Health Care 
Provider, the FMLA/CFRA request will be denied and the absences will be unprotected. 

If the Certification of Health Care Provider is incomplete or insufficient, an employee will be given 
written notification of the information needed and will be given a period of seven days to provide the 
necessary information. 

In some circumstances, a second opinion, at the expense of the Company, related to the health 
condition may be required. If the original Certification of Health Care Provider and the second opinion 
differ, a third opinion, at the expense of the Company, may be required. The opinion of the third health 
care provider, which the Company and the employee jointly select, will be the final and binding 
decision. 

A request for Active Duty Leave must be supported by a Certification of Qualifying Exigency for Military 
Family Leave as well as appropriate documentation, including the covered military member' s active 
duty orders. 

A request for Military Caregiver Leave must be supported by a Certification for Serious Injury or Illness 
of Covered Servicemember or Certification for Serious Injury or Illness of a Veteran for Military 
Caregiver Leave as well as any necessary supporting documentation. 

Providing false information to the Company in an attempt to obtain FMLA/CFRA leave will result in no 
FMLA/CFRA protection, and it may also constitute a policy violation and result in discipline up to and 
including discharge. 

Once the Company has received a complete and sufficient Certification from the employee, the 
Company will advise the employee whether he or she has been approved or denied FMLA/CFRA and, 
if possible, will advise how much FMLA/CFRA will be used. 

Upon an employee' s request for leave due to an FMLA/CFRA-qualifying reason for which the 
Company has previously provided leave protected by FMLA/CFRA, the employee must specifically 
reference the qualifying reason for leave upon notifying the Company. Calling in sick in the case of 
unforeseeable leave is not considered sufficient notice in order to trigger the Company' s obligation to 
determine if the leave is possible. 

The Company requires employees to recertify their qualifying reason for FMLA/CFRA when the 
employee requests more leave than the original Certification of Health Care Provider justified. In 
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these situations, the employee has 15 days in which to provide a completed Recertification of Health 
Care Provider. 

1. Leave Due to Employee s Serious Health Condition 

Employees are required to furnish the Company with the completed Request for Leave and 
Certification of Health Care Provider, verifying that the leave is medically necessary for their serious 
health condition before the leave is approved by the Company. The Company reserves the right to 
contact the employee's health care provider to authenticate a Certification of Health Care Provider in 
certain instances, in accordance with applicable law. 

2. Leave Due to a Family Member's Serious Health Condition 

Employees are required to furnish the Company with the completed Request for Leave and 
Certification of Health Care Provider. If the leave is for the purpose of caring for a covered service 
member, the Company will assist the employee with the Certification of Health Care Provider 
requirements upon the request for leave. 

3. Leave Due to Qualifying Exigency Circumstances 

Employees are required to furnish the Company with the completed Request for Leave and provide a 
copy of the military member's active duty orders or similar documentation. Covered active duty 
requires deployment to a foreign country or international waters. Employees will also be required to 
provide a statement, signed by the employee, of appropriate facts regarding the qualifying exigency, 
the approximate dates on which the exigency commenced or will commence, the beginning and end 
dates for the absence, and any additional information requested by the Company in accordance with 
applicable law. 

Use of Paid Leave Benefits While on Unpaid FMLA/CFRA Leave 

Employees who are on an approved leave for their own serious health condition must apply for any 
applicable State Disability Insurance benefits (SDI) from the State of California' s Employment 
Development Department (EDD) or other 3rd party source, such as the Company' s workers 
compensation insurance carrier. For employees who qualify and receive 3rd party provided benefits, 
the Company will supplement those benefits under its Short Term Disability Plan or applicable 
disability plan within a union collective bargaining agreement. In no event will the integration of such 
benefits result in employees receiving more than 100% of their regular salary. Employees should 
complete their portion of the State Disability Income (SDI) application online from the EDD' s website 
at www.edd.ca.gov/disability. 

Employees who are out on leave due to their own serious health condition and are receiving the 
Company' s Short Term Disability benefits at less than 100% of their regular pay, may elect to use 
other paid time off benefits provided by the Company in order to supplement and receive their full pay. 
Employees who remain disabled at the end of the approved FMLA/CFRA leave 
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may qualify for the Company' s Short Term Disability benefits or applicable disability plan within a 
union collective bargaining agreement if they are otherwise eligible. 

Employees who are on FMLA/CFRA leave to care for an immediate family member or to bond with a 
child may be eligible for California' s Paid Family Leave (PFL) benefits. PFL benefits are administered 
by the Employment Development Department. It is the employee' s responsibility to apply for any 
available benefits from the State. Company paid programs such as PTO or Vacation will be 
coordinated with any PFL benefits made by the State. Upon exhaustion of all State provided benefits, 
employees must use PTO as indicated below. 

Coordination with Other Paid Time Off Policies 

Employees will be required to integrate other eligible paid time off policy benefits with FMLA/CFRA as 
described below. Other applicable paid leaves will run concurrently with FMLA/CFRA leaves and do 
not extend the length of the leave to which an employee is otherwise entitled in accordance with 
applicable law. 

All approved paid leaves of absence will be applied to FMLA/CFRA in the following sequence, unless 
prohibited by applicable law: 

1. For leave due to employee' sown serious health condition, Short Term Disability 
(STD) or applicable disability plans within a union collective bargaining agreement will be applied per 
the terms of the Company policy or union contract. 

2. For leave due to a family member' s serious health condition, PTO or vacation as applicable 
will be used. Employees may reserve up to 5 days of accrued PTO or vacation at the employee' s 
discretion or applicable provision within a union collective bargaining agreement. 

If the duration of the FMLA/CFRA leave exceeds the combined total of all available paid time off 
benefits, the remainder of the FMLA/CFRA leave will be unpaid. Employees who are on FMLA/CFRA 
leave, whether paid or unpaid, will not be eligible for holiday pay including holiday closure pay 
associated with Company scheduled holidays, unless otherwise required by law or any other 
Company paid leave policy. 

When Spouses and Parents Work Together 

When spouses are both eligible for FMLA and both work at the Company, spouses are eligible for a 
combined 12 weeks of unpaid leave for the birth or placement of a child or to care for a parent who 
has a serious health condition. A spouse will be eligible for a combined 26 weeks of unpaid Military 
Caregiver Leave as discussed above. If the spouse taking Military Caregiver Leave also takes leave 
for the birth or placement of a child or to care for a parent who has a serious health condition, that 
leave also may count toward the 26 weeks of combined Military Caregiver Leave during a single 12-
month period. 
If both parents are employed by the same employer and are eligible for CFRA leave due to the birth, 
adoption or foster care placement of their child, each parent is entitled to take up to 12 workweeks in 
the one-year period after the child's birth, adoption, or foster care placement. 

Employee Benefit Continuation and Restoration for Full-Time Regular Employees 
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Please Note: Employees covered by a collective bargaining agreement will receive benefit 
continuation per the terms of that agreement. 

Del Monte will maintain employees' medical insurance coverage during any employees 
FMLA/CFRA leave. Employees will be required to pay the same portion of the monthly premium as 
they are required to pay when not on leave. When employees are on unpaid leave, once the period of 
unpaid leave encompasses an entire calendar month, they are responsible for paying 
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their portion of the insurance premium via personal check on an after-tax basis in order to keep 
benefits active. Corporate Benefits will coordinate these transactions. 

Optional life and AD&D insurance will cease until the employee returns to active status unless the 
employee elects and makes the appropriate contributions for continuing this coverage while on unpaid 
leave. Should payment of the employee' s portion of benefit contributions become delinquent by more 
than 30 days, Del Monte may terminate benefit plan coverage in accordance with applicable law. 

Employees who do not return to work after FMLA/CFRA leave may be required to reimburse Del 
Monte for insurance premiums paid by Del Monte on their behalf during the leave of absence, unless 
the failure to return is due to circumstances beyond their control or the continuation, recurrence or 
onset of a serious health condition. 

Employees on FMLA/CFRA/NPLA leave during the Del Monte Foods-provided benefit open 
enrollment period will be treated as active employees for the purpose of incorporating open enrollment 
or other coverage changes to their group health benefits and health care spending accounts (if 
applicable). PTO and vacation will not accrue during any leave which extends beyond 30 calendar 
days, whether the leave is paid or unpaid. However, upon return from leave, the employee's PTO or 
vacation accrual and other benefits will be restored to the same basis they existed as prior to the 
leave. 

Return to Work or Failure to Return to Work Upon Expiration of Approved Leave 

Employees must keep their Manager and Human Resources representative informed of their intention 
to return to work. If the documented return to work date changes, employees must notify Human 
Resources within two business days of their acquired knowledge of the changed circumstances, or as 
soon as practicable. Employees who are unable to return to work after their approved leave has 
expired are subject to termination unless they are eligible for another legally mandated leave. 
Additionally, when employees are released to return to work on a specified date and fail to do so or if 
they fail to communicate appropriately with respect to their intent to return to work, Del Monte will 
assume they have voluntarily resigned. 

The Company requires that employees on leave for their own serious health condition provide a 
medical return to work release from the health care provider before returning from their approved 
leave. 

Job Reinstatement 

Under most circumstances, upon return from FMLA/CFRA leave, employees will be reinstated to their 
previous position, or to an equivalent job with equivalent pay, benefits and other employment terms 
and conditions. However, employees returning from an FMLA/CFRA leave have no greater right to 
reinstatement had they been employed continuously as opposed to having been on a leave of 
absence. For example, if employees on FMLA/CFRA/NPLA leave would have been laid off had they 
not gone on leave, or if an employee' s position is eliminated during the leave, then such employees 
would not be entitled to reinstatement. An employee' s 
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use of FMLA/CFRA leave will not result in the loss of any employment benefit that the employee 
earned or was entitled to before using FMLA/CFRA/NPLA leave. 

Reinstatement may be denied to employees who are on FMLA-only leave and who are key 
employees (among the highest paid 10% of employees at and within 75 miles of the work site) if 
necessary, to prevent substantial and grievous economic injury to the Company. The Company will 
immediately notify any employee to whom it intends to deny reinstatement as soon as possible after 
the request for leave is made. 

No Discrimination 

The Company will not interfere with, restrain, or deny the exercise of any right provided under 
FMLA/CFRA. The Company also will not discharge or discriminate against any person for opposing 
any practice made unlawful by FMLA/CFRA or for involvement in any proceeding under or relating to 
FMLA/CFRA. 

Amendment or Termination of the Policy 

This policy is intended to inform employees of their rights and Company procedures under the federal 
Family and Medical Leave Act and the California Family Rights Act. While this policy is not totally 
inclusive, in the case of any conflict between this Policy and applicable law, the applicable law will 
prevail. 

The Company reserves the right, any time and from time to time, to modify, alter, or amend, in whole 
or in part, any or all of the provisions of the Policy. 

Definitions 

Some of the relevant terms in this policy are defined below. Employees should contact their Human 
Resources representative regarding any questions concerning the meaning of any additional terms in 
this policy. 

Child is the biological, adopted, or foster child, a stepchild, a legal ward, a child of a domestic partner, 
or a child of a person standing in loco parentis. 

Covered Active Duty requires deployment to a foreign country or international waters. 

Covered Veteran is a veteran who was a member of the Armed Forces (including a member of the 
National Guard or Reserves), was discharged or released under conditions other than dishonorable; 
and was discharged within the five-year period before the eligible employee first takes FMLA military 
caregiver leave to take care of the veteran. 

Loco Parentis is a Latin term meaning in place of parents or instead of a parent. It is a term 
or doctrine whereby an individual has been given all rights to act, behave, and be a parent without 
formally adopting the child. 

Next of Kin of a covered service member is the nearest blood relative, other than the spouse, 
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son, daughter, or parent in the following order of priority: blood relatives who have been granted legal 
custody of the covered servicemember by court decree or statutory provisions, brothers and sisters, 
grandparents, aunts and uncles, and first cousins, unless the covered servicemember has specifically 
designated in writing another blood relative as his or her nearest blood relative for purposes of military 
caregiver leave under the FMLA. When no such designation is made, and there are multiple family 
members with the same level of relationship to the covered servicemember, all such family members 
shall be considered the covered servicemember's next of kin and may take FMLA leave to provide 
care to the covered servicemember, either consecutively or simultaneously 

Parent is a biological, adoptive, step or foster parent, or any other individual who stood in loco 
parentis when the employee was a child. It does not include a, parent-in-law. 

Spouse is a husband, wife, or registered domestic partner as recognized under State law in the State 
where the employee resides, including common law marriage in States where it is recognized. 

Incapacity is the inability to work, attend school, or perform other regular daily activities due to a 
serious health condition, its treatment, or the recovery that it requires. 

Treatment includes examinations to determine if a Serious Health Condition exists and evaluations of 
the condition. Treatment does not include physical, eye or dental examinations. 

Regimen of Continuing Treatment includes a course of prescription medication (i.e. antibiotics) or 
therapy requiring special equipment to resolve or alleviate the Serious Health Condition. This does not 
include taking over-the-counter medications such as aspirin, antihistamines or salves; or bed rest, 
drinking fluids, exercise and other similar activities that can be initiated without a visit to a health care 
provider. 

Serious Health Condition is an illness, injury, impairment, or physical or mental condition that 
involves inpatient care or continuing treatment by a health care provider. 

1. Inpatient care means an overnight stay in a hospital, hospice, or residential medical care 
facility, including any period of incapacity or any subsequent treatment in connection with such 
inpatient care. 

2. Continuing treatment includes one or more of the following: incapacity and treatment (as 
defined below), pregnancy or prenatal care, chronic conditions (as defined below), permanent or long
term conditions (as defined below), and conditions requiring multiple treatments (as defined below). 

Incapacity and Treatment is a period of incapacity of more than three consecutive calendar days 
(including any subsequent treatment or period of incapacity relating to the same condition), which also 
involves: 
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1. Treatment two or more times by a health care provider, by a nurse or physician s assistant 
under direct supervision of a health care provider, or by a 
provider of health care services (i.e., physical therapist) under orders of, or on referral by, a health 
care provider. The two visits must occur within a 30-day period from the onset of the initial incapacity; 
OR 

2. Treatment by a health care provider on at least one occasion within seven days of the 
incapacity, which results in a regimen of continuing treatment under the supervision of the health care 
provider. 

3. Chronic Conditions Requiring Treatments 

a. Requires periodic visits for treatment by a health care provider, or by a nurse under 
direct supervision of a health care provider. Periodic visits are defined as visiting a health care 
provider twice or more per year for the same condition; 

b. Continues over an extended period of time (including recurring episodes of a single 
underlying condition); and 

c. May cause episodic rather than a continuing period of incapacity (i.e., asthma, diabetes, 
epilepsy, etc.). 

4. Permanent/Long-term Conditions Requiring Supervision A period of incapacity which 
is permanent or long-term due to a condition for which treatment may not be effective. The employee 
or family member must be under the continuing supervision of, but need not be receiving active 
treatment by, a health care provider. Examples include Alzheimer s, a severe stroke, or the terminal 
stages of a disease. 

5. Multiple Treatments(Non-Chronic Conditions) Any period of absence to receive multiple 
treatments (including any period of recovery) by a health care provider or by a provider of health care 
services. Treatments would be under orders of, or on referral by, a health care provider, either for 
restorative surgery after an accident or other injury, or for a condition that would likely result in a 
period of incapacity of more than three consecutive full calendar days in the absence of medical 
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intervention or treatment (i.e., cancer requiring chemotherapy and/or radiation treatments, severe 
arthritis requiring physical therapy and kidney disease requiring dialysis treatments). 

California Pregnancy Disability Leave Law Eligibility for POL 
All employees who are disabled on account of pregnancy, childbirth, or related medical conditions are 
entitled to an unpaid leave of absence for the period of disability, for up to a maximum of four months 
(the working days you would normally work in one third of a year or 17-1/3 weeks). Time off needed 
for prenatal care, severe morning sickness, doctor ordered bed rest, childbirth and recovery from 
childbirth are covered by an employee' s pregnancy disability leave entitlement. The period of time 
during which an employee is on pregnancy-related disability leave will not count against her leave 
entitlement under CFRA, though it will count against her leave entitlement under FMLA (if she is 
eligible). 

Advance Notice and Medical Certification 

Employees must provide HR with written notification of the anticipated leave dates thirty (30) days in 
advance when the leave is foreseeable. If the leave is not foreseeable, employees must notify HR as 
soon as practicable of the need for the leave. Medical certification will be required to support a 
request for leave because of a pregnancy-related disability. In addition, HR may periodically request a 
recertification of medical condition while employees are out on leave in accordance with applicable 
law. Failure to provide medical certification as requested may delay or otherwise impact the approval 
of protected leave under POL. 

Use of Paid Leave Benefits While on POL 

Leave under POL law is not required to be paid. However, employees who are on POL will receive 
any available Short Term Disability benefits during their leave of absence. In addition, employees may 
be eligible for State Disability Insurance benefits (SDI) administered by the California' s Employment 
Development Department. It is the employee' s responsibility to apply for any available benefits from 
the State. Short Term Disability payments from the Company will be coordinated with any payments 
made by the State so that employees do not receive more than 100% of their base salary. 

Benefits and Job Protection 

Del Monte will maintain the employee' s medical insurance coverage for up to four months of any 
pregnancy disability leave (please see the Benefit Continuation section). Employees will be required to 
pay the same portion of the monthly premium as they are required to pay when not on leave. 
Employees who do not return to work after POL, may be required to reimburse Del Monte for 
insurance premiums paid by Del Monte on their behalf during the leave of absence, unless the failure 
to return is due to circumstances beyond their control. 
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PTO accrual ceases during any leave exceeding 30 days. 

Transfer Rights 

Employees who are pregnant may request a transfer from their current position to a less strenuous or 
hazardous position or duties if such transfer is due to their pregnancy and: (1) employees provide a 
certification from their health care provider that such a transfer is medically advisable; and (2) the 
transfer can be reasonably accommodated by Del Monte. 

Intermittent Leave/Reduced Work Schedule 

If it is foreseeable that it would be medically advisable for pregnant employees to take intermittent 
leave or leave on a reduced work schedule based on their medical treatment, Del Monte may require 
such employees to transfer temporarily to an available alternative position that has equivalent pay and 
benefits. Del Monte may do so provided that the employees are qualified for the alternative position, 
and provided that the duties associated with the position better accommodate recurring periods of 
leave than their regular position. 

Return to Work 

Employees must keep their Manager and HR informed of their intention to return to work. If the date 
changes on which the employee anticipates returning to work, she must notify HR of the date change 
within two business days of learning of the changed circumstances if possible. Del Monte will abide by 
all applicable laws in restoring employees on POL to their original or equivalent positions with 
equivalent pay, benefits, and other employment terms, subject to exceptions permitted by law, when 
their health care provider certifies that there is no further need for such a transfer, intermittent leave or 
leave on a reduced work schedule due to pregnancy. 

If an employee is unable to return to work after four months of leave, her employment will be subject 
to termination unless she is eligible for another legally mandated leave. In addition, if the employee is 
released to return to work and fails to do so, or she fails to communicate appropriately with respect to 
her intent to return to work, Del Monte will assume the employee has voluntarily resigned from 
employment. 

The Company requires that employees provide a medical return to work release from their health care 
provider before returning from leave. 

California State Disability Insurance & Paid Family Leave 

All California employees are eligible to receive benefits for qualified leaves of absence under 
California' s Paid Family Leave Program (PFL). PFL is a component of the California State Disability 
Insurance Program (SDI) administered by the Employment Development Department (EDD). Like SDI, 
PFL is funded entirely through employee contributions that began to be deducted from employees' 
pay on January 1, 2004. 

SDI compensates eligible employees when they suffer a wage loss because they cannot work 
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due to their own illness or injury. In contrast, PFL is designed to provide employees with 
compensation when they suffer a wage loss and cannot work due to the need to provide care for a 
seriously ill family member (child, spouse, parent, parent-in-law, grandparent, grandchild, sibling or 
domestic partner registered with the state of California), or to bond with a new child within the first 
year of birth, adoption or placement. Employees should check with the EDD regarding the maximum 
benefit amount that is in effect at the time they plan to take PFL. PFL does not entitle employees to 
receive a leave of absence from work ( employees must still qualify for a leave under Company policy) 
and does not provide employees with job protection unless PFL is taken concurrently with a leave that 
qualifies as an FMLA or CFRA leave. 
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Bereavement Leave 

Del Monte Foods, Inc. - Hanford, California grants paid leave of absence to employees in the event of 
the death of a covered family member in accordance with the current Collective Bargaining 
Agreement. An employee with such a death in the family must follow established reporting 
procedures. Please refer to the current Collective Bargaining Agreement for more information 
regarding Bereavement Leave. 
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Crime or Abuse Victims' Leave and Accommodation 

If you are the victim of crime or abuse, you are eligible for unpaid leave. While the leave is generally 
unpaid, employees can use their available paid sick time under California's Healthy Workplaces, 
Healthy Families Act for the purposes described below. 

You are considered a victim of crime or abuse who is eligible for unpaid leave if you are: 
• 
• 

• 
• 
• 

• 
• 

• 
• 
• 

• 
• 

A victim of stalking, domestic violence, or sexual assault; 
A victim of a crime that caused physical injury or that caused mental injury and a threat of 
physical injury; 
A person whose immediate family member is deceased as a result of a crime. "Immediate 
family member" includes: · 
Regardless of age, your biological, adoptive, or foster child, stepchild, or legal ward, a child of a 
registered domestic partner, a child to whom you stand in loco parentis, or a person to whom 
you stood in loco parentis when the person was a minor; 
Your biological, adoptive, or foster parent, stepparent, or legal guardian or that of your 
spouse or registered domestic partner, or a person who stood in loco parentis when you or 
your spouse or registered domestic partner was a minor child; 
Your legal spouse or registered domestic partner; 
Your biological, foster, or adoptive sibling, a stepsibling, or half-sibling; or 
Any other individual whose close association with you is the equivalent of a family relationship 
described in any of the bullets above. 
Any person against whom any crime has been committed ( only for purposes of taking time 
off to appear in court to comply with a subpoena or other court order as a witness in any 
judicial proceeding). 

You may request leave to appear in court, seek any relief to help ensure the health, safety, or welfare 
of yourself or your child, seek medical attention for injuries caused by crime of abuse, obtain services 
from a domestic violence shelter, program, rape crisis center, victim services organization or agency 
due to the crime or abuse, obtain psychological counseling or mental health services related to an 
experience of crime or abuse, or participate in or take safety measures, such as relocation, to protect 
against future crime or abuse. 
Please provide reasonable advance notice of the need for leave, unless advance notice is not feasible. 
Contact Human Resources Supervisor or Human Resources Manager. 

If you need a reasonable accommodation for your safety at work, including a transfer, reassignment, 
modified schedule or changed work telephone, contact Human Resources Supervisor or Human 
Resources Manager. If you are requesting a reasonable accommodation, you will need to submit, to 
the Human Resources Department, a written statement signed by you, or by an individual acting on 
your behalf, certifying that the accommodation is for the purpose of your safety at work. 

For reasonable accommodation requests, the Company will also require certification demonstrating 
that you are the victim of crime or abuse. The Company may request recertification every six months. 
Please notify the Company if an approved accommodation is no longer needed. 

The Company will engage in an interactive process with you to identify possible accommodations, if 
any, that are effective and will make reasonable accommodations unless an 
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undue hardship will result. 

Del Monte Foods, Inc. - Hanford, California will, to the extent allowed by law, maintain the 
confidentiality of an employee requesting leave or accommodation under these provisions. 
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Crime or Abuse Victims' Leave for Treatment 

If you are the victim of crime or abuse, you are eligible for unpaid leave. While the leave is generally 
unpaid, employees can use their available paid sick time under California's Healthy Workplaces, 
Healthy Families Act for the purposes described below. 

You are considered a victim of crime or abuse who is eligible for unpaid leave if you are: 
• 
• 

• 
• 
• 

• 
• 

• 
• 
• 

A victim of stalking, domestic violence, or sexual assault; 
A victim of a crime that caused physical injury or that caused mental injury and a threat of 
physical injury; or 
A person whose immediate family member is deceased as a result of a crime. "Immediate 
family member" includes: 
Regardless of age, your biological, adoptive, or foster child, stepchild, or legal ward, a child of a 
registered domestic partner, a child to whom you stand in loco parentis, or a person to whom 
you stood in loco parentis when the person was a minor; 
Your biological, adoptive, or foster parent, stepparent, or legal guardian or that of your 
spouse or registered domestic partner, or a person who stood in loco parentis when you or 
your spouse or registered domestic partner was a minor child; 
Your legal spouse or registered domestic partner; 
Your biological, foster, or adoptive sibling, a stepsibling, or half-sibling; or 
Any other individual whose close association with you is the equivalent of a family relationship 
described in any of the bullets above. 

You may request leave for any of the following purposes: 
• To seek medical attention for injuries caused by crime or abuse; 
• To obtain services from a domestic violence shelter, program, rape crisis center, or victim 

services organization or agency as a result of the crime or abuse; 
• To obtain psychological counseling or mental health services related to experiencing crime or 

abuse; 
• To participate in safety planning and take other actions to increase safety from future crime or 

abuse, including temporary or permanent relocation. 

Please provide reasonable advance notice of the need for leave unless advance notice is not feasible. 
Contact Human Resources Supervisor or Human Resources Manager. 

Del Monte Foods, Inc. - Hanford, California will, to the extent allowed by law, maintain the 
confidentiality of an employee requesting leave under this provision. 

The length of unpaid leave an employee may take is limited to 12 weeks provided for in the federal 
Family and Medical Leave Act (FMLA) for eligible employees. 
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Criminal Judicial Proceedings and Victims' Rights Leave 

If you are the victim, or the family member of a victim of certain serious crimes, you may take time off 
from work to attend judicial proceedings related to the crime or to attend proceedings involving rights 
of the victim. 

If you are the family member of a crime victim, you may be eligible to take this leave if you are the 
crime victim' s spouse, parent, child or sibling. Other family members may also be covered, depending 
on the purpose of the leave. 

The absence from work must be in order to attend judicial proceedings or proceedings involving rights 
of the victim. Only certain crimes are covered. You must provide reasonable advance notice of your 
need for leave and documentation related to the proceeding may be required. If advance notice is not 
possible, you must provide appropriate documentation within a reasonable time after the absence. 

Any absences from work to attend judicial proceedings or proceedings involving victim rights are 
unpaid, unless you choose to use accrued and unused paid time off. 

For more information regarding this leave (including whether you are covered, when and what type of 
documentation is required and which type of paid time off can be used), please contact the Human 
Resources Department. 

Page 43 of 159 



Extended Medical Leave 

On occasion, an employee may need a medical leave of absence that extends beyond limits under 
any state or federal mandatory leave law. In addition, there may be circumstances when an employee 
needs a medical leave allowed under applicable disability laws and in accordance with this policy. 

In these situations, an extended medical leave of absence may be granted for medical disabilities 
(other than pregnancy, childbirth, and related medical conditions) with a doctor's written certificate of 
disability. Extended disability leaves will also be considered on a 
case-by-case basis, consistent with the Company's obligations under federal and state disability laws. 

Employees should submit request any requests for leave in writing and as far in advance as possible. 

A medical leave begins on the first day your doctor certifies that you are unable to work, and ends 
when your doctor certifies that you are able to return to work. The Company will provide you with a 
form for your doctor to complete, showing the date you were disabled and the estimated date you will 
be able to return to work. When returning from a medical disability leave, you must present a doctor's 
certificate declaring fitness to return to work. 

Upon return from medical leave, you will be offered the same position you held at the time your leave 
began, if available. If your former position is not available, a comparable position will be offered. If 
neither the same nor a comparable position is available, your return to work will depend on job 
openings existing at the time of your scheduled return. 

Del Monte Foods, Inc. - Hanford, California makes no guarantees of reinstatement of employment, 
and your return to work will depend on your qualifications for existing openings. Del Monte Foods, Inc. 
- Hanford, California will comply with any reinstatement obligations under state or federal law. 

California workers' compensation laws govern work-related injuries and illnesses. California 
pregnancy disability laws govern leaves taken because of pregnancy, childbirth, and related medical 
conditions. Please see the Human Resources Department for additional information regarding these 
laws. 
An employee that needs reasonable accommodations, of any kind, should contact Human Resources 
Supervisor or Human Resources Manager, as soon as the need for accommodation is known, and 
discuss the specifics of the accommodation request. 
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Jury Duty Leave 

Del Monte Foods, Inc. - Hanford, California encourages employees to serve on jury duty when called. 
Employees will receive pay while serving, as per the current Collective Bargaining Agreement. You 
should notify the Human Resources Department of the need for time off for jury duty as soon as a 
notice or summons from the court is received. You may be requested to provide written verification 
from the court clerk of performance of jury service. If work time remains after any day of jury selection 
or jury duty, you will be expected to return to work for the remainder of your work schedule. 

Fees Paid by the Court 

You may retain any mileage allowance paid by the court for jury services. Your jury duty pay will be 
integrated with any paid received by the court for jury services. 
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California Paid Sick Leave Policy 

Purpose 

Benefits provided under the Del Monte Foods, Inc. (Company) California Paid Sick Leave Policy for 
Union Hourly Employees (Policy) are intended to satisfy the requirements of Healthy Workplaces, 
Healthy Families Act of 2014 (HWHFA), which requires employers to provide eligible employees who 
work in California to accrue paid sick time each year (CPSL) beginning July 1, 2015. Del Monte 
Foods, Inc. will provide Union Hourly Employees, not eligible for Sick Pay under an applicable 
Collective Bargaining Agreement, CPSL to employees who have worked 30 or more days in California 
within a year of their employment with the company. For employees who are eligible for Del Monte 
Foods, Inc. Sick Pay under an applicable Collective Bargaining Agreement, paid time off benefits 
currently provided by the company through its Sick Pay Plan generally satisfy the paid sick time 
requirements of the HWHFA. For employees who are not eligible for Sick Pay under an applicable 
Collective Bargaining Agreement, this Policy satisfies the Company' s requirements under HWHFA. 

Effective Date 

The Effective Date of this updated Policy is January 1, 2019. 

Eligible Employees 

All Union Hourly Employees, not eligible for Sick Pay under an applicable Collective Bargaining 
Agreement, who have worked in California for 30 or more days within a year from the start of their 
employment will be entitled to accrue CPSL under this Policy. However, employees are not eligible 
to take accrued CPSL until their 90th day of employment. 

CPSL Accrual Procedures 

Eligible employees, as defined above, will accrue one (1) hour of CPSL for every 30 hours worked up 
to a maximum cap of 48 hours or six (6) days of CPSL, whichever is greater. After an employee has 
reached the maximum cap, no additional CPSL will be accrued until some or all of the employee's 
CPSL is used. Eligible employees will then begin to accrue CPSL again until the maximum cap is 
reached. 

On the 90th day of employment, eligible employees, as defined above, may begin to use accrued 
CPSL under this Policy in increments of two (2) hours, up to a maximum of 24 hours, or three (3) days, 
whichever is greater, per calendar year. 

Accrued, unused CPSL under this Policy will carry over each year up to a maximum accrual of 48 
hours or six (6) days, whichever is greater. 

The Company shall calculate CPSL using any of the following calculations: 

(1) CPSL for nonexempt employees shall be calculated in the same manner as the regular rate 
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of pay for the workweek in which the employee uses CPSL, whether or not the employee actually 
works overtime in that workweek; 

(2) CPSL for exempt employees shall be calculated in the same manner as the employer calculates 
wages for other forms of paid leave time. 

Qualifying Reasons 

Leave under this Policy may be used for an Eligible Employee' s, or an Eligible Employee' s family 
member' s, preventive care or care of an existing health condition, or for specific purposes if the 
employee is the victim of domestic violence, sexual assault or stalking. Family Member includes the 
Eligible Employee' s child (biological, adopted, or foster child, stepchild, legal ward, or a child to whom 
the employee stands in loco parentis) regardless of age or dependency status, a biological, adoptive 
or foster parent, stepparent or legal guardian of an employee or an employee s spouse or domestic 
partner, spouse, registered domestic partner, grandparent, grandchild and sibling. 

Notice Required 

Employees requesting time off under this Policy should provide as much advanced notice to the 
Human Resources Department as practicable. Employees who take more than three (3) days of 
CPSL will be required to provide appropriate documentation to the Human Resources Department in 
support of the leave taken. 

Unused CPSL under this Policy is not paid out at the time of separation/termination from employment. 
However, employees who are re-employed with the company within a year of separation/termination 
will have their accrued unused bank of CPSL under this Policy made available to them, upon rehire. 

Leave under this Policy may run concurrently with leave taken under other applicable policies as well 
as under local, state or federal law, including, but not limited to, leave taken pursuant to the California 
Family Rights Act (CFRA) or the Family and Medical Leave Act (FMLA) and leave taken for any 
medical treatment, under the direction of a health care provider, for purposes of covered absences for 
a work-related illness or injury. 

For more information regarding leave under this Policy, contact the Human Resources Department at 
(559) 343-5121. 
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Military Leave 

Employees who wish to serve in the military and take military leave should contact the Human 
Resources Supervisor or Human Resources Manager for information about their rights before and 
after such leave. You are entitled to reinstatement upon completion of military service, provided you 
return or apply for reinstatement within the time allowed by law. 

Page 48 of 159 



Military Spouse Leave 

Employees who work more than 20 hours per week and have a spouse or registered domestic partner 
in the Armed Forces, National Guard or Reserves who have been deployed during a period of military 
conflict are eligible for up to 10 unpaid days off when their spouse is on leave from (not returning from) 
military deployment. 

You must request this leave in writing to the Human Resources Supervisor or Human Resources 
Manager within two (2) business days of receiving official notice that your spouse will be on leave. 
You must attach to the leave request written documentation certifying that your spouse will be on 
leave from deployment. 
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Organ and Bone Marrow Donor Leave 

Employees who are donors for organ or bone marrow may take time off as follows: 

• You must be employed for at least a 90-day period immediately before the beginning of leave. 

• You may take up to 30 business days of paid leave, and up to an additional 30 business 
days of unpaid leave in any one-year period for the purpose of donating an organ to another person. 
The one-year period is calculated from the date the employee begins their leave. 
• You may take up to 5 business days of paid leave in any one-year period for the purpose of 
donating bone marrow to another person. The one-year period is calculated from the date the 
employee's leave begins. 

• During the leave for organ/bone marrow donors, Del Monte Foods, Inc. - Hanford, 
California will continue to provide and pay for any group health plan benefits the employee was 
enrolled in prior to the leave of absence. 

• Leave taken for the purpose of organ or bone marrow donation is not leave for the purpose 
of family medical leave under the federal Family and Medical Leave Act (FMLA) or the state California 
Family Rights Act (CFRA). 

Employees who wish to take a leave of absence to donate bone marrow or an organ will be required to 
provide written verification of the need for leave, including confirmation that the employee is an organ 
or bone marrow donor and that there is a medical necessity for the donation of the organ or bone 
marrow. 

Del Monte Foods, Inc. - Hanford, California requires that employees taking leave for organ donation 
use two (2) weeks of accrued but unused sick leave and/or vacation. 

Del Monte Foods, Inc. - Hanford, California requires that employees taking leave for bone marrow 
donation use five (5) days of accrued but unused sick leave and/or vacation. 

Once a donor has exhausted the required paid sick, and/or vacation leave, the employee will be paid 
for the remaining leave of absence, if additional leave is needed, up to the maximum allowed by law. 
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Personal Leave 

A personal leave of absence without pay may be granted at the discretion of Del Monte Foods, Inc. -
Hanford, California. Requests for personal leave should be limited to unusual circumstances requiring 
an absence for extended period of time. Employees must contact the Human Resources Department 
to request a personal leave of absence such leaves are granted consistent with operational needs. 
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School and Child Care Activities Leave 

Employees are encouraged to participate in the school or child care activities of their child(ren). The 
absence is subject to all of the following conditions: 

• Time off under this policy can only be used by parents, guardians, grandparents, 
step-parents, foster parents or a person who stands in loco parentis to one or more children of the 
age to attend kindergarten through grade 12 or who are with a licensed child care provider; 

• The amount of time off for school or child care activities described below cannot exceed a 
total of 40 hours each year; 
• You can use the time off to find, enroll or re-enroll a child in a school or with a licensed child 
care provider or to participate in activities of the child's school or licensed child care provider. The time 
off for these purposes cannot exceed eight (8) hours in any calendar month. You must provide 
reasonable advance notice to the Human Resources Department before taking the time off; 
• You can also use time off to address a "child care provider or school emergency" if you 
give notice to the Company. A "child care provider or school emergency" means that the your child 
cannot remain in a school or with a child care provider due to one of the following: 
• The school or child care provider has requested that your child be picked up, or has 
an attendance policy ( excluding planned holidays) that prohibits your child from attending or requires 
your child to be picked up from the school or child care provider; 
• Behavioral or discipline problems; 

• Closure or unexpected unavailability of the school or child care provider, excluding planned 
holidays; or 
• A natural disaster, including, but not limited to, fire, earthquake or flood . 

• If more than one parent is employed by Del Monte Foods, Inc. - Hanford, California, the 
first employee to request such leave will receive the time off. Another parent will receive the time off 
only if the leave is approved by their supervisor; 
• You must use accrued vacation in order to receive compensation for this time off; and 

• If you do not have paid time off available, you will take the time off without pay. 
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School Appearances Involving Suspension 

If you are the parent or guardian of a child facing suspension from school is summoned to the school 
to discuss the matter, you should alert the Human Resources Department as soon as possible before 
leaving work. In agreement with California Labor Code Section 230.7, no discriminatory action will be 
taken against an employee who takes time off for this purpose. 

Page of159 



Time Off for Voting 

If you do not have sufficient time outside of working hours to vote in an official statewide election, you 
may take off enough working time to vote, including up to two (2) hours off without loss of pay. This 
time should be taken at the beginning or the end of the regular working shift, whichever allows for 
more free time for voting and the least time off work. If you know or have reason to believe that time 
off will be necessary to be able to vote on election day, you must give the Human Resources 
Department at least two (2) working days' notice. 
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Vacation 

Vacation Entitlements for Regular Employees are defined in the current Collective Bargaining 
Agreement. Please read and familiarize yourself with the appropriate section and contact the Human 
Resources Department for any questions. 
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Volunteer Civil Service Personnel 

No employee shall be disciplined for taking time off to perform emergency duty as a volunteer 
firefighter, peace officer, or emergency rescue personnel. Employees who perform emergency duty 
as a volunteer firefighter, reserve peace officer, or emergency rescue personnel may also take up to 
a total of fourteen (14) days unpaid leave time per calendar year to engage in required fire, law 
enforcement or emergency rescue training. Please alert your supervisor that you may have to take 
time off for emergency duty or emergency duty training. When taking time off for emergency duty, 
please alert the Human Resources Department before doing. 

If you are an official volunteer firefighter, reserve peace officer or emergency rescue personnel, please 
alert your supervisor if you have training. Volunteer firefighters, 'reserve peace officers and 
emergency rescue personnel may take up to a total of fourteen days per calendar year to engage in 
fire, law enforcement or emergency rescue training. 
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Civil Air Patrol Leave 

No employee with more than 90 days of Company service shall be disciplined for taking time off to 
perform emergency duty as a volunteer in the California Civil Air Patrol. If you are a Civil Air Patrol 
volunteer, please notify the Human Resources Supervisor or Human Resources Manager that you 
may have to take time off for emergency duty. When taking time off for emergency duty, please alert 
the Human Resources Department before doing so, giving as much advance notice as possible. 

Up to 10 days of leave for duty may be taken each calendar year. However, leave for a single 
emergency mission cannot exceed three days, unless the emergency is extended by the entity in 
charge of the operation and the extension of leave is approved by the Company. 

Time Off For Adult Literacy Programs 

The Company will make reasonable accommodations for any employee who reveals a literacy 
problem and requests that the Company assist him or her in enrolling in an adult literacy program, 
unless undue hardship to the Company would result. The Company will also assist employees who 
wish to seek literacy education training by providing employees with the location of local literacy 
programs. 

The Company will take reasonable steps to safeguard the privacy of any employee who identifies 
himself or herself as an individual with a literacy problem. An employee who wishes to identify himself 
or herself as such an individual can contact Human Resources. Furthermore, individuals who are 
performing satisfactorily will not be subject to termination of employment because they have disclosed 
literacy problems. 

While the Company encourages employees to improve their literacy skills, the Club will not reimburse 
employees for the costs incurred in attending a literacy program. 

Alcohol and Drug Rehabilitation Leave 

The Company will provide unpaid leave to employees who wish to voluntarily enter and participate in 
an alcohol and drug rehabilitation program. The Company will also provide reasonable 
accommodations to any employee who wishes to voluntarily enter a treatment program, if those 
accommodations do not pose an undue hardship to the Company. 

Requesting this leave does not excuse or negate performance improvement plans or disciplinary 
action caused by the employee's drug or alcohol problem. 

The Company will make reasonable efforts to safeguard the privacy of employees with respect to 
enrollment in any drug or alcohol rehabilitation program. 
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Benefits 

Benefits Overview 

Del Monte Foods, Inc. - Hanford, California is committed to providing the following benefits for eligible 
employees. Benefit eligibility may be dependent upon your employee classification (Regular versus 
Seasonal, for example) and on length of employment at Del Monte Foods, Inc. 
- Hanford, California Benefit eligibility requirements may also be imposed by the plans themselves. 

Upon becoming eligible for certain employee benefit plans, you will receive Summary Plan 
Descriptions which describe the benefits in greater detail. For information regarding employee 
benefits and to answer any questions you may have, contact the Benefits Plan Administrator or the 
Human Resources Office. 

The Company reserves the right to modify, amend or terminate benefits and to modify or amend 
benefit eligibility requirements at any time and for any reason, subject to any Collective Bargaining 
Agreement and legal restrictions. 
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Holidays 

Del Monte Foods, Inc. - Hanford, California observes the following holidays, in accordance with the 
current Collective Bargaining Agreement: 

• New Year's Day 
• Presidents' Day 

• Good Friday 

• Memorial Day 

• July 4th (Independence Day) 

• Labor Day 
• Thanksgiving Day 

• Friday After Thanksgiving Day 
• Christmas Eve 

• Christmas Day 

• New Year's Eve 

Eligibility for Holiday Pay is defined in the current Collective Bargaining Agreement. Please review the 
Collective Bargaining Agreement for additional information. 
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Lactation Accommodation 

Del Monte Foods, Inc. - Hanford, California recognizes lactating employees' rights to request lactation 
accommodation, and accommodates lactating employees by providing a reasonable amount of break 
time and a suitable lactation location to any employee who desires to express breast milk for their 
infant child, subject to any exemption allowed under applicable law. 

If possible, the break time should run concurrently with your normally scheduled break time. Any break 
time to express breast milk that does not run concurrently with your normally scheduled break time is 
unpaid. 

The lactation location will be private ( shielded from view and free from intrusion from co-workers and 
the public) and located close to your work area. The location will be safe, clean and free of toxic or 
hazardous materials; have a surface to place a breast pump and other personal items; have a place 
to sit; and have access to electricity or alternative devices (including, but not limited to extension cords 
or charging stations) needed to operate an electric or battery-powered breast pump. Del Monte Foods, 
Inc. - Hanford, California will also provide access to a sink with running water and a refrigerator 
suitable for storing milk in close proximity to your workspace. If a refrigerator cannot be provided, Del 
Monte Foods, Inc. - Hanford, California will provide another cooling device suitable for storing milk, 
such as an employer-provided cooler. The lactation location will not be a bathroom or restroom. The 
room or location may include an employee' s private office if it otherwise meets the requirements of 
the lactation space. 
Multi-purpose rooms may be used as lactation space if they satisfy the requirements for space; 
however, use of the room for lactation takes priority over other uses for the time it is in use for 
lactation purposes. 

Employees who desire lactation accommodations should contact the Human Resources Supervisor or 
Human Resources Manager to request accommodations. An employee' s request may be provided 
orally, by email, or in writing, and need not be submitted on a specific form. 
We will engage in an interactive process with you to determine when and where lactation breaks will 
occur. If we cannot provide break time or a location that complies with this policy, we will provide a 
written response to your request. 

Del Monte Foods, Inc. - Hanford, California will not tolerate discrimination or retaliation against 
employees who exercise their rights to lactation accommodation, including those who request time to 
express milk at work and/or who lodge a complaint related to the right to lactation accommodation. If 
you believe you have been denied reasonable break time or adequate space to express milk, or have 
been otherwise been denied your rights related to lactation accommodation, please notify the Human 
Resources Supervisor or Human Resources Manager immediately. You also have the right to file a 
complaint with the state's Labor Commissioner for any violation of a right under the lactation 
accommodation law, including the prohibition against retaliation. 
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Paid Family Leave 

Employees may be eligible for Paid Family Leave (PFL) wage replacement benefits, which are funded 
through payroll deductions and coordinated through the Employment Development Department 
(EDD). PFL provides partial pay for up to eight (8) weeks when you need to take leave from work to: 

• To care for a parent, parent-in-law, child, spouse, registered domestic partner, grandparent, 
grandchild, or sibling who is seriously ill; 

• To bond with your newborn, foster child or newly adopted child: or 

• For a qualifying exigency related to the covered active duty or call to covered active duty of your 
spouse, registered domestic partner, parent, or child in the Armed Forces of the United States. 

The PFL program does not provide employees with a right to a leave of absence; it is limited to a 
state-mandated wage replacement benefit. 
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Workers' Compensation 

Del Monte Foods, Inc. - Hanford, California in accordance with state law, provides insurance coverage 
for employees in case of work-related injury. The workers' compensation benefits provided to injured 
employees may include: 

• Medical care; 

• Cash benefits, tax free, to replace lost wages; and 

• Assistance to help qualified injured employees return to suitable employment. 

To ensure that you receive any workers' compensation benefits to which you may be entitled, you 
need to: 

• Immediately report any work-related injury to your supervisor or the Environmental Health and 
Safety Department; 
• Complete a written Employee's Claim for Workers' Compensation Benefits (DWC Form 1) 
and return it to anEnvironmental Health and Safety Representative; and 

• Complete the required Incident Report and accompanying forms . 

Upon submission of a medical certification that an employee is able to return to work after a workers' 
compensation leave, the employee under most circumstances will be reinstated to their same position 
held at the time the leave began, or to an equivalent position, if available. An employee returning from 
a workers' compensation leave has no greater right to reinstatement than if the employee had been 
continuously employed rather than on leave. 

An employee's return depends on their qualifications for any existing openings. If, after returning from 
a workers' compensation disability leave, an employee is unable to perform the essential functions of 
their job because of a physical or mental disability, the Company's obligations to the employee may 
include reasonable accommodation, as governed by the Americans with Disabilities Act or the 
California Fair Employment and Housing Act. 

The law requires Del Monte Foods, Inc. - Hanford, California to notify the workers' compensation 
insurance company of any concerns of false or fraudulent claims. 

Company-Provided Physician 

Del Monte Foods, Inc. - Hanford, California provides medical treatment for work-related injuries through 
a medical provider network, Total Care Medical Group, which the company has chosen to provide 
medical care to injured employees because of their experience in treating 
work-related injuries. The Company, may at its sole discretion, change Company-Provided Physician 
as permitted under applicable regulations. 

Workers' Compensation and CFRA/FMLA 
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Employees who are ill or injured as a result of a work-related incident, and who are eligible for family 
and medical leave under state and/or federal law California Family Rights Act (CFRA) and/or Family 
Medical Leave Act (FMLA), will be placed on CFRA and/or FMLA during the time they are disabled 
and not released to return to work. The leave under these laws will generally run concurrently. 

Paid Sick Leave and Workers' Compensation Benefits 

Paid sick leave is a benefit that also covers absences for work-related illness or injury. Employees 
who have a work-related illness or injury are covered by workers' compensation insurance. However, 
workers' compensation benefits usually do not cover absences for medical treatment. When you report 
a work-related illness or injury, you will be sent for medical treatment, if treatment is necessary. You 
will be paid your regular wages for the time you spend seeking initial medical treatment. 

Any further medical treatment will be under the direction of the health care provider. Any absences 
from work for follow-up treatment, physical therapy or other prescribed appointments will not be paid 
as time worked. If you have accrued and unused sick leave, you may choose to substitute paid sick 
leave for any time that would otherwise be unpaid. 

If you do not have accrued, paid sick leave, or if you have used all of your sick leave, you may choose 
to substitute vacation/paid time off for further absences from work, related to your illness or injury. 

Requests for time-off to attend these appointments must be submitted to the Human Resources 
Department as soon as you have notification of the appointment. 
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Workplace Policies 

Employee Property 

An employee's personal property, including but not limited to lockers, packages, briefcases, purses, 
messenger bags, and backpacks, may be inspected upon reasonable suspicion of unauthorized 
possession of Del Monte Foods, Inc. - Hanford, California property, possession of dangerous 
weapons or firearms, or abuse of the Company's drug and alcohol policy, or violation of Company 
Policies and/or House Rules. 

Random inspections will be conducted, as required, to meet Food Safety Requirements and 
Guidelines. 
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Names and Addresses Policy 

Del Monte Foods, Inc. - Hanford, California is required by law to keep current all employees' names 
and addresses. You are responsible for notifying the Company in the event of a name or address 
change. 

The Company must have an up-to-date address and telephone number on file in the Human 
Resources Office in order to contact you regarding any employment related matters. It is your 
responsibility to report any change of address, marital status, dependents, tax filing status, and any 
other personal data to the Human Resources Office immediately, so your records may be kept up-to
date. 

You are also responsible for providing a name and number of an individual to contact in the event of 
an emergency. 
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Open-Door Policy 

Suggestions for improving Del Monte Foods, Inc. - Hanford, California are always welcome. At some 
time, you may have a complaint, suggestion, or question about your job, your working conditions, or 
the treatment you are receiving. Your complaints, questions, and suggestions are important to us. 

If you have a complaint, suggestion or question that you wish to address via the Company's Open
Door Policy, please speak with your immediate supervisors as soon as possible. If you are not 
comfortable speaking to your immediate supervisor, please bring the issue to any other member of 
management. 

If you have raised the issue and if the problem persists, you may present it to the Human Resources 
Manager, who will investigate and provide a solution or explanation. 

If the problem is not resolved, you may also present the problem to the Site Director of Del Monte 
Foods, Inc. - Hanford, California, who will attempt to reach a final resolution. 

While a written complaint will assist us in investigating your concerns, it is not required that you put your 
complaint in writing. If you need assistance with your complaint, or you prefer to make a complaint in 
person, contact the Human Resources Department. 

This procedure, which we believe is important for both you and the Company, cannot guarantee that 
every problem will be resolved to your satisfaction. However, Del Monte Foods, Inc. - Hanford, 
California values your observations and you should feel free to raise issues of concern without the fear 
of retaliation. 
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Personnel Records 

You have a right to inspect or receive a copy of the personnel records that Del Monte Foods, Inc. -
Hanford, California maintains relating to your performance or to any grievance concerning you. 
Certain documents may be excluded or redacted from your personnel file by law, and there are legal 
limitations on the number of requests that can be made. 

Any request to inspect or copy personnel records must be made in writing to the Human Resources 
Supervisor or Human Resources Manager. You can obtain a form for making such a written request 
from the Human Resources Supervisor or Human Resources Manager. 

You may designate a representative to conduct the inspection of the records or receive a copy of the 
records. However, any designated representative must be authorized by you in writing to inspect or 
receive a copy of the records. Del Monte Foods, Inc. - Hanford, California may take reasonable steps 
to verify the identity of any representative you have designated in writing to inspect or receive a copy 
of your personnel records. 

The personnel records may be made available to you either at your place of work or at a mutually 
agreeable location (with no loss of compensation for going to that location to inspect or copy the 
records). The records will be made available no later than 30 calendar days from the date Del Monte 
Foods, Inc. - Hanford, California receives your written request to inspect or copy your personnel 
records (unless you/your representative and Del Monte Foods, Inc. - Hanford, California mutually 
agree in writing to a date beyond 30 calendar days but no later than 35 calendar days from receipt of 
the written request). 

If you request a copy of the contents of your file, you will be charged the actual cost of copying. 

Disclosure of personnel information to outside sources, other than your designated representative, will 
be limited. However, Del Monte Foods, Inc. - Hanford, California will cooperate with request from 
authorized law enforcement or local, state, or federal agencies conducting official investigations and 
as otherwise legally required. 
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Workplace Privacy - AudioNideo Recordings 

To ensure the safety and security of our employees, safeguard proprietary processes and production, 
and address concerns regarding the potential for invasion of privacy, sexual or other harassment, and 
protection of proprietary or confidential information, employees may not use any audio or video 
recording devices while on the premises. You also may not use any audio or video recordings in work 
areas that Del Monte Foods, Inc. - Hanford, California has identified as confidential, secure or private, 
unless you are engaged in protected activity related to improving the terms and conditions of your 
employment, such as documenting health and safety issues. 

The company uses or may use video surveillance in public areas ( except for restrooms, locker rooms 
or changing areas). The video surveillance will not include sound recording. 
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Employee Identification Badges 

Upon hire, you will be issued a Del Monte Photo Identification Badge and it must be carried at all 
times when on Company property. Employees must show proper Identification Badge to enter 
Company property and when requested to ensure safety and security procedures are fully met. The 
badge remains Company property and must be surrendered upon request. If you required a new 
Photo Identification Badge please report to the Human Resources Office. It is a requirement to take 
your picture for the badge creation and identification purposes. 
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Job Postings & Bid Applications 

In accordance with the Collective Bargaining Agreement, in filling all vacated jobs, seniority shall be 
observed, providing the employee is qualified to perform the available work and follows the procedure 
outlined below. Such seniority shall be exercised only for higher bracketed jobs unless a lateral job 
with no increase in pay offers definite promotional opportunities or longer periods of employment or 
definite opportunities for more overtime. 

The Company will post, prior to the beginning of each season, all Bracket Ill or above jobs that are 
expected to become available, using the Company' s application process in place at the time. This 
may include an electronic Job Application Management system or comparable bid application system 
as deemed appropriate by the Company. 

Employees must enroll through the Company' s internal Job Application Management system in place 
at the time, complete the required application, and submit the application prior to the closing of the 
application period. The Company will allow any employee, who makes a request, to report to Human 
Resources to access, and if necessary seek assistance, to apply via the Job Application Management 
System. 

New jobs will be posted for five (5) working days when the job opening becomes known, at which time 
employees may make application. At the conclusion of the posting period, the job will be awarded and 
the successful bidder notified within ten(10) working days. 

Please refer to the Collective Bargaining Agreement for additional information. 
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Company Property 

Bulletin Boards & Communication Postings 

Del Monte Foods, Inc. - Hanford, California maintains bulletin boards and other electronic types of 
communication postings located Cafeteria(s) and in other various locations throughout the Plant. 

Bulletin boards and other communication postings systems are used to provide information to 
employees concerning Company-approved information. 

Employees may not post items on Company bulletin boards or other communication posting systems, 
without prior authorization from Human Resources Department. 

Any unauthorized postings will be removed. 
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Electronics Communication Policy 

Overview 

Del Monte Foods, Inc. ( DMFI or Company ) maintains Electronic Resources to enable 
employees and third parties to conduct DMFI business effectively. Electronic Resources include, but 
are not limited to, computer networks, voicemail, e-mail, instant messaging, facsimile services, 
internet access, audio and video conferencing, computers, tablets, 
smart-phones, and other resources that store and transmit proprietary and confidential data. This 
policy applies to all DMFI employees, temporary workers, contractors, consultants, vendors, operating 
units and subsidiaries ("Users") who have access and permission to use Electronic Resources to 
conduct business for and on behalf of DMFI. 

General Provisions 

DMFI requires Users to apply good judgement when using Electronic Resources and prohibits 
sending, receiving, displaying, printing, or engaging in any communications that are unlawful, libelous, 
invasive of another's privacy, threatening, fraudulent, harassing, sexually explicit, defamatory, or that 
infringe or may infringe upon the intellectual property or the rights of another person or company. 

Specifically, you may not use Electronic Resources to: 

• 
• 
• 
• 
• 

make commercial or personal advertisements, solicitations, or unauthorized promotions; 
transmit or install destructive programs (i.e., viruses and/or self-replicating code); 

transmit "junk mail," "spam," or chain letters ; 
issue the unauthorized mass distribution of e-mail; 

facilitate use of third-party "anonymous e-mail" forwards; 

• transmit any material that violates any applicable local, state, national, or international law or 
regulation; and 

• attempt to gain unauthorized access to computer systems or networks connected to DMFI 
systems. 

Users encountering prohibited material or who become aware of prohibited activities should 
immediately report such activities or material to their immediate supervisor, DMFI contact, or Human 
Resources Representative. 

Privacy Provisions 

All data stored, transmitted or transferred on DMFI Electronic Resources, including e-mails and instant 
messages, is the sole property of DMFI. Users should have no expectation of privacy in the 
communication or transmission of a document, video, picture or any other piece of information 
generated from, contained or stored on DMFI equipment or communications systems including the 
DMFI network. 

DMFI reserves the right to access, review, copy, modify and delete any information transmitted 
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through or stored on Electronic Resources, including, but not limited to, monitoring sites Users visit on 
the Internet; reviewing material downloaded or uploaded by Users; and reviewing e-mail, voicemail 
and instant messages sent and received by Users. DMFI also reserves the right to disclose all such 
information as needed. 

Confidential Information 

Use of encryption software may be warranted if transmission of a sensitive document or crucial 
business information is required to meet a critical business need. 

DMFI confidential information should never be transmitted or forwarded to outside individuals or 
companies not authorized to receive such information and should only be forwarded to others who 
need to know the information to perform their jobs. Questions about whether a particular document or 
type of document should be sent electronically should be directed to your immediate supervisor, DMFI 
contact, or the Legal Department. Users are required to contact the DMFI Service Desk immediately if 
they suspect that data from DMFI, partners or vendors is at risk due to unauthorized access. 

Copyright and License Issues 

Materials available on the Internet may be subject to copyright protection, licensing, and similar types 
of restrictions. Users must comply with all software licenses, copyrights, and state, local, and federal 
laws governing intellectual property and online activity. Use of Electronic Resources to obtain, 
disseminate or copy copyrighted materials, such as articles or computer software, in violation of 
copyright laws is prohibited. 

Software and data may be downloaded from the Internet only if performed according to Company 
policies and technical standards, and such downloading is done according to applicable licensing and 
import/export restrictions. Software and data licensed by DMFI must not be shared with external 
parties. 

Software may be installed on DMFl-owned computers only if it is properly licensed, needed for DMFI 
business purposes, and its installation and use are approved by your immediate supervisor or DMFI 
contact and the IT Department. 

Records Management 

E-mail and other electronic communications are records that must be managed and maintained in 
accordance with DMFI' s records management and retention policies. Electronic backups should not 
be retained longer than any DMFl-approved retention period unless a legal hold or other specific 
request is in place to preserve such records. 

Passwords 

Users will be provided with a user identification and password to access Electronic Resources. Users 
are required to keep their ID(s) and password(s) private. Unauthorized use of an ID or password by 
another person or the unauthorized use of another person's ID or password is 
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strictly prohibited. 

Every personal computer or smart device, whether DMFI owned or not, that has access to DMFI 
systems and data, must have the "Security Password" feature of their screen saver activated with a 
15 minute or less timer to prevent unauthorized access. 

Internet and E-mail Usage 

DMFI' s e-mail and Internet services are not to be used for purposes that may cause excessive strain 
on network systems. 

Attachments are the primary source of computer viruses and should be treated with utmost caution. 
Users should not open e-mail attachments from unknown or unsigned sources. 

Violation Provisions 

All Users have the responsibility to use Electronic Resources in a professional, ethical, and lawful 
manner. Violation of this policy may result in disciplinary action up to and including termination of 
employment or the business relationship. DMFI recognizes that, on occasion, Users may need to use 
Electronic Resources for a non-business purpose. Incidental and occasional personal use of 
Electronic Resources will not be considered a violation of this policy so long as such use (i) does not 
interfere with the performance of one' s job performance, contract, or assignment, or the performance 
by other employees or third parties job function, contract, or assignment, and (ii) is consistent with this 
and other DMFI policies. 

The Company reserves the right to modify, amend, change or terminate this policy, in whole or in part, 
at any time without prior notice, subject to applicable laws and regulations. 
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Social Media Policy 

Introduction 

Del Monte Foods, Inc. ( DMFI or Company ) recognizes there are numerous opportunities for 
employees and third-parties doing work on DMFI' s behalf to share a range of content with an ever
widening audience via numerous social media platforms. These platforms have changed the way we 
work and engage with each other, our customers, consumers, partners and professional and private 
networks. As a result, the line between professional and personal communication and representation 
has blurred. There are positive opportunities in connecting this way, but there are also inherent risks 
given the increased speed and broad reach of most social media and social networking channels. 

Social media and social networking includes, but is not limited to, all means of communicating or 
posting information/ content of any sort on the Internet (collectively Social Media ). These sites 
consists of: your own or someone else' s blog, personal website, social networking website, internal 
communication sites, web portals, etc. (whether or not associated or affiliated with DMFI), texting, 
downloading, picture- sharing, instant messaging, music-sharing, crowdsourcing, video-sharing, and 
online sales auctions. This Policy sets forth the guidelines that govern the use of Social Media by 
employees and contingent workers. 

Overview 

This Policy applies to all DMFI operating units and subsidiaries, and to all employees, temporary 
workers, contractors, consultants, and vendors that provide services to DMFI and are given 
permission to use its electronic communications systems or services ("Users"). 

DMFI fully respects your legal rights. In general, what you do on your own time is your affair. 
However, activities in or outside of work that affect your performance, the performance of others, or 
business interests are a proper focus for Company Policy. You should also know that DMFI reserves 
the right to review any postings on DMFI- owned or sponsored internal and external social networking 
pages and websites as well as reviewing any publicly-available information. 

Further, understand that nothing in this Policy should be construed as interfering with employees' 
rights to engage in protected concerted activity, including discussing the terms and 

conditions of employment, with other employees under Section 7 of the National Labor Relations Act. 

Violation of this Policy may result in disciplinary action up to and including termination or termination 
of any relationship with a User. DMFI reserves the right to revise any information contained in this 
Policy at any time. 

Policy Statement 

Adhere to Existing Policies and Laws 
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The same standards in DMFI policies apply to activities online. Specifically, all principles and 
guidelines found in DMFI' s Code of Conduct, applicable Employee Handbook, Electronic 
Communications Policy, and Prohibited Harassment Policy apply to your personal and professional 
Social Media activities. Review and understand these policies before engaging online. Any conduct 
that adversely affects your ability to perform your job, contract, or assignment; your colleagues ability 
to perform their jobs, contracts, or assignments; or otherwise adversely affects members, customers, 
suppliers, consumers, people who work on behalf of DMFI or DMFI' s legitimate business interests, or 
DMFI' s brands, image and intellectual property is a violation of this Policy. 

It is the User' s responsibility to maintain the confidentiality of DMFI trade secrets and private or 
confidential business information. Do not disclose DMFI' s proprietary, non- public or internal business 
information or intellectual property, such as any trade secrets. 

Do not post or use statements, photographs, video or audio that reasonably could be viewed as 
malicious, obscene, abusive, threatening or intimidating as they relate to any person or matter relating 
to DMFI; that disparage DMFI customers, consumers, members, employees or suppliers; or that 
might constitute harassment or bullying of Users. Such postings constitute a violation of this Policy 
and will not be tolerated. 

Represent Yourself Appropriately 

If DMFI is the subject of the content you are posting, always write in the first person and, unless you 
have been approved by the Human Resources Department as an authorized agent who is permitted to 
speak on behalf of DMFI, you must make it clear that you are speaking for yourself and not on behalf 
of the Company. 

If you publish content outside of DMFI that has something to do with the work you perform for the 
Company or subjects associated with DMFI, you must use a disclaimer such as this: The views on 
this site are my own and do not necessarily represent those of Del Monte Foods, Inc. 

Managers take note: The above standard disclaimer does not by itself exempt managers from a 
special responsibility when using Social Media. By virtue of your position, you must consider whether 
personal thoughts you publish may be misunderstood as expressing Company positions. In addition, 
managers should assume their teams may read what is written. 

Be Accurate and Respectful 
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Respect your audience. Avoid using statements, photographs, and video or audio that reasonably 
could be viewed as malicious, obscene, and threatening or intimidating, that disparage customers, 
consumers, associates, or suppliers, or that might constitute harassment or bullying. Examples of 
such conduct might include malicious posts which are slanderous or detrimental to DMFl's legitimate 
business interests or the legitimate interests of any of DMFI' s employees, or posts that could 
contribute to a hostile work environment on the basis of race, sex, disability, religion or any other 
status protected by law or Company Policy. 

Do not cite or reference customers, partners, suppliers or other stakeholders without their approval. 
When you make a reference credit the source, if possible. 

Recruiting and References 

All employment verification/reference requests directed to DMFI are to be referred to the Human 
Resources Department. You may provide a personal recommendation/reference for a colleague; you 
may not make a recommendation/reference on behalf of DMFI. 

Social Media may be used as a tool for recruiting and screening candidates for employment only by 
the Human Resources Department. 

Media Contacts 

Do not speak to the media on DMFI' s behalf unless authorized to do so. 
Questions or inquiries seeking comment from DMFI via social media/networking sites from anyone you 
know or suspect to be a member of the media (including reporters, TV producers, or bloggers), should 
be referred to Internal Communications. 

Social Media/Networking at Work 

Your online activities must not interfere with your job, contract, or assignment as it relates to DMFI. Do 
not use Company e-mail addresses to register on social networks, biogs or other online tools utilized 
for personal use. 

Report Violations 

If you have observed illegal or unethical behavior, or abuse of the above identified Company policies 
on any Social Media platform, you are encouraged to 
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report the violation to your supervisor or the Human Resources Department. DMFI takes violations of 
this Policy seriously and will investigate all reports of conduct which conflicts with this Policy. 

No Retaliation 

DMFI prohibits taking adverse employment actions against any employee for reporting a possible 
deviation from this Policy or for cooperating in an investigation. Any individual who retaliates against 
another individual for reporting a possible deviation from this Policy or for cooperating in an 
investigation will be subject to disciplinary action, up to and including termination, or termination of the 
relationship. If you have questions about this Policy or use of Social Media, contact your Human 
Resources Representative. 
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Employer Property 

Lockers, furniture, desks, computers, cell phones, data processing equipment/software, vehicles, 
telephones, forklifts, and among other items are Del Monte Foods, Inc. - Hanford, California property 
and must be maintained according to Company rules and regulations. They must be kept clean and 
are to be used only for work-related purposes. 

Del Monte Foods, Inc. - Hanford, California reserves the right to inspect all Company property 
including computer or phone data or messages to ensure compliance with its rules and regulations, 
without prior notice to the employee and at any time, not necessarily in the employee's presence. 
Prior authorization must be obtained before any Company property may be removed from the 
premises. 

Company voice mail and/or electronic mail ( e-mail) including texting and mobile email are to be used 
for business purposes only. Del Monte Foods, Inc. - Hanford, California reserves the right to monitor 
voice mail messages, and e-mail messages, and texts to ensure compliance with this rule, without 
prior notice to the employee and at any time, not necessarily in the employee's presence. 

Del Monte Foods, Inc. - Hanford, California may periodically need to assign and/or change 
"passwords" and personal codes for 

• 
• 
• 

Email 

Voice mail 

Computers 

These communication technologies and related storage media and databases are to be used only for 
Company business and they remain the property of Del Monte Foods, Inc. - Hanford, California. 

Del Monte Foods, Inc. - Hanford, California reserves the right to keep a record of all passwords and 
codes used and/or may be able to override any such password system. Messages on the company 
voice-mail and email systems are subject to the same company policies against discrimination and 
harassment as are any workplace communications. Offensive, harassing or discriminatory content in 
such messages will not be tolerated. 

For security reasons, employees should not leave personal belongings of value in the workplace. The 
Company is not liable for any stolen personal items left at the workplace. Terminated employees 
should remove any personal items at the time they leave Del Monte Foods, Inc. - Hanford, California 
Personal items left in the workplace are subject to disposal if not claimed at the time of an employee's 
termination. 
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Guests and Visitors 

Please be advised that ALL PERSONS entering and exiting the premises are subject to a search of 
themselves and their property, (including lockers) at any time. BY ENTERING THE COMPANY 
PROPERTY, ALL PERSONS AUTOMATICALLY CONSENT TO SUCH SEARCHES. All visitors and 
off duty employees must check in with the security guard before entering the plant. 

Visits from friends and family should be kept to a minimum, in order to preserve an appropriate work 
environment. It is extremely important that the impression left with Del Monte Foods, Inc. - Hanford, 
California visitors is that of a professional organization with the highest standards of conduct. Family 
and friends must check-in with the Human Resources Department and must not enter the premises 
without authorization. 

The Company reserves its right in its sole discretion to deny such a request for 
reasons including but not limited to: the requested guest or visitor has been disruptive in the past or 
the environment is not appropriate for the visitor or guest due to safety or other reasons. 
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Housekeeping 

All employees are expected to keep and maintain their work areas clean and organized. People using 
common areas such as lunch rooms, break room, break areas, locker rooms, and restrooms are 
expected to keep them sanitary. Please clean up after each use and dispose of trash properly. 

In addition, employees must also follow all Pandemic Response safety and policies and procedures at 
all times. 
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Off-Duty Use of Facilities 

Employees are prohibited from remaining on Del Monte Foods, Inc. - Hanford, California premises or 
making use of Company facilities outside of scheduled working hours. Employees are expressly 
prohibited from using Company facilities, Company property, or Company equipment for personal 
use. 
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Parking 

Employees may park their vehicles in designated areas, if space permits. Employees may not use 
parking areas specifically designated for customers, vendors, Company vehicles, or reserved for pool 
cars. 

Del Monte Foods, Inc. - Hanford, California is not responsible for any loss or damage to employee 
vehicles or contents while parked on Company property. 

Parking areas may be monitored with video or other surveillance for purposes of protecting Company 
property only. This surveillance system is in no way intended to provide employees with personal 
security. 

Employees using the parking facilities do so at their own risk. 

THE COMPANY IS NOT RESPONSIBLE FOR ANY DAMAGE OR LOSS AN EMPLOYEE MAY 
SUFFER RESULTING FROM USE OF THESE FACILITIES. The use of such parking facilities is given 
only with the understanding that the users will permit any uniformed guard or an official of the 
company to search the employee's vehicle at any time while it is on company premises while the 
employee is present. 

Do not back vehicles into parking spaces for the safety and protection of people, vehicles and 
landscaping. Employees must park in designated areas only. 
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Solicitation and Distribution of Literature 

In order to ensure efficient operation of the Company's business and to prevent disruption to 
employees, we have established control of solicitations and distribution of literature on Company 
property. Del Monte Foods, Inc. - Hanford, California has enacted rules applicable to all employees 
governing solicitation, distribution of written material, and entry onto the premises and work areas. All 
employees are expected to comply strictly with these rules. Any employee who is in doubt concerning 
the application of these rules should consult with their supervisor. 

No employee shall solicit or promote support for any cause or organization during their working time 
or during the working time of the employee or employees at whom such activity is directed. No 
employee shall distribute or circulate any written or printed material in work areas at any time, or 
during their working time or during the working time of the employee or employees at whom such 
activity is directed to. 

Under no circumstances will non-employees be permitted to solicit or to distribute written material for 
any purpose on Company property. 
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Employee Conduct 

Business Conduct and Ethics 

No employee may accept a gift or gratuity from any customer, vendor, supplier, or other person doing 
business with Del Monte Foods, Inc. - Hanford, California because doing so may give the appearance 
of influencing business decisions, transactions or service. Please discuss expenses paid by such 
persons for business meals or trips with the Company in advance. All Employees must abide by Del 
Monte Food lnc.'s Code of Conduct Policy. Please see a Human Resources Department 
representative for a copy of the Code of Conduct Policy or for additional information, if needed. 
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Conducting Personal Business 

Employees are to conduct only Del Monte Foods, Inc. - Hanford, California business while at work and 
during scheduled working time. Employees may not conduct personal business or business for another 
employer during their scheduled working time. 
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Confidential Information 

Each employee is responsible for safeguarding the confidential information obtained during 
employment. 

In the course of your work, you may have access to trade secrets or similarly protected proprietary or 
confidential information regarding Del Monte Foods, Inc. - Hanford, California's business (such as 
financial data, research and development, marketing, business plans or strategies, suppliers, 
business partners or customers). You have a responsibility to prevent revealing or divulging any such 
information unless it is necessary for you to do so in the performance of your duties or as required by 
law. 

Access to, or disclosure of, confidential information should be on a "need-to-know" basis and must be 
authorized by your supervisor. Any breach of this policy will not be tolerated, and legal action may be 
taken by the Company. 

This policy does not prohibit employees from confidentially disclosing trade secret, proprietary or 
confidential information to federal, state and local government officials, or to an attorney, when done 
to report or investigate a suspected violation of the law. Employees may also disclose the information 
in certain court proceedings if specific procedures to protect the information are followed. Nothing in 
this policy is intended to conflict with 18 U.S.C. sec. 1833(b) or create liability for disclosures of trade 
secrets that are expressly allowed by 18 U.S.C. sec. 
1833(b ). 

Nothing in this policy prevents you from discussing or disclosing information about unlawful acts in the 
workplace, such as harassment or discrimination or any other conduct that you have reason to believe 
is unlawful. · 
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Conflicts of Interest 

All employees must avoid situations involving actual conflict of interest. Personal or romantic 
involvement with a competitor, supplier, or subordinate employee of Del Monte Foods, Inc. - Hanford, 
California, which impairs an employee's ability to exercise good judgment on behalf of the Company, 
can create an actual conflict of interest. Supervisor-subordinate romantic or personal relationships 
also can lead to supervisory problems, possible claims of sexual harassment, and morale problems. 

An employee involved in any of the types of relationships or situations described in this policy should 
immediately and fully disclose the relevant circumstances to their immediate supervisor, or any other 
appropriate supervisor, for a determination about whether an actual conflict exists. If an actual conflict 
is determined, Del Monte Foods, Inc. - Hanford, California may take whatever corrective action 
appears appropriate according to the circumstances. Failure to disclose facts shall constitute grounds 
for disciplinary action. 
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Customer Relations 

Employees are expected to be polite, courteous, prompt, and attentive to every customer. When an 
employee encounters an uncomfortable situation that they do not feel capable of handling, the 
Department Manager should be called immediately. 

Ours is a manufacturing and service business and all of us must remember that the customer is 
integral to our business. 

Customers are to be treated courteously and given proper attention at all times. Never regard a 
customer's question or concern as an interruption or an annoyance. You must respond to inquiries 
from customers, whether in person or by telephone, promptly and professionally. 

Through your conduct, show your desire to assist the customer in obtaining the help they needs. If you 
are unable to help a customer, find someone who can. 

All correspondence and documents, whether to customers or others, must be neatly prepared and 
error-free. Attention to accuracy and detail in all paperwork demonstrates your commitment to those 
with whom we do business. 

If a problem develops or if a customer remains dissatisfied, ask your supervisor or the Department 
Manager to intervene. 
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Good Manufacturing Practices 

GMP POLICY 

Del Monte Foods, Inc. shall be in compliance with the Food, Drug and Cosmetic Act in conformance 
with the regulations as contained in the Current Good Manufacturing Practices 21 CFR, Part 110: All 
persons working in direct contact with food, food contact surfaces, and food packaging materials shall 
conform to hygienic practices while on duty to the extent necessary to protect against contamination 
of food. 

OBJECTIVES 

• 
• 

• 

To produce safe and wholesome food through well-controlled operations . 
To comply with federal, state, and local regulations . 

To comply with Del Monte Foods policy on GMPs . 

Hanford Plant Visitor Rules 

1. All visitors and vendors must sign in before entering facility. 

2. All visitors and vendors must be escorted throughout the facility unless approved by the 
Management Staff. 

3. Cameras, video cameras and cell phones are not allowed in the facility without the approval of the 
Plant Manager. 

4. No Sandals, open toe, or high heel shoes to be worn in the plant. No Tank tops, sleeveless tops, 
shorts, skirts, or capri pants to be worn in the plant. 

5. All jewelry must be removed before entering manufacturing areas. 

6. No fingernail polish, false nails, or nail tips are allowed in manufacturing areas. 

7. Ties must be tucked in shirts or removed before entering manufacturing areas. 

8. Personal items in shirt pockets must be removed before entering the manufacturing areas. 

9. Hair nets, hearing protection and beard nets are required in all manufacturing areas and will be 
supplied to you. Safety glasses or side shields are required in designated areas. 

10. Buttons are prohibited. A visitor with a buttoned shirt is required to wear a smock. 

11. Excessive use of strongly scented products; lotions, perfume or aftershave is prohibited. 

12. Eating, drinking, and gum chewing is restricted to lunch rooms and the main office areas. Food 
brought from home or from vending machine may contain allergens and must only be 
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consumed in designated break areas. 

13. Watch for forklift traffic and do not walk in the middle of the isles. 

14. Do not handle any food product unless wearing gloves. 

15. Smoking is only permitted in outside designated areas; no smoking is allowed inside the facility. 

16. Spitting is prohibited on the premises. 
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Drug-Free Workplace Policy 

Philosophy 

It is the philosophy, intent, and policy of Del Monte Foods to provide an effective and efficient working 
environment that allows each employee to treat each other with respect, encourages personal growth, 
promotes teamwork, and constantly seeks value-added contributions and superior performance. 
Consistent with these values, Del Monte Foods can and will provide a drug-free working environment. 
This policy position is in the best interest of the safety and health of employees, business visitors, and 
the public. This policy complies with the provisions of the Drug-Free Workplace Act of 1998 for federal 
contractors. 

Policy 

A. The Company shall implement a comprehensive drug and alcohol abuse education program. 
As part of that program, information will be provided on the availability of counseling programs and 
employee assistance programs. 

B. Alcoholism and other drug addictions are recognized as diseases responsive to proper 
treatment. As a conditions of continued employment, and employee testing positive must provide 
evidence of an alcohol and drug assessment by substance 
abuse professional. The employee will give permission to Del Monte Foods to exchange information 
with testing agencies. Failure to attend and assessment effort to accommodate follow-up treatment as 
recommended by a substance-abuse professional. 

C. The manufacture, distribution, dispensing, possession, sale, purchase or use of a controlled 
substance or illegal drugs on Company property or on Company business is prohibited. 

D. Being under the influence of alcohol or illegal drugs or controlled substances on Company 
property or while driving a vehicle while on Company business is prohibited. The unauthorized use or 
possession of prescription drugs on Company property is also prohibited. 

E. The Company shall implement a drug testing policy and may require applicants, as a 
condition of being hired, or employees to submit to a test. 

F. Employees who violate this policy are subject to appropriate disciplinary action up to and 
including termination. 

G. The policy applies to all employees of the Company regardless of rank or position and 
includes temporary, part-time and seasonal employees. 
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Definitions 

A. Company Premises- All Company property including vehicles, lockers, and parking lots as 
well as employees using their personal vehicle on Company business. 

B. Company Property- All Company owned or leased property used by employees such as 
vehicles, lockers, desks, closets, etc. 

C. Controlled Substances-Any substance listed in Schedules 1-V of Section 202 of the Controlled 
Substance Act (21 U.S.C.S 812) as amended. Copies are maintained for employee review by 
Personnel and Health Services. 

D. Drug- Any chemical substance that produces physical, mental, emotional, or behavioral 
change in the user. 

E. Drug Paraphernalia- Equipment, a product or material that is used or intended for use in 
concealing an illegal drug or for use in injecting, ingesting, inhaling or otherwise introducing into the 
human body an illegal drug or controlled substance. 

F. Fitness for Duty- The ability to work in a manner suitable for the job. To determine fitness , a 
medical evaluation may include drug and/or alcohol testing. 

G. Illegal Drug- Any drug or derivative thereof for which the use, possession, sale transfer, 
manufacture or storage is illegal or regulated under any federal, state, or local law or regulation and 
any other drug, including (but not limited to) a prescription drug used for any reason other than a 
legitimate medical reason and inhalants used illegally. Included is marijuana or cannabis in all forms. 

H. Alcohol - Means ethyl alcohol (ethanol) and includes all beverages, mixtures or 
preparations which contain alcohol. 

I. Reasonable Cause/Reasonable Suspicion-Evidence strong enough to establish that a policy 
violation has occurred. 

J. Under the Influence- The state of not having the normal use of mental or physical faculties 
resulting from the voluntary introduction into the body of an alcoholic beverage or a controlled 
substance, or an illegal drug. 

K. Possession- Means to have on one' s person, in one' s personal effects, in one' s vehicles or 
under one' s control. 

Pre-Employment Screening 

All employees offered regular or full-time employment will be required to submit to a pre-employment 
drug and alcohol test to the extent allowed by law. Individuals who DO NOT PASS the test will not 
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be hired for regular status and those seasonal or part-time employees applying for full-time work will 
be immediately dismissed. 

Prohibitions 

Any of the following constitutes a violation of the Policy and may subject an employee to disciplinary 
action up to and including termination. 

A. Using, selling, purchasing, transferring, possessing, manufacturing, or storing an illegal 
or controlled substance or drug or drug paraphernalia, or assisting another to do so, while in the 
course of employment or engaged in a Company sponsored activity, on Company Premises, in 
Owned, leased or rented vehicles, or on Company business. 

8. Working or reporting to work, conducting Company business or being on Company 
premises or in a Company-owned, leased, rented, or personal vehicle on Company business under 
the influence of an illegal drug, controlled substance, alcohol or in an impaired condition. 

Provided, however, it shall not be a violation of this policy for an employee with a current and valid 
prescription for a drug to use, possess or be under the influence of such drug in a manner and for the 
purpose prescribed if such use does not affect the employee' s performance or create a risk to the 
safety of the employee or to others. Employees are responsible for learning of the possible effects of 
prescription and non-prescription drugs they intend to use while working and must notify their 
supervisors of such use and of the possible side effects of such drugs or medications. All prescriptions 
must be in the employee' s name, must be less than one year old, and must be carried in their original 
containers. The Company may, at its discretion, require any employee to refrain from working while 
under the influence of any drug or mediation or require any such employee to obtain written 
authorization regarding work limitation from a physician. All information furnished will be kept 
confidential. 

Drug and Alcohol Testing 

The Company may require urinalysis/blood testing for drugs, and breath alcohol screening of any 
employee at any time under any of the following conditions consistent with the provisions of the Drug
Free Workplace Act of 1988 for federal contractors. 

A. Where reasonable suspicion exists that the employee is using or is under the 
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influence of a drug or alcohol; or 

B. After any incident which results in bodily injury or damage to company property. 

Employees may be required to consent to such testing as condition of continued employment and any 
employee s refusal to consent to such testing may result in disciplinary action, including immediate 
termination. 

Any employee whose test results indicate a breath alcohol concentration which equals or exceeds .10 
percent (i.e., .10 grams of alcohol in 210 liters) shall be conclusively presumed to have been under the 
influence of alcohol at the time the sample was taken. The existence of this standard does not limit the 
Company s right to discipline or discharge an employee using or possessing alcohol regardless of the 
amount. 

Any employee whose urinalysis test results are positive for the presence of any drug or its metabolites 
shall be conclusively presumed to have been under the influence of such drug at the time the sample 
was taken. The term positive means that a measurable amount of the prohibited substance was 
present in the urine sample. Additionally, the following pertains to drug and alcohol testing under this 
policy: 

1. Random drug testing may be conducted consistent with local practice and procedures. 
2. Work-related injuries or accidents may require a urinalysis test for drug and breath alcohol for 

alcohol screening. 
3. At any step in the drug testing procedure, an employee may choose to have a Union 

representative present. 
4. Employees who are requested to take a test will be administered the test at a medical clinic. All 

test must be approved by appropriate levels of management. 
5. All urine samples shall be properly identified and handled with appropriate claims or custody 

documentation. 
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6. F. Prior to conducting a drug/alcohol test, the prescribed content form shall be signed by the 
employee whereby the employee agrees and understands that he/she will submit a sample of 
urine upon which drug testing analysis will be performed, and a sample of breath on which 
alcohol testing analysis will be performed. 

7. After testing, the laboratory must retain a sufficient portion of the confirmed positive urine 
sample for testing and store that portion in a scientifically acceptable manner for a minimum of 
six months. 

8. Negative screening or confirmation test results shall be considered subjective evidence that 
impairment has not been established and that the employee was, and is, fit for duty. No 
disciplinary measure will be imposed by the Company and such employee will be made whole, 
including back-pay, for any time lost in connection with the drug screening procedure. 

9. Results of prohibited or improperly implemented tests shall have no weight nor effect. Any 
discipline imposed in connection with such results shall be rescinded, and the employee shall 
be made whole, including full back pay and benefits. 

10. Copies of all documents including, but not limited to test results, computer printouts, graphs, 
charges, interpretations, and chain-of-custody forms shall be made available upon request by 
the employees who are tested, or by a Union representative. 

11. The Company shall pay all costs associated with the drug testing procedures. However, if an 
employee requests a second screening on a positive result, it will be his/her responsibility to 
pay all expenses incurred. 

12. The fact of testing and the results of testing will be kept confidential by the Company except in 
connection with discipline, grievance and arbitration, and other legal proceedings. 
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Coordination with Law Enforcement Agencies 

The sale, use, purchase, transfer, or possession of an illegal drug, controlled substance, or drug 
paraphernalia is a violation of the law. The Company will report information concerning possession, 
distribution, or use of any controlled substance or illegal drugs to law enforcement officials and will 
turn over to the custody of law enforcement officials any such substances found during a search of an 
individual or property. Searches will only be conducted of individuals based on reasonable cause; and 
only of their vehicles, lockers, desks, closets when based on reasonable suspicion. The Company will 
cooperate fully in the prosecution and/or conviction of any violation of the law. 

Administration 

The Human Resources Department is responsible for ensuring compliance and general 
implementation of this policy. All questions, concerns, requests for information, assistance or 
interpretation should be referred to that department. By law, any employee failing to notify the Human 
Resources Department of a criminal drug statute conviction for a violation occurring in the workplace 
will result in termination of employment. Any applicant failing to reflect a criminal drug statute 
conviction on an application for employment will not be employed. 

Commitment 

The Company has an overall commitment to a drug-free work environment and will educate its 
employees on drug abuse while offering related support programs, such as Employee Assistance 
Program (EAP). Additionally, we recognize a legal commitment and duty to abide by the provisions of 
the Drug-Free Workplace Act of 1988 for all federal contractors. 

Education 

The Company will educate employees on the dangers of drug abuse in the workplace, or 
drug-free policy, available counseling (and EAP support services where applicable), as well as the 
penalties that may be imposed for policy violations. Management and supervisory personnel will 
receive training regarding the Drug Free Workplace policy and the availability of drug and alcohol 
programs and the use of the Educational Assistance Plan (EAP for eligible employees). 

Responsibility 

It is the responsibility of each employee to refrain from the manufacture, distribution/sale, purchase, 
dispensing, possession, or use of controlled substances or illegal drugs in the workplace or on 
Company business. 

Practice 

Employees who feel they have a drug or substance abuse problem are encouraged to voluntarily seek 
available community or Company counseling or rehabilitation program or, if eligible, contact our EAP. 
The Company reserves the right to respond to specific situations related to this policy in such manner 
as circumstances warrant and maintains the right to 
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terminate, amend, modify or change provisions of this policy and practice. Questions of interpretation 
of this policy will be determined solely by the Company. 

Conclusion 

The Company is committed to provide constructive support and assistance to each employee whose 
concerns, problems, or worries interfere with their work. Further, any Company action will be 
undertaken with regard for the pride and dignity of each employee. 
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Alcohol and Drug Abuse Policy 

Del Monte Foods seeks to maintain a safe, healthful, and productive work environment for all of its 
employees at all locations. The use of alcohol or performance-impairing drugs on Company property 
can cause avoidable injuries to employees, damage to property, and productivity losses. The 
Company will discipline, up to and including termination, any employee who possess, uses, sells, 
purchases, or works under the influence of alcohol or performance-impairing drugs on Company 
premises at any time. Any employee reasonably suspected of the above conduct will be asked to 
submit to confidential and scientifically approved medical tests for alcohol or drug use. Should the test 
establish that the employee has an established detectable level of alcohol or drugs, then the 
employee will be disciplined up to an including termination of employment. 

If the employee refuses to take the tests, such refusal will establish a non-rebuttable presumption of 
prohibited use, and the Company will discharge the employee. When justified, reasonable searches 
may be conducted on Company property. When an investigation results in the justifiable conclusion 
that an employee has violated this alcohol and drug policy, that employee will be discharged. 
Applicants will be required to take a test for drug use and being under the influence of alcohol. Any 
applicant refusing or failing the test will be subject to denial of employment. 

The Company encourages any employee with an alcohol or drug problem to ask for help. Such 
employee will be eligible for assistance in obtaining a leave of absence and entering a rehabilitation 
program. This matter will be treated in an absolutely confidential manner. 

Any employee who is working and has an at-fault accident shall be required to take a drug and 
alcohol test prior to being deemed fit for duty. An accident is defined as a self injury or injury of 
another employee. Property damage to equipment and or structures shall also be considered an 
accident. Any employee involved in an accident, who is required to leave work prior to the end of their 
shift for such testing, may or; may not be required to return to work. Such decision is to be made by 
Del Monte Management. 

Consistent with the Alcohol and Drug Abuse Policy in effect and in order to provide and maintain a 
safe, healthful and productive work environment. From time to time and without prior announcement, 
inspections by authorized Company representatives may be made of anyone entering, leaving, or on 
the property, including company employees, employees of contractors or their subcontractors or 
agents doing business with the Company, and others such as visitors and guests. 

As posted notices indicate, entry onto Company property is deemed consent to an inspection of 
person, vehicles, and personal effects. If you do not consent to inspection, please do not enter or 
remain on the property. The use, possession, sale, transfer or purchase of performance impairing 
drugs is not allowed. When appropriate, items violating this policy found in the course of an inspection 
will be taken into custody and may be turned over to appropriate law enforcement agencies. 
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Media Relations Policy 

Introduction 

As an employee, you are in a position to help shape and protect our Company' s reputation. This is 
why it' s critical to understand and follow our media relations policy at all times. 

Because Del Monte Foods is an iconic brand, our products, programs, systems or other activities can 
be of interest to a variety of diverse audiences including the media. It is important for us to present our 
Company in a manner that is positive, accurate and consistent with our mission, vision and brand 
image. 

This is why Corporate Communications serves as the single point of contact and gatekeeper for all 
media requests or inquiries seeking comment from the Company. Corporate Communications is 
responsible for evaluating any such media request, inquiry or contact and determining the appropriate 
spokesperson and response 
if any. 

Any time an employee receives a question, or inquiry from the media seeking comment from the 
Company, they must notify Corporate Communications immediately: 

Catherine Brew-Cain 

Corporate Communications Director Cell Phone: 415-509-1502 Email: 
Catherine.Brewcain@delmonte.com 
In Catherine s absence, please direct all media requests to: 

Carissa Sauer 

Corporate Communications Manager Cell Phone: 925-510-3396 
Email: Carissa.Sauer@delmonte.com 

If neither Catherine nor Carissa can be reached, contact: 

Tim Schramm Coyne PR 

Work Phone: 973-588- 2107 I Cell Phone: 908-370-4771 Email: tschramm@coynepr.com 

Surprise Encounters with Members of the Media It could happen to you! 
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A reporter may reach out to you in-person (rare) through an email (likely), or by phone (most likely). 
While it is human nature to want to help and satisfy the request, DO NOT provide any information or 
statement to media representatives on behalf of Del Monte Foods under any circumstance. This 
means even if you have knowledge of the subject matter, know the answer to the question posed, or 
are being pressured because of the media deadlines or other conditions, you must follow the 
procedure below. 

Four Steps for Handling a Media Request Seeking Comment from the Company 

1. Stay calm, professional and friendly, but stand your ground! 

2. Take notes about the request: 

Name 

Contact Information 

Media Outlet or Organization 

Topic of Inquiry 

Deadline 

3. Explain that our Company has one point of contact for all media requests seeking comment from 
the Company. Use the following script: 

o Script: Thank you for reaching out to Del Monte Foods. I want to connect you with our 
Corporate Communications team. They can help you with your request. Can you repeat your name for 
me? ... 

4. Tell the reporter that someone from Corporate Communications will follow up with him/her as soon 
as possible. Next, promptly contact the Corporate Communications contacts above with the 
background information listed above. 

Thank you for following our procedure to handle press/media requests and inquiries seeking comment 
from Del Monte Foods. The four easy steps will assure an accurate, timely, and centralized response 
in case YOU get that unexpected call or email. 

If Media Show Up at One of Our Locations 

Media are NOT permitted to shoot video or take photos inside a Del Monte Foods building or facility 
without permission. Politely but quickly escort any media that has not been given permission out of 
our building. 

Remember: media may film you, so stay calm, professional and do not answer any questions on behalf 
of Del Monte Foods. Like above, explain that our Company has one point of contact for all media 
requests seeking comment from the Company. Use the following script: 

Script: Thank you for reaching out to Del Monte Foods. I want to connect you 
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with our Corporate Communications team. They can help you with your request. Please let me know 
your name and contact details so I can have our team contact you ... 

Tell the reporter that someone from Corporate Communications will follow up with them as soon as 
possible. Next, promptly contact Corporate Communications contacts above. 
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Other Employment 

While employed by Del Monte Foods, Inc. - Hanford, California, employees are expected to devote 
their energies to their jobs with the Company. 

Employment that directly conflicts with the Company's essential business interests and disrupts 
business operations is strictly prohibited. 

If you wish to engage in additional employment that may create a real conflict of interest, you must 
submit a written request to Del Monte Foods, Inc. - Hanford, California explaining the details of the 
additional employment. If the additional employment is authorized, Del Monte Foods, Inc. - Hanford, 
California assumes no responsibility for it. 

Del Monte Foods, Inc. - Hanford, California shall not provide workers' compensation coverage or any 
other benefit for injuries occurring from or arising out of additional employment. 
Authorization to engage in additional employment can be revoked at any time. 
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Political Activity 

Many employees participate in political activities on their own time. Company time, facilities, property 
or equipment (including all computers, networks, and electronic equipment, etc.) must not be used for 
your outside political activities. Del Monte Foods, Inc. - Hanford, California will not reimburse any 
employee for political contributions, and you should not attempt to receive or facilitate such 
reimbursements. 

Absent a formal statement by Del Monte Foods, Inc. - Hanford, California announcing any political 
endorsements, you must not, through your own actions, speech, contributions, or written 
communication, mislead others to believe that Del Monte Foods, Inc. - Hanford, California officially 
endorses or opposes any candidates for political office that Del Monte Foods, Inc. - Hanford, California 
itself has not publicly announced. Company employees are entitled to their own personal position. 

The Company will not discriminate against employees based on their lawful political activity engaged 
in outside of work. 
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Prohibited Cell Phone Use 

Employees may not use cell phones while on working time out of concerns for invasion of privacy, 
sexual or other harassment, protection of proprietary or confidential information, productivity, and 
workplace security. Employees also may not use cell phones containing audio or video recording 
devices or cameras in the work areas that the Company has designated as confidential, secure or 
private, unless the employee is engaged in protected activity related to improving the terms and 
conditions of their employment, such as documenting health and safety issues. Employees found to 
be in violation of this guidance will be subject to disciplinary action. 
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Prohibited Use of Company Cell Phone While Driving 

In the interest of the safety of our employees and other drivers and pedestrians on the road, Del Monte 
Foods, Inc. - Hanford, California employees are prohibited from using cell phones (including all smart 
phones) or other wireless communication devices (including laptops and tablets) while driving on 
Company business and/or Company time. This prohibition includes any use of the cell phone or other 
wireless communications device, such as answering or placing calls, engaging in conversations, 
texting, Web browsing or using any smart phone application while driving. 

If your job requires that you keep your cell phone or other wireless communication device turned on 
while you are driving, you must use a hands-free, voice-operated device at all times. Under no 
circumstances should employees place phone calls while operating a motor vehicle while driving on 
Company business and/or Company time. Violating this policy is a violation of law and a violation of 
Company rules. 

You must also safely pull off the road before conducting Company business. 
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Prohibited Conduct 

The following conduct is prohibited and will not be tolerated by Del Monte Foods, 
Inc. - Hanford, California. This list of prohibited conduct is illustrative only; other types of conduct that 
threaten security, personal safety, employee welfare and Company operations also may be prohibited 
and will result in disciplinary action up to and including termination. Please refer to the Company 
House Rules for additional rules related to your employment with the Company. 

1. Falsifying employment records, employment information, or other Company records; 
2. Inefficient or careless performance of job responsibilities or inability to perform job duties 
satisfactorily; 
3. Recording the work time of another employee or allowing any other employee to record your 
work time, or falsifying any time card, either your own or another employee's; 
4. Theft and deliberate or careless damage or destruction of any Company property, or the 
property of any employee or customer; 
5. Removing or borrowing Company property without prior authorization; 
6. Unauthorized use or misuse of Company equipment, time, materials, or facilities; 
7. Provoking a fight or fighting during working hours or on Company property; 
8. Participating in horseplay or practical jokes on Company time or on Company premises; 
9. Carrying firearms or any other dangerous weapons on Company premises at any time; 
10. Causing, creating or participating in a disruption of any kind during working hours on Company 
property; 
11. Insubordination, including but not limited to failure or refusal to obey the orders or instructions of 
a supervisor or member of management, or the use of abusive or threatening language toward a 
supervisor or member of management; 
12. Using abusive, threatening or intimidating language at any time on Company premises; 
13. Violation of Company punctuality and attendance policies. Absences protected by state or 
federal law do not count as violations of this policy. Protected paid sick time under California law does 
not count as a violation of this policy; 
14. Failing to obtain permission to leave work for any reason during normal working hours, not 
including meal periods; 
15. Failing to observe working schedules, including rest and meal periods; 
16. Sleeping or malingering on the job; 
17. Working overtime without authorization or refusing to work assigned overtime; 
18. Violation of any safety, health, security or Company policy, rule or procedure; 
19. Violation of the Company's drug and alcohol policy; 
20. Committing a fraudulent act or a breach of trust under any circumstances; 
21. Violating the Company's anti-harassment or equal employment opportunity policies; and 
22. Failing to promptly report work-related injury or illness. 
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Off-Duty Conduct 

While Del Monte Foods, Inc. - Hanford, California does not seek to interfere with the off-duty and 
personal conduct of its employees, certain types of off-duty conduct may interfere with the Company's 
legitimate business interests. 

Off-duty conduct by an employee that directly conflicts with the Company's essential business 
interests and disrupts business operations will not be tolerated. 
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No Fault Attendance & Tardiness Policy 

Please refer to the applicable No Fault Attendance & Tardiness Policy. If you do not have ~ 
copy you can obtain one from the Human Resources Department. 

Regular and punctual attendance is essential to the successful operation of Del Monte Foods 
business. Absenteeism and tardiness detract from Del Monte' s services to customers and causes an 
undue burden for those who must fill in for an absent team member. As a Del Monte Foods, Inc. team 
member, the work you do is valuable and we entrust you with effectively managing your attendance to 
ensure you continue with a positive and productive employment relationship with the Company. Del 
Monte recognizes, however, that team members may occasionally be absent from work. Good 
attendance on the part of every team member is essential to the orderly, efficient, and quality 
operation of our business. To ensure consistency in dealing with absenteeism and tardiness, a 
common standard to measure attendance and controllable absences has been established and is 
outlined below. 

You are expected to report to work as scheduled, on time, and prepared to start work. Employees are 
also expected to remain at work for their entire work schedule, except for meal or rest periods or when 
required to leave on authorized Company business. Late arrivals, early departures or other 
unanticipated and unapproved absences from scheduled hours are disruptive and must be avoided. 

Excessive absenteeism or tardiness, providing false information or abuse of leave laws will not be 
tolerated. Generally, if you fail to report for work without any notification to the Human Resources 
Department and your absence continues for a period of two (2) days or more , Del Monte Foods, Inc. -
Hanford, California will consider that you have voluntarily abandoned or quit your employment, as per 
the current Collective Bargaining Agreement. 

Absences protected by local, state and federal law do not count as a violation of the No Fault 
Attendance & Tardiness Policy. Paid sick time protected under California law does not count 
as a violation of the No Fault Attendance & Tardiness Policy. 
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Workplace Threats and Violence 

The safety and security of our employees are both very important at Del Monte. Threats, threatening 
behavior or acts of violence against employees, visitors, guests or other individuals by anyone on Del 
Monte property will not be tolerated. 

Any person who makes threats, exhibits threatening behavior or engages in violent acts on Del Monte 
property shall be removed from the premises as quickly as safety permits and shall not be permitted 
entry onto any Del Monte premises pending the outcome of an investigation. 
Should an investigation substantiate that violations of this policy have occurred, Del Monte will initiate 
a decisive and appropriate response. This response may include, but is not limited to suspension or 
termination of any business relationship, reassignment of job duties, suspension or termination of 
employment. 

All Del Monte employees are responsible for notifying an appropriate management representative of 
any threats that they have witnessed, received or have been told that any other person has witnessed 
or received that are job-related, might be carried out on a company controlled site or are connected to 
company employment. Even without an actual threat, employees should also alert this representative 
to any behavior that they witnessed that they regard as threatening or violent, when that behavior is 
job-related or might be carried out on a company controlled site or is connected to company 
employment. Employees are responsible for making this report regardless of the nature of the 
relationship between the individual(s) who initiated the threat or threatening behavior and the 
person(s) who were threatened or were the focus of the threatening behavior. 

All Del Monte employees are responsible for helping to assure that we avoid workplace violence. If 
you feel that you have experienced or witnessed workplace violence, you are to immediately notify 
your Supervisor, Human Resources Representative or the Facility Manager. Del Monte forbids 
retaliation against anyone who has reported workplace violence. 

Nothing in the policy shall be interpreted as an undertaking or guarantee by Del Monte to protect any 
person, including any employees, from acts by third parties or other employees. 
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House Rules 

The orderly and efficient operation of the Plant requires reasonable standards of discipline and 
conduct. An employee who fails to maintain proper standards of conduct at all times or who violates 
any of the following rules shall be subject to disciplinary action up to and including termination of 
employment. Listed below are some, but not all of the rules to be observed: 

1. Employees must be at their work station at their scheduled start time, ready to work and shall 
remain working at such station until the next shift employee or their supervisor has properly relieved 
them. 

2. Employees shall not over-extend breaks or relief periods unless approved in advance by the 
supervisor. 

3. An employee shall not enter the Plant property or remain on the premises unless they are on duty 
or scheduled for work. 

4. Use of loud, offensive, profane or abusive language is not permitted. 

5. Employees are not permitted to solicit funds for charitable or other purposes, except as authorized 
or approved by Management. 

6. No one shall post any notices on the premises without prior written approval from The Human 
Resources Office. 

7. There will be no falsification of reports, timecards, records, claims, nor any other company 
documents. 

8. Cameras, picture taking devices, recorders, non-company issued cellular phones, or any other 
electronic and/or digital devices are not permitted in designated working areas. 

9. Explosives, firearms, or weapons of any kind are not permitted on the premises. 

10. Gambling is not permitted on the premises. 

11. Employees taking prescription medication that may alter their ability to safely perform their job 
must discuss this matter and register with the First Aid Office before being permitted to work. 

12. Insubordinate conduct or failure to follow instructions is prohibited. 

13. Sleeping or loafing while on duty is prohibited. 

14. Horseplay, fighting, threatening, intimidating, coercing or interfering with another member is 
prohibited. 

15. Any conduct which may have a detrimental effect on the Company, whether on or off the 
premises, is prohibited. 
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16. Causing excessive waste or defective work is strictly prohibited. 

17. Employees shall use only the plant entrance(s) designated for employee use. 

18. Theft, willful and/or negligent abuse of Company property is prohibited. 

19. You are expected to perform job duties efficiently, safely and competently. Willful neglect of work 
or duty is strictly prohibited. 

20. You are expected to read and comply with signs, notices and instructions throughout the plant 
and on bulletin boards. 

21. You must report any and all industrial accidents, injuries, or illness to your supervisor immediately. 

22. Misuse or removal of Company property, unless authorized, is prohibited. 

23. Unauthorized use of Company mobile equipment for transportation of unauthorized personnel 
therein is prohibited. 

24. Any/all damage to company product, equipment or building must be reported to your supervisor 
immediately. 

25. You may be subject to fitness for duty testing if deemed appropriate. This may include drug 
testing. 

26. It is mandatory for all employees to wear seat belts at all times when traveling in Company mobile 
equipment. 

27. Anytime product contamination is observed (foreign material, glass, metal, etc.) it must be 
reported to your supervisor immediately. 

28. Plant doors must be kept closed and air curtains are to be on at all times. 

Employees must not engage in unlawful or improper conduct during working or non-working hours 
which affects the employee's relationship to their job, their fellow employees, their supervisor, or the 
Company' s product reputation and good will in the community. 

The above rules are not all-inclusive of the required discipline, proper standards of conduct or 
obligations of employees. The Company may, when appropriate, review, change, remove current 
rules, or establish additional rules. 
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Wages 

Payroll Advances 

Del Monte Foods, Inc. - Hanford, California does not permit advances against paychecks or against 
unaccrued vacation. 

Page 113 of 159 Rev.: 2022 07 13 



Reporting-Time Pay 

Del Monte Foods, Inc. - Hanford, California will comply with all applicable regulations regarding 
reporting-time pay for non-exempt employees. 

Del Monte Foods, Inc. - Hanford, California will not pay employees for reporting-time pay under the 
specific exemptions detailed in the current Collective Bargaining Agreement. 
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Meal & Rest Periods Policy 

Overview 

In accordance with the applicable Collective Bargaining Agreement and California law, employees working in 
non-exempt ( eligible for overtime) positions are provided meal and rest periods as provided below. 

Non-exempt employees must comply with the terms of this Policy; they are not optional. Any employee who 
fails to do so will be subjected to disciplinary action up to and including termination. 

Rest Periods 

A non-exempt employee who works at least three and one-half hours in a day is authorized and pe1mitted to take 
one paid 12-minute rest period for every four hours of work or major portion thereof (meaning a period in 
excess of two hours). Specifically, a non-exempt employee is entitled to the following rest periods during his or 
her shift: 

One rest period up to the first six hours worked 

Two rest periods for work over six hours but less than 10 hours Three rest periods for work over 10 hours, 
Four rest periods for work over 12 hours 

Insofar as practicable and consistent with business needs, each rest period will be scheduled as close as possible 
to the middle of each four-hour work period. 

Meal Periods 

A non-exempt employee who works more than five hours in a day will be provided with one unpaid meal period 
of at least 30-minutes except as provided below. This meal period must be taken no later than the end of the 
employee's fifth hour of work. 

If a non-exempt employee's workday is completed in six hours or less, the employee can waive his or her meal 
period (but only in writing and with the consent of his/her Supervisor). 

A non-exempt employee who works more than 10 hours during a workday will be provided a second unpaid 
meal period of at least 30-minutes. This second meal period should be taken no later than the end of the 
employee's 10th hour of work. A non-exempt employee may waive the second meal period if the non-exempt 
employees work day will be completed by the 12th hour and the first meal period of the workday was not 
waived or missed. Such non-exempt employees must complete a written waiver. A 
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non-exempt employee who works 12 or more hours in a work day cannot waive the required second meal period. 

Due to the nature of the work of certain jobs, some non-exempt employees, e.g., Boiler Room Attendants, 
cannot be practically relieved of all duty during the required meal period. Non-exempt employees assigned to 
such jobs may sign a revocable On Duty Meal Period Agreement that will allow them to take a paid on-duty 
meal period at their work site. 

Specific Procedures and Prohibitions 

1. Meal and rest periods are to be taken away from employee work areas. Designated areas for meal and rest 
periods include lunch rooms, designated break areas, and designated outside smoking areas. 

2. Non-exempt employees are not allowed to leave the facility during rest periods. They can leave the facility 
during meal periods. 

3. Non-exempt employees are relieved of all work duties during meal and rest periods. Non-exempt employees 
should not perform any work during such periods. 

4. Smocks, aprons, and gloves, if applicable, must be removed before a non-exempt employee commences a 
meal or rest period and must not be put back on until after the expiration of the meal or rest period. 

5. If required, employees must wash their hands before starting work or after a meal or rest break. 
Non-exempt employees who are required to wash their hands before working should do so only after they have 
started work or returned from a meal or rest period. 

6. Non-exempt employees are expected to observe their assigned working hours and the time allowed for meal 
and rest periods and not to exceed those times. 

7. Non-exempt employees must promptly return to work after the expiration of all meal and rest periods. 

8. Non-exempt employees may not elect to work through meal or rest periods in order to shorten their regularly 
scheduled shifts. 

9. Non-exempt employees may not extend a meal period by combining any rest periods to which the 
employees are entitled. 

10. If a non-exempt employee believes he or she is unable to take a regularly scheduled rest break, the 
employee must notify his/her Supervisor. The Supervisor will seek alternative anangements so that the 
employee can take the rest break. If no alternative can be arranged, the Supervisor will authorize the employee 
to work through his or her rest period. Otherwise, the non-exempt employee must take his or her rest break as 
scheduled. 

11. Unless specifically authorized to do so by a Supervisor, a non-exempt employee may not return to work 
before his or her meal period is completed. If a non-exempt employee is directed by his or her 
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Supervisor to return to work before a meal period is completed, the Supervisor will provide the non-exempt 
employee with an alternative 30-minute uninterrupted meal period or arrange for the non-exempt employee to be 
paid for the full 30-minute interrupted meal period. 

12. If, due to business necessity, a non-exempt employee believes he or she is not able to take a required meal 
period, the non-exempt employee must notify his or her Supervisor. The Supervisor will assess the situation and 
seek alternative arrangements that will allow the non-exempt employee to take the meal period or otherwise 
require the non-exempt employee to take the meal period as scheduled. 

13. In accordance with state law, if a non-exempt employee (i) is not provided a meal or rest period to which 
he or she is entitled, (ii) is not provided the first meal period within the first five hours of work, or 
(iii) has a meal period that is interrupted, the employee will receive one additional hour of pay at the employee's 
regular rate of compensation for each work day in which one or more meal periods is missed or interrupted 
and/or one additional hour of pay at the employee's regular rate of compensation for each work day in which 
one or more rest periods is missed. 

14. Del Monte's time and attendance system presumes employees take their scheduled meal and rest periods 
and that meal periods are not intenupted. 

Retaliation is Prohibited 

A non-exempt employee who feels he or she was not provided the opportunity to take all meal and/or rest 
periods authorized and permitted under this Policy or who believes that there has otherwise been a violation of 
this Policy should immediately report his or her concerns as follows: by informing his or her supervisor, by 
contacting the facility's Human Resources Department, by sending an email to HumanRes@delmonte.com, or 
by calling the Del Monte Workplace Hotline at 844-330-0009. 
Employees who make such reports will not be subject to any retaliation for doing so. 
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Overtime for Non-Exempt Employees 

Employees may be required to work overtime as necessary. Only actual hours worked in a given 
workday or workweek can apply in calculating overtime. All overtime work must be previously 
authorized by a supervisor. Del Monte Foods, Inc. - Hanford, California provides compensation for all 
overtime hours worked by non-exempt employees in accordance with state and federal law and as 
provided by the current Collective Bargaining Agreement. 
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Shift Pay Differentials 

All employees are eligible for Shift Pay as detailed in the current Collective Bargaining Agreement. 
Please review the current collective Bargaining Agreement for additional information. 
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Payment of Wages 

Paychecks are normally available via Direct Deposit or Alternative Paycard/Paycheck. If you observe 
an error on your check, please report it immediately to the Human Resources Department. 

Employees of Del Monte Foods, Inc. - Hanford, California are paid on Fridays for work performed 
during the previous one-week pay period. If a regular payday falls on a holiday, you will be paid on the 
prior business day. 

Del Monte Foods, Inc. - Hanford, California offers automatic payroll/direct deposit. You may begin and 
stop automatic/direct payroll deposit at any time. To begin automatic payroll/direct deposit, you must 
complete a form (available from the Human Resources Department) and return it to the Human 
Resources Department. Activation of the automatic/direct payroll deposit can take up to 2-3 weeks to 
fully process. 

To stop automatic/direct payroll deposit, complete the form available from the Human Resources 
Department and the completed form return to the Human Resources Department. There is a standard 
processing time to stop the automatic/direct payroll deposit. Deposits that were initiated prior to the 
request for cancelation are subject to a waiting period as dictated by the employee's bank or financial 
institution of choice. 
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Employee Referral Program 

Research tells us that the best source for people to join an organization are referrals from a 
company' s current team members. As such, we are excited to revive and expand our Employee 
Referral Program. Our Employee Referral Program gives you the opportunity to help build our team 
and, in return, rewards you when placement is successful. 

Please refer to Del Monte Foods, Inc. current Employee Referral Program for additional details. 
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Timekeeping Policy 

Overview 

Accurately reporting time worked is the responsibility of every non-exempt employee. Accurate 
reporting of time worked ensures that Del Monte properly calculates employee pay and benefits. 

Non-exempt ( eligible for overtime) employees covered by an applicable collective bargaining 
agreement must follow the procedures and rules concerning recording time worked as set forth below. 

Any employee who fails to adhere to the terms of this Policy will be subjected to disciplinary action up 
to and including termination. 

Specific Procedures and Prohibitions 

1. Non-exempt employees are allowed to come to work in advance of the start of their scheduled 
shifts as they feel warranted. They may swipe in in advance of the start of their scheduled shifts but 
they may not access their work area until their scheduled start time. 
Non-exempt employees are not permitted to do any work in advance of the scheduled start time of 
their shifts. 

2. Non-exempt employees should not put on smocks, aprons, and gloves (and, if applicable, 
sanitation suits and boots) until after the scheduled start time of their shifts. Such items should be 
removed before, not after, the conclusion of their scheduled shifts. 

3. Unless expressly approved in advance by a Supervisor, non-exempt employees are not authorized 
to work any unscheduled overtime. 

4. Employees are prohibited from swiping anyone else's badge or allowing anyone else to swipe 
their badge. 

5. Altering, tampering, falsifying or attempting to alter, tamper, or falsify any time record is prohibited. 

6. Non-exempt employees are prohibited from doing any work off the clock. 

7. If, at any time, you believe that Del Monte has made an error in recording or processing your time 
worked or believe your time records to be inaccurate, let Human Resources know immediately. 

Retaliation is Prohibited 

A non-exempt employee who has been asked or feels pressured to work off the clock, who believes 
there is a problem with how he or she has been paid, or who believes that there has otherwise been a 
violation of this Policy, should immediately report his or her concerns as 
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follows: by informing his or her supervisor, by contacting the facility' s Human Resources Department, 
by sending an email to HumanRes@delmonte.com, or by calling the Del Monte Workplace Hotline at 
844-330-0009. Employees who make such reports will not be subject to any retaliation for doing so. 
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Safety and Health 

Safety Responsibilities 

Safety is everyone' s responsibility! If you encounter a hazardous working condition you must report it 
immediately to your supervisor. If you are involved in an accident you must report the accident 
immediately to your supervisor. Failure to report an accident can result in an injury to another member 
and subject you to disciplinary actions. 

It is important to develop a positive attitude towards safety. A safe place to work as well as using safe 
working practices requires teamwork. Unsafe acts and unsafe conditions cause accidents. Infractions 
of safety rules or the committing of an unsafe act will result in disciplinary action up to and including 
termination of employment. 

Remember, accidents can result in: 

1. Lost time 

2. Loss of pay 

3. Loss of production 

4. Serious injury 

5. Loss of life 

Accidents and Injuries can be prevented if we take our responsibilities seriously. 
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Corporate Safety Policy 

At Del Monte Foods, Inc. our commitment to the highest standard of occupational safety is based on 
the conviction that our performance in this area will reflect our overall performance, and hence the 
success of our business. 

As such, we are resolutely committed to the following policy statements which we will actively promote 
and adhere to in all aspects of our company's operations: 

• We will maintain performance standards that have, as a minimum requirement, 100% 
compliance with all relevant federal and state safety regulations; 

• We will take the appropriate measures to safeguard and protect the safety and wellbeing 
of all employees and contractors from any and all types of personal injury. We are cognizant of the 
importance of proper and timely training to achieve the goal of an accident-free workplace; 

• We will take all appropriate measures to safeguard and protect the health of all 
our employees in the exercise of their duties at our facilities; 

• We will afford the local community the same degree of service and consideration as we give our 
most valued customer. We recognize our responsibilities to the local community and will take all 
appropriate measures to reduce the impact of our operations outside our boundary fences to an 
absolute minimum; 

• We will conduct operations on our facilities in a safe and responsible manner, 
placing maximum emphasis on the integrity of the operation and the security of the site from external 
influences. 

Safety awareness must be the cornerstone of the Del Monte culture. It rests on the premise that this 
responsibility is shared amongst all employees. Each individual has a duty and responsibility for his or 
her own safety, as well as, that of their co-workers. Our employees are our most valuable resource, 
their ability to work together toward a common goal our greatest asset. With this in mind, we pledge 
with passionate commitment to be the best and to do it with the intent embodied in this policy. 

Isl 

Greg N. Longstreet Chief Executive Officer Del Monte Foods, Inc. 
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Corporate Safety Philosophy 

At Del Monte Foods, Inc. we believe that the wellbeing of ourselves and the community must be the 
first consideration in how we operate. Our commitment to safety is fundamentally important to the 
success of our business. To be successful, this commitment must be accepted throughout our 
organization. To this end, we commit to the following beliefs: 

• All occupational injuries and illnesses can be prevented! This is a realistic goal and not just a 
theoretical objective. The key word in this belief is ALL. With any less demanding objective, 
occupational injuries and illnesses begin to become acceptable. Even if an injury/illness does occur, 
belief in this principle provides commitment to determine and eliminate the root cause so that future 
occurrences can be prevented; 

• We all share the responsibility to strive for continuous improvement in each person's level 
of safety awareness. Del Monte's overall safety culture and the adequacy of our workplaces and safety 
processes need to be constantly improved; 

• People are the most important element of the Safety process. The success of our safety 
process depends on all employees following procedures, actively participating in training, and 
identifying and taking action to correct potential hazards. By demonstrating real concern, each 
employee helps forge mutual respect and lay the foundation for our safety process; 
• Each individual is responsible. Safety is a line-management and individual employee 
responsibility. It begins with top management and extends throughout the organization. It cannot be 
delegated to a staff group. Effective safety management requires involvement through defining and 
meeting standards of performance and by setting the example; 

• Working safely is a condition of employment. We all must comply with all Del Monte safety 
practices and procedures. Personal safety and the safety of co-workers are the responsibility of all of 
us; 

• All operating exposures can be controlled. This is a corollary to basic philosophy that all 
occupational injuries and illnesses can be prevented. All operating exposures which may result in 
injury or illness can be controlled. No matter what the exposure, effective safe guards can be 
provided. It is preferable to eliminate sources of danger. However, where this is not reasonable or 
practical, measures such as special training, safety devices, or personal protective equipment must 
be specified; 

• It is necessary to thoroughly train all employees to work safely. All employees must be 
trained to work safely. Effective training programs to teach, motivate, and sustain safety knowledge 
are necessary to prevent occupational injuries and illnesses. Effective training involves thorough 
preparation and excellent procedures. It also involves understanding and acceptance by those 
receiving the training; 

• Audits must be conducted. Safety performance audits must be conducted in the workplace 
to assess the success of our safety process. Comprehensive inspections of both facilities and 
programs must be conducted to confirm their effectiveness in achieving desired performance and to 
detect specific problems and weaknesses; 

• All deficiencies must be corrected promptly. Deficiencies revealed through safety 
audits must receive prompt correction. Without prompt action to rectify deficiencies, risk of 
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injury increases, and safety process credibility suffers. Corrective action may take the form of facility 
modification, procedure changes, training, or constructive discipline. Disciplinary actions must be 
consistent and predictable to be effective. Whatever action is appropriate, follow-up audits must be 
made to verify effectiveness; 
• Off-the-job safety awareness is just as important as on-the-job safety awareness. 
Commitment to this belief by each of us is fundamental to developing and maintaining an ingrained 
culture of safety awareness. 

Isl 

Greg N. Longstreet Chief Executive Officer Del Monte Foods, Inc. 
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Minimum Safety Standards 

MANAGEMENT COMMITMENT 

Management's commitment to provide motivation and resources for and safety activities within the 
organization is essential. To attain excellence in safety performance, all management staff must 
regard employee safety as a fundamental organizational value and apply the same rigor to the 
accomplishment of safety goals as applied to the accomplishment of other key organizational goals. 

Management commitment to employee safety requires dedication to the principals set forth below. 

Safety is a Condition of Employment: Working safely is a condition of employment. All employees 
must comply with the site's safety practices and procedures. Personal safety, as well as the safety of 
coworkers, is the responsibility of everyone. 

Actions Speak Louder than Words: If all management gives safety a high priority, others will see 
this and follow management's example. If not, a written or spoken policy of high priority for safety will 
have little creditability. For example, plant managers should wear required personal protective 
equipment, perform periodic "housekeeping" audits, and personally track safety performance to 
demonstrate such commitment. 

Education and Training: Safety training addresses the safety responsibilities of all personnel in the 
workplace, whether salaried or hourly. Job training should address safety issues including the following: 

Safety training initiatives should be designed to: 

1. Ensure that all employees understand the hazards to which they may be exposed and how to 
prevent harm to themselves and others from exposures to these hazards. 

2. Ensure supervisors carry out their safety responsibilities effectively, by understanding those 
responsibilities and the rationale, including: 

a. Analyzing the work under their supervision to identify unrecognized potential hazards; 

b. Maintain physical protections in their work areas; and 

c. Reinforcing employee training on the nature of potential hazards in their work and on 
needed protective measures, through continual performance feedback and, if 
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necessary, through enforcement of safe work practices. 

3. Ensure that managers understand their safety responsibilities. 

4. Ensure employee's respect their obligations to workplace safety. 

Safety MissionNision Endorsed and Promoted by CEO and Local Facility Management: 

A Corporate safety policy statement expressing management's commitment to (and involvement in) 
providing employees a safe workplace shall be adopted. In doing so, clearly set forth a workplace 
policy on safe work and working conditions so that all personnel with responsibilities at the site (and 
personnel at other locations with responsibilities for the site) fully understand the highest priority and 
importance of safety protection in relation to other organizational values. 

Yearly Goals: 

Establish and communicate clear goals within the organization so that all members of the organization 
understand Del Monte safety expectations and the desired actions expected to achieve them. Ensure 
that managers, supervisors, and employees in all parts of the organization understand what safety 
performance is expected of them: Everyone in the organization must take responsibility for safety. A 
clear statement of that responsibility, as it relates both to organizational goals and to the specific 
functions of individuals, is essential and shall be developed. 

Accountability: 

Hold managers, supervisors, and employees accountable for meeting their safety responsibilities, so 
that essential tasks are successfully performed. To be effective, a system of expectation and 
accountability must be applied to everyone, from senior management to hourly employees. 
Measurement/Statistics-Frequency: Frequently measure and report safety performance results. What 
gets measured gets done. 

ORGANIZATIONAL STRUCTURE 

Safety is a Line Organization Function: Everyone is responsible for workplace safety; it begins with 
top management and extends throughout the organization. It cannot be solely delegated to a specific 
staff group. 

Champion/Point Person: The organization needs a champion or point person for the safety effort. 

PERFORMANCE RESOURCES 

Each location should have in place ( or available to it) the appropriate safety resources to successfully 
meet expectations. Depending on the size of the facility, the individual(s) assigned to the safety 
function may either perform such function on a full-time basis or be assigned other organizational 
responsibilities. 
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PROCESS ELEMENTS 

Safety Manual: Each location should develop a site-specific safety manual that details the various 
safety plans and elements, and lists responsibilities and accountabilities for each. As an integral part 
of the manual, each location shall develop safety rules, procedures, etc., appropriate for the hazards 
and operational issues specific to their particular operation. These rules and procedures should be 
specific to each operating area and outline the expected requirements for working in and visiting that 
area. 

Auditing Function: Each location will perform periodic safety audits (inspections) so that safety 
hazards and failures in hazard control are identified. 

Employee Involvement: Employee involvement provides the means through which workers develop 
and/or express their own commitment to safety, for themselves and for their fellow workers. 

Isl 

Greg N. Longstreet Chief Executive Officer Del Monte Foods, Inc. 
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Fragrance Policy 

We strive to maintain a fragrance-free workplace. Excessive use of strongly scented products; lotions, 
perfume, aftershave, or any other fragrant products is prohibited. 
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Health and Safety 

All employees are responsible for their own safety, as well as that of others in the workplace. To help 
us maintain a safe workplace, everyone must be safety-conscious at all times. Report all work-related 
injuries or illnesses immediately to your supervisor or to the Environmental Health and Safety 
Department. In compliance with California law, and to promote the concept of a safe workplace, Del 
Monte Foods, Inc. - Hanford, California maintains an Injury and Illness Prevention Program. The Injury 
and Illness Prevention Program is available for review by employees and/or employee representatives 
in the Environmental Health and Safety Office. 

Del Monte Foods, Inc. - Hanford, California also maintains a written Pandemic Prevention & Response 
Program in compliance with California law, which is available for review by employees and/or 
authorized representatives. 

In compliance with Proposition 65, Del Monte Foods, Inc. - Hanford, California will inform employees of 
any known exposure to a chemical known to cause cancer or reproductive toxicity. 
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Heat Illness 

The Company is concerned with employee health and safety. Employees who work outside may be 
exposed to extreme temperatures or adverse working conditions, particularly in the summer months. 
All supervisors are trained in the recognition and prevention of heat illness. Employees who work 
outside are encouraged to frequently drink water. Employees who work outside are also allowed and 
encouraged to take a cool-down rest in the shade of at least five (5) minutes (in addition to the time 
needed to access the shade) when needed to protect themselves from overheating. These 
preventative cool-down rests are paid time. 

Please refer to the Company's Injury Illness and Prevention Program or talk to your supervisor for 
details on how to ensure you are protected from heat illness dangers. 

Wildfire Smoke Exposure 

In accordance with California law, the Company will determine employee exposure to PM2.5 at the 
start of each shift and periodically thereafter, as needed to protect the health of employees. The 
Company has also established a system for communicating wildfire smoke hazards in a language and 
manner readily understandable by employees, including provisions designed to encourage employees 
to inform the Company of wildfire smoke hazards at the worksite without fear of reprisal. The 
Company's system includes information on protective measures available to employees to reduce 
their wildfire smoke exposures. Employees should inform their manager of worsening air quality or 
adverse symptoms that may be the result of wildfire smoke exposure such as asthma attacks, 
difficulty breathing, and chest pain. 
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Recreational Activities and Programs 

Del Monte Foods, Inc. - Hanford, California or its insurer will not be liable for payment of workers' 
compensation benefits for any injury that arises out of an employee's voluntary participation in any off
duty recreational, social, or athletic activity that is not part of the employee's work-related duties. 

Page 134 of 159 Rev.: 2022 07 13 



Security 

Del Monte Foods, Inc. - Hanford, California has developed guidelines to help maintain a secure 
workplace. Be aware of persons loitering for no apparent reason in parking areas, walkways, 
entrances and exits, and service areas. Report any suspicious persons or activities to security 
personnel. The security of facilities as well as the welfare of our employees depends upon the 
alertness and sensitivity of every individual to potential security risks. You should immediately notify 
your supervisor or manager when unknown persons are acting in a suspicious manner in or around 
the facilities, or when keys, security passes, or identification badges are missing. 

The Company's workplace security program is described in detail in the Company's Illness and Injury 
Prevention Program (IIPP). 

Unauthorized personnel, including: unaccompanied/unapproved visitors, callers, family members, etc. 
are not permitted in the Plant. Any off duty, suspended, or laid off employee must report to the Human 
Resources Office for permission to enter the plant. 

An employee shall be responsible for all tools, equipment, and property assigned to or requisitioned 
by then or in their care. Any abuse or destruction of company property, tools, or equipment is strictly 
prohibited and will result in disciplinary action. 

Maintenance Employees must register their personal tools as required by the Collective Bargaining 
Agreement. Tool registration lists should be updated yearly for your protection. 

Giving information of a confidential nature (including, but not limited to: product formulas, processing or 
handling methods) to an unauthorized person without clearance from your supervisor is strictly 
prohibited. 

Theft of Company property ( or products) will result in immediate discharge, as well as possible legal 
action, regardless of the dollar amount or property value. 

PLANT ENTRANCE 

Please be advised that ALL PERSONS entering and exiting this plant are subject to a search of 
themselves and their property, (including locker) at any time. BY ENTERING THE COMPANY 
PROPERTY, ALL PERSONS AUTOMATICALLY CONSENT TO SUCH SEARCHES. All 
visitors and off duty members must check with the security guard before entering the plant. All 
employees entering the Plant must show proper Del Monte Identification Card (badge) at all times. 
Friends and relatives are not allowed to visit employees during working hour. Unattended children are 
not permitted on Company premises. 

PARKING 

The company provides parking facilities for the convenience of its employees. Employees using these 
facilities do so at their own risk. THE COMPANY IS NOT RESPONSIBLE FOR ANY DAMAGE OR 
LOSS AN EMPLOYEE MAY SUFFER RESULTING FROM USE OF THESE 
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FACILITIES. The use of such parking facilities is given only with the understanding that the users will 
permit any uniformed guard or an official of the company to search the employees vehicle at any time 
while it is on company premises while the employee is present. 

Do not back vehicles into parking spaces for the safety and protection of people, vehicles and 
landscaping. Park in designated areas only. 

TELEPHONE MESSAGES 

Please notify your friends and family that telephone messages will only be given to employees in 
cases of emergency. The Human Resources Office is required to screen all phone calls to determine 
the urgency of the message and will relay messages to employees based on the urgency of the 
matter. 
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Safety Guidelines 

NOTHING WE DO HERE IS WORTH GETTING HURT OVER. 

The Plant has established a formal Safety Team, which is designated to involve all employees in 
preventing on-the-job injuries and promoting safety conscious behavior at all times. Every employee 
has an opportunity to help prevent accidents through this program. This is in conjunction with the 
Injury and Illness Prevention Program. 

The general safety rules outlined below are for your protection and the protection of your fellow 
workers. These rules are not an all-inclusive list, but are rules involving safety on the job, which 
provide a foundation for good safe working practices. 

General Safety Rules 

1. Safety is the responsibility of every employee at Del Monte Foods. Nothing we do is worth 
getting injured. 
2. Never attempt to clean, unjam or remove defective material from any machine unless you shut 
off the safety switch and always follow Lock out Tag out Procedures. All sources of power or energy to 
machinery must be cut off and the machinery properly immobilized and locked out before any repairs 
or adjustments are made. DO NOT tamper with or attempt to fix equipment unless you are authorized 
to do so. Equipment shall never be operated without guards in place. 
3. Ladders or equivalent approved platforms shall be used for elevated work operations. The use 
of boxes, chairs or other makeshift apparatus is prohibited. Straight ladders must be equipped with 
safety feet that are in good condition. Portable metal ladders are prohibited in the factory. 
4. Personal protective equipment (PPE) and clothing shall be worn at all times when the job or 
department requires it. This includes, but is not limited to, goggles, face shield, hearing protection, 
aprons and gloves. Gloves must NOT be used around moving machinery. 
5. Bump Caps, safety glasses and proper footwear must be worn at all times while working in or 
around the plant premises. Open toe shoes are not permitted to be worn at the plant. 
6. Loose clothing, rings or other jewelry shall not be worn. Dark or tinted glasses are not permitted 
inside plant buildings. Headphones of any kind are not permitted. 
7. Proper eye protection must be worn when using compressed air or steam hoses. Air or steam 
shall not be used for any purpose other than its intended work use. The hoses are NOT to be used to 
clean clothes nor any other unapproved items, nor allowed to be used for horseplay. 
8. Employees are responsible for the knowledge of and compliance with the specific safety rules 
which apply to the department in which they are working. When in doubt about the job, employees 
should ask supervisors for further instructions. 
9. Defective equipment and unsafe practices or conditions must be reported to a supervisor 
IMMEDIATELY. 
10. Running or horseplay of any kind is forbidden. 
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11. Altering, adjusting or changing in any way of any fire equipment or safety devices is prohibited 
unless authorized to do so. 
12. Approved safety containers must be used for flammable liquids and hazardous chemicals. All 
containers, both original and secondary, must be labeled. 
13. Operating or riding a powered industrial vehicle is prohibited unless it is designed to be ridden 
and you are the authorized operator. 
14. Some tanks and containers have signs that are labeled Confined Space, at no time are you 
permitted to enter unless you are trained and authorized to do so. 
15. All injuries must be reported IMMEDIATELY to a supervisor/manager and the EHS Department. 
Outside emergency and routine medical care related to a work injury must be authorized. In case of 
emergency always contact your supervisor/manager immediately. 
16. Please see a member of the EHS department for full written requirements and policies. 

It is each employee' s responsibility to work safely and follow safety rules. However, because of the 
serious consequences of ignoring these rules, violations cannot and will not be tolerated and will result 
in disciplinary action. Discipline for infractions of safety rules, regulations and practices will be 
imposed in each individual case based upon the gravity of the offense. 

THINK SAFE* WORK SAFE* GO HOME SAFE 
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Other Safety Practices 

1. Every employee is expected to work in a safe manner so as not cause injury to themselves or 
other employees. 

2. Keep your area clean and neat. Ensure that there are no obviously hazardous conditions in your 
area. Improper housekeeping causes many accidents. 

3. No employee shall use equipment such as: operating machines, forklifts, tools, welders, or other 
equipment without specific authorization and training from their supervisor. 

4. Report all unsafe conditions to your supervisor or a Safety Resource Team member immediately. 
A list of Safety Resource Team members is located on the Safety Information Board. 

5. Repairing or clearing jams on running machinery is extremely dangerous and strictly forbidden. 
Running adjustments and cleaning of certain equipment may be necessary. Consult your supervisor 
before making any uncertain or questionable decisions. 

6. Beware of dangerous or restricted areas. These areas are marked for your protection. CROSSING 
THOUGH YELLOW CAUTION TAPE IS STRICTLY PROHIBITED 

7. Walk carefully, do not run. Catwalks, floors, stairways, and ladders are slippery regardless of 
protection installed. 

8. Lift properly with your arms and legs, not with your back. 

9. Do not attempt to carry a heavy or awkward load by yourself. Get help. If you are unsure about 
safe lifting practices please consult with your supervisor or a Safety Point Person. 

10. STAIRWAYS, LADDERS AND SCAFFOLDS 

a.) Use each and every step when going up or down stairways. 
b.) When moving material on stairways, be sure to use caution. 
c.) Always use handrails (3 points of contact) when walking up or down stairs. 

11. LADDERS 

a.) Before using a ladder, be sure it is secured. Make sure ladder is in good condition. 
b.) Never use a metal ladder when working on electrical equipment. 

12. SCAFFOLDS 

a.) Scaffolds should be properly anchored and secured. 
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b.) Scaffolds should not be built without instructions from a maintenance supervisor/manger or other 
authorized management personnel. 

13. MACHINERY 

a.) Never start any machinery unless you are authorized to do so. 

b.) Before you start any machinery, be sure no one is in the immediate area working on the 
equipment. 

c.) Before starting any machinery be sure you know how to stop it in case of emergency. 

d.) Treat every piece of machinery no matter how well guarded as a potential safety hazard. 

e.) Do not spray water or chemicals on motors or switches. 
f.) Report Equipment in need of repair to your supervisor. 

14. GUARDS on MACHINERY 

a.) Do not remove any guards except for repairing, oiling, or adjusting machinery and then: 

1.) Always stop machinery, pull and lock the safety switch and tag it. 

2.) Always securely replace the guard immediately when the work is completed. 

b.) If you notice a guard has been left off a piece of machinery in operation, do not operate the piece of 
machinery, and notify your supervisor/manager immediately. 

15. COMPRESSED AIR and STEAM 

a.) Never use compressed air to clean hair or clothing. 

b.) Safety goggles should be worn when using compressed air, face shields should be worn when 
using steam 

c.) When using compressed air or steams never turn it onto or toward a fellow employee. 

16. TOOLS and EQUIPMENT 

a.) All tools whether furnished by the Company or an individual must be in safe 
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operating order, and must be inventoried and approved for usage by the engineering/maintenance 
department. 

b.) Report defective company tools to your supervisor/manager. 
c.) Be aware of these common unsafe tool conditions: 

1.) Chipped hammer faces 
2.) Worn wrench jaws 
3.) Mushroom chisels 

4.) Worn and broken insulation or electrical cords. 

17. LIFT TRUCKS, TUGS and OTHER MOVING VEHICLES 

a.) Only properly trained and authorized personnel are permitted to operate lift trucks. 

b.) No one is permitted to ride on the forks or any other part of the forklift. Persons may be lifted on 
forks provided they are in an approved safety cage and has been authorized by management 
personnel for use. A lift truck is built for one operator only. 

c.) When hauling a load that is above the steering wheel, you must drive in reverse. 

d.) Safety glasses or prescription glasses plus side shields are required at all times while operating a 
forklift. 

e.) All drivers shall sound a horn when approaching a corner, intersection, doorway, or upon 
approaching pedestrians. 

f.) All drivers will drive at speeds as safe as conditions allow, up to the posted plant speed limit, 
without exceeding the limits placed on the forklift. THERE ARE NO EXCEPTIONS TO DRIVING 
FASTER THAN THE POSTED SPEED LIMIT. 

18. CONFINED SPACE: Some tanks are labeled as Confined Space, see your Supervisor for 
proper procedures prior to entry. DO NOT ENTER UNLESS FULLY TRAINED BY THE APPLICABLE 
SUPERVISOR/MANAGER OR EHS DEPARTMENT AND PERMISSION IS GRANTED BY THE 
MANAGEMENT SUPERVISOR. 
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Safety Equipment 

SPECIALIZED EQUIPMENT 

Some positions require the use of special safety equipment. The Company will provide the 
equipment, but each employee is responsible for their assigned equipment. You will be charged for 
any equipment that is not returned. 

GLOVES 

Gloves are available from the storeroom. For additional information regarding Gloves GMP's please 
refer to the applicable GMP Policy. 

BUMP HATS/BUMP CAPS 

Bump Hats/Bump Caps must be worn by all employees when on Plant premises. 

The purpose of these guidelines is to control the hazard and reduce the incidents of head injuries to 
Del Monte employees and visitors resulting from bumping, hair entanglement, sanitation and other 
exposures. These hats are to be worn at all times when at a work site or traveling through the plant. 
The company will furnish the first bump hat. Additional hats can be purchased in the storeroom. 

Employees will wear construction hard hats when major construction is being performed in their area. 
The company will furnish construction hard hats as required. 

BUMP HAT/BUMP CAPS EMPLOYEE RESPONSIBILITY 

1. Each employee shall inspect their head protection components on a daily basis for signs of 
cracks, dents, penetration, heat damage, excessive wear, unclean conditions and other defects that 
may compromise the protection originally provided. 

2. Each employee shall report defective head protection to their supervisor or department head 
and have it replaced. 

3. Employees shall not paint, drill, punch holes, cut or otherwise modify the hat in any manner. 

4. At least every thirty days bump hats and suspensions shall be washed in warm soapy water 
or a mild detergent and then rinsed thoroughly. 

5. If used hats are reissued to other employees they shall be scrubbed and disinfected. Do not 
use steam or solvents for cleaning and disinfecting. 

6. Bump hats should be stored away from sources of heat, cold, chemical contamination and 
moisture. 
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EYE PROTECTION 

Suitable eye protection goggles, shields, or safety glasses must be worn when required by the job. 
The following are just a few examples: 

a. Safety glasses or prescription glasses plus side shields are required to be worn by all special 
equipment operators while in the course of driving these vehicles. Special equipment is meant to 
include, but not limited to: Forklifts, clamps, maintenance carts, pullpaks, and train drivers. 

b. Chipping any material use goggles 

c. Grinding use a face shield or goggles. 

d. Compressed air use goggles 

e. Handling acids or general cleaners use face shield or safety glasses 

f. Steam use a face shield 

g. Radial arm saw use goggles 

h. Welding use face shield (welding hood) 

i. Any job where you are instructed by your supervisor to wear eye protection 

j. Welding shields are required when arc from welding might cause injury to employees in the 
immediate area. 

BE SAFE, NOT SORRY! ALWAYS WEAR EYE PROTECTION NEAR ANY EYE HAZARD! 
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Hazard Communication Program 

In compliance with OSHA' s Hazard Communication Standard requirement, this program has been 
developed as a guideline to ensure that all hazardous materials, used or produced are evaluated and 
that the information concerning hazards is provided to the employees. 

This program shall be maintained to comply with all applicable state or federal regulation, including 
OSHA Standard (California Code of Regulations Title 8, Chapter 4) Hazard Communication. 

The primary concern in the handling of hazardous materials is for the employee' s health and safety. 
Therefore, it is the responsibility of plant management to implement and enforce provisions for 
handling and storing hazardous materials, maintain and update the 3E Company Safety Data Sheet 
(SOS) program, and provide employee training. 

Employees share the responsibility by complying with the facility's Hazard Communication Program, 
including attendance to applicable training sessions, proper use of personal protective equipment, 
following operating procedures and advising management of any problems or discrepancies. 

All incoming, stationary, secondary and temporary/portable containers of hazardous substances shall 
be labeled according to the requirements of OSHA Standard (California Code of Regulations Title 8, 
Chapter 4 ). It is the safety policy of this company that no container of hazardous substances will be 
released for use until the following label information is verified. 

1. Containers are to be clearly labeled, tagged or marked as to identify the contents with the 
manufacturer s label or generic hazard warning label. 

2. Appropriate hazard warnings are noted and prominently displayed. 

3. Name and address of the manufacturer, importer or other responsible party is listed. 

4. Contact the EHS Manager if a container of hazardous material is improperly labeled, or missing a 
label. It is possible for a label to fall off or to be damaged. The EHS Manager is responsible for 
ensuring that the correct information is on the label. 

Copies of SOS for all hazardous substances to which employees of this company may be exposed 
are handled by 3E Company. SOS are available to all employees via 3E Company s On Demand by 
calling 1-800-451-8346, 24 hours a day, 7 days a week or requesting via the online retrieval system. 
Stickers with 3E Company s phone number are placed on every phone throughout the facility. If the 
SOS is not available for particular substance or a new chemical is in use, which does not have an 
SOS, contact your Departmental Supervisor or EHS Department. 

It is the responsibility of each department to pass SDSs through the EHS Manager for adding SDSs to 
the 3E Company SOS management system. Once entered in to the 3E system, a 
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copy is kept until the SOS is available online or by the On-Demand system. Departments may retain 
hardcopies of SOS s but must retain the responsibility for keeping and maintaining their own SOS fi]le 
for hazardous substances used within the department. 

Employees are to be given a safety orientation (Job Safety Instructions or JSI) prior to beginning a 
new work assignment. The employees will be informed of any operation in their area where 
hazardous materials are present. The requirements of training shall be dependent upon the 
job classification/responsibilities of the employee and potential for exposure to any hazardous 
substance. 

Any questions regarding this program should be directed to the EHS Department. 
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Hazards in the Workplace 

Working in hot temperatures can cause many heat-related symptoms. The symptoms range from mild 
heat rash, to heat stroke. DRINK PLENTY OF FLUIDS, ESPECIALLY WATER. If you have muscle 
spasms or abdominal pain, tell your supervisor/manager and then report to the First Aid Office. 

If you or another member experience any of the following symptoms, come (or bring) the person to the 
First Aid Office: 

• Pale, cool, moist skin 
• Heavy sweating 

• Dizziness 

• Nausea 
• Rapid, shallow breathing 

• Fainting 

Heat stroke is the most serious form of heat stress, the symptoms are: 

• 
• 
• 
• 
• 
• 

Dizziness and confusion 
Nausea 
Strong, rapid pulse 
Coma 
Red, hot unusually dry skin 
High body temp. (105F)Lack of or reduced perspiration 

This is a MEDICAL EMERGENCY. If these symptoms occur, immediately notify your 
supervisor/manager and/or the EHS Department. Safely cool the person down and get help. Fifty 
percent (50%) of the people who reach the heat stroke phase die. We urge you to take all heat related 
symptoms seriously. 

BELT AREAS 

1. When working with raw tomatoes or any product, do not touch your face with a dirty glove. 
2. Use proper body mechanics/body positioning when standing and reaching. 
3. Change hand position often when handling tomatoes to prevent repetitive motion injuries. 
4. When entering or leaving work areas WATCH YOUR STEP. Stairs and walkways may be wet 
and slippery. 
5. Use 3 points of contact when ascending and descending stairs and walkways. 

RECEIVING PREPARATION SORTING 

1. If you are prone to motion sickness, notify the First Aid Department immediately. 
2. The work areas are very wet and slippery. You must have non-skid soles on your shoes, or wear 
sanitation boots. Please check your shoe soles often to ensure they have traction and aren' t worn flat. 
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3. Watch for forklifts and transfer trucks when entering or leaving an area. 
4. Use poles provided to open the panel to direct the flow of tomatoes. DO NOT climb over the 
railing. 
5. Receiving janitors should always face the open gutter grates when pushing the tomatoes into the 
gutter drain. 
6. If you remove a gutter grate, you must close it as soon as you are finished. DON' T leave it open 
for someone else to step into. 

SANITATION 

1. Your foreman will go over sanitation rules with you. 
2. Be sure you know the location of all eyewash stations and showers. 
3. Always know the chemical with which you are working. 
4. Wear the proper protective equipment. 
5. If you should get a chemical in your eyes, go to the nearest eyewash station and rinse for 15 
minutes then go the First Aid Office. Notify your supervisor/manager immediately once proper rinsing 
has been completed. 
6. Wash skin IMMEDIATELY when it comes in contact with a chemical. Notify your 
supervisor/manager immediately once proper washing has been completed, 
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Quality Assurance and Food Safety 

Quality and Food Safety Policy 

Del Monte is committed to Quality and Food Safety in all we do. 

Our employees are dedicated to understanding and satisfying our regulatory and customers 
requirements at all times. 

We will provide authentic products and strive to exceed customer expectations through continuous 
improvement in all aspects of our business. 

GMPS (GOOD MANUFACTURING PRACTICES) POLICY: 

Del Monte Foods shall be in compliance with the Federal Current Good Manufacturing Practices 
(cGMPs), as stated in CFR 21. Part 117. 

This Quality/Food Safety Policy details the Del Monte requirements for compliance to these GMPs, 
the purpose of which is to avoid the introduction of harmful or objectionable defects in finished product. 

All persons working in direct contact with food, food contact surfaces, and food packaging materials 
shall conform to hygienic practices while on duty to the extent necessary to protect against 
contamination of food. 

OBJECTIVES: 

• 
• 
• 

To produce safe and wholesome food through well-controlled operations . 

To comply with federal, state and local regulations . 
To comply with company policy on cGMPs . 
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Do's and Don't's of GMP's 

EMPLOYEE HEAL TH 

• Employees shall report any communicable illness to the facility Safety Department or 
Supervisor. Employees with these symptoms shall be excused or reassigned to another work area 
provided there is not reasonable possibility of food contamination or disease transmission. 

• All exposed cuts, open lesions, sores or infected wounds shall be reported and properly 
treated to prevent direct food contact. Employees are also required to report if they' ve contracted or 
been exposed to but not limited to typhoid fever, shigellosis, E.Coli infection and Hepatitis A. If you 
cannot confirm this exposure, the employee will be required to provide further information 

EATING PRACTICES 

• Eating, chewing gum, candy or throat lozenges, toothpicks, and/or tobacco products are not 
permitted on the Production and Warehouse Areas. 

GENERAL HEAL TH & REPORTING OF ILLNESS 

• If you get sick at home, be sure to call in and advise the Human Resources Office of your 
condition, in agreement with the Attendance Policy. 

• If you are off work due to illness or communicable disease, you must report to the Human 
Resources Office prior to being rescheduled for work. 

• During working hours, should you become sick, immediately report to your supervisor. Gastric 
upsets in particular, such as vomiting or diarrhea must be reported before commencing work. 

• There shall be no spitting on the floor, onto floor drain areas, in drinking fountains, trash 
receptacles of any type, etc. This is a very unsanitary practice and presents a health risk to other 
employees working in the plant. 

GENERAL SANITATION, HANDLING PRACTICES & HOUSEKEEPING 

• Stainless equipment is for handling food ingredients or products. Small tools such as plastic 
scoops, stainless shovels, product piping and other food contact utensils are to be kept off the floor 
and must not be allowed to touch non-food surfaces such as walkways, hand railings, palletized 
ingredients, trash containers, etc. These tools should have special sanitary devices to contain them 
when not in use. 

• Items such as brooms, squeegees, clean-up shovels, hoses, etc. should also have 
assigned or designated areas for storage on each line and should not be allowed to rest on or against 
equipment or on the floor. 

• Food containers shall not be used for any non-food purpose. I.e. empty cans are not to be 
used for parts, trash, chemicals, paint, cleaners, etc. 

• Walking, stepping, lying or sitting on product, packaged ingredients or food-contact 
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equipment surfaces is prohibited. 

GLOVES 

• If you are using gloves in food handling, they should be maintained in an intact, clean, and 
sanitary condition. 
• Gloves must be washed anytime they become soiled especially in product contact areas. 

• Only gloves issued by the plant may be worn. 
• Exceptions to this policy must be approved in advance by the department management. 

HAIR 

• Hair, beards and mustaches must be kept clean, neat and trim. 

• All employees in production areas shall have their hair effectively covered by a hair restraint 
provided by company. Hairnets are to be worn with the front edge pulled beneath the ears. No hair is 
permitted outside of the restraint. 
• Beard nets are required for beards, long mustaches, and untrimmed sideburns that extend 
below the bottom of the ear. 

• Curlers, combs, bobby pins and barrettes are prohibited. · 
• Hair and beard nets should be put in place before putting on smocks . 

• During active production operations hair restraints must be in place prior to walking inside 
employee entrance to plant grounds. 

HANDS 

• You must wash your hands regular throughout the working day using approved sanitizing 
product especially: 

1 . After visiting the restroom. 
2. On entering the food processing room before handling any - food or equipment. 
3. In between handling raw and cooked food. 
4. After eating, smoking, coughing or blowing your nose. 
5. After handling waste food or refuse. 
6. Any time your hands may have become soiled. 

• You must keep hands away from the mouth, nose, or scalp at workstations and while handling 
ingredients or food products. 

JEWELRY 

All jewelry and other unsecured objects that might fall into food, equipment, or containers must be 
removed. This includes bracelets, necklaces, hairpins, beads, earrings, watches, rings, and ornaments 
of any kind. 

LOCKERS 

• No food or perishable items shall be stored in the lockers. 
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• 
• 

Employees must keep their lockers clean of accumulations, which could support pests . 

Lunches should be stored in designated areas in closed lunch containers . 

• All meals and light refreshments must be taken in the cafeteria or specially designated areas . 

• Personal lockers will be unlocked during designated time periods for inspection . 

MISCELLANEOUS GMPS 

• It is a must that all finished product, rework, packaging and raw materials be protected from dirt 
or other contamination. 

• No utensil, which has touched the floor or other unsanitary surface, is to be used until 
properly cleaned and sanitized. Any product that contacts the floor or any non-sanitary surface must 
be discarded. 

• No glass items such as pipettes, thermometers, beakers, etc., shall be allowed in the 
production area. Exceptions must be approved by Quality Assurance. 

• All employees must practice good personal hygiene. 

PERSONAL ITEMS 

Personal items, such as coats, purses, caps, medication, lunch boxes, reading materials, tools, etc., 
should be properly identified and stored in designated areas. These items are prohibited in the 
product handling areas of the plant with the following exceptions: Employees traveling through an 
authorized traffic area to their workstation and in so doing staying away from open product or 
ingredients. 

PROTECTIVE CLOTHING 

• All employees shall report to work wearing clean outer garments, appropriate for their duties. 

• Sleeveless shirts/blouses, tank tops, garments made of material with excessive micro 
fibers, e.g. wool sweaters, sequins or beads on clothing are prohibited. 

• No uniforms/smocks are to be taken out of the facility. They should be changed periodically or 
when they become excessively soiled. 

• The following types of clothing are NOT ALLOWED: 

1 . Shorts or cutoffs 
2. Tank tops, halters, or any shirt that does not cover the shoulders & armpits 
3. Any loose fitting clothing 
4. Netted clothing that does not cover thoroughly 

See the Human Resources Office if you have any questions on appropriate attire. 

SHIRT POCKETS 

• No objects are to be placed in upper shirt pockets. Items in other pockets must not protrude . 

• No safety pins, staples, tape, etc. are to be used to secure uniform pockets, sleeves or 
hems. 
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Direct Food Handlers are required to wear company-issued smocks with the following requirements: 

• Color as defined by the Facility . 

• Button-less and pocket-less (snaps are acceptable) . 

• Long sleeve (may be rolled up if buttons are not exposed) . 

• Waist-length or three-quarter length . 

• Must cover all buttons and pockets on street clothes worn beneath them . 

Incidental Food Handlers ( employees who may be in contact with exposed products) are required to 
wear company-issued or self-purchased shirts or coveralls that meet the following requirements: 

• 
• 

No color requirement as specified by the Facility . 

Button-less and pocket-less (snaps are acceptable) . 

Good housekeeping practices should be maintained at all times. Spills or other housekeeping issues 
are to receive attention immediately while the line is operating. 
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Food Safety Culture 

Training 

All Del Monte Hanford #24 full time, part time, regular and seasonal employees receive training in 
hygiene, product safety, GMPs, HACCP, and food allergens upon hire and once every year. 

Compliance to the principles covered in the training is a condition of employment. The training is 
updated and reviewed at least annually. 

Process Control 

1. Del Monte Hanford #24 employs a robust food safety plan. This plan includes a Hazard Analysis 
Critical Control Point (HACCP) system to prevent product contamination by chemical, physical 
or biological hazards. 

2. Risk assessments are reviewed annually by the risk assessment team. 
3. Product tracking and recall procedures are in place and maintained through PQP-20-B Recall 

Procedure. 
4. Mock Recall Type I and Type II at least annually. 
5. Consumer Complaints reduction. 
6. Supervisor and employee' s timely response to food safety issues with root cause analysis and 

corrective action. 
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Workplace Practices 

Work Schedules 

WORK SCHEDULES 

The (schedule) manning is based on seniority and qualifications. Due to production changes, 
scheduling requirements are subject to change on a daily basis. Your work schedule is posted and IT 
IS YOUR RESPONSIBILITY TO READ THE SCHEDULE AT THE END OF YOUR SHIFT to obtain 
your work schedule for the following work day. 

In case of illness, absence, or tardiness, you are required to contact the Human Resources Office as 
stated in the current No Fault Attendance & Tardiness Policy. 

NEVER ASSUME THAT YOU REMAIN ON THE SAME SHIFT FROM DAY TO DAY. 

YOU MUST BE AVAILABLE AND REPORT TO WORK AS SCHEDULED; THIS ALSO INCLUDES 
OVERTIME WORK AS REQUIRED. 

PLEASE REFER TO THE NO FAULT ATTENDANCE & TARDINESS POLICY FOR DETAILED 
INFORMATION. 

SHIFT SCHEDULE, CHANGES & PREFERENCE 

Del Monte Foods, Inc. normally operates three shifts on a twenty-four hour interval, during the Fresh 
Pack Season and during periods of Remanufacturing and Indirect Labeling in the off-season. 

It is your responsibility to read the schedule boards daily in order to verify your shift or working 
schedule for the following day. The posted schedule is the official notification. If you fail to read the 
posted schedule changes and report for work for the incorrect shift, you will not be allowed to work 
that shift. 

SHIFT CHANGES 

Shift Change requests will be granted consistent with operating requirements. 

When submitting shift preferences, you are encouraged to put in a 1st choice and a 2nd choice. 
Remember, shift preferences are not guaranteed, please refer to the Collective Bargaining Agreement 
for further detail. If you would like to request a Shift Change, please report to the Human Resources 
Office to complete the required form. 
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Photo Identification Badge Procedure & Policy 

INTRODUCTION 

The Del Monte Foods, Inc. Photo Identification Card is designed to assist in securing the facility. All 
employees must possess their badges at all times while on company property and when requested 
display their badge. The badges remain Company property and must be surrendered upon request. 
Badges are not to be used for identification purposes outside the facility. 

ENTRANCE TO COMPANY PROPERTY 

You must have your badge with you at all times whenever you are on company property. If you do not 
have an I.D. you will be denied access until we are able to identify you. 

LOST BADGES 

The Company will supply one ( 1) badge to all employees. If you lose your badge, you must 
immediately report the loss to the Human Resources Department, and a new badge will be provided 
to you. 

BADGES LEFT AT HOME 

Forgetting to bring your badge will happen on occasion; however, frequent occurrences will lead to 
disciplinary actions, up to and including termination of employment. Please make sure you bring your 
badge with you each day you report for work. 

PLEASE NOTE: WHEN AND IF YOU DO FORGET YOUR BADGE YOU MUST GO TO THE HUMAN 
RESOURCES OFFICE AT THE START OF YOUR SHIFT. ANY HUMAN RESOURCES 
REPRESENTATIVE MAY SIGN YOU IN AND PROVIDE YOUR WITH A TEMPORARY IDENTIFY 
PASS. DO NOT SIGN YOURSELF IN. 

IT IS CRUCIAL THAT YOU DO THIS IF NOT IT MAY RESULT IN LESS HOURS ON TIME CARDS 
WHICH MEANS LESS PAY ON PAYROLL CHECK. NEVER ASSUME THAT YOUR SUPERVISOR 
KNOWS THAT YOU HAVE SHOWN UP, ALWAYS REPORT TO THEM SO THAT THEY KNOW 
YOU ARE HERE. 
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Termination 

Employee References 

No manager, supervisor, or employee is authorized to release references nor verification of 
employment for current or former employees. 

By policy, Del Monte Foods, Inc. - Hanford, California discloses only the dates of employment and the 
title of the last position held of former employees. All such references and verifications of employment 
must be submitted to the Company's Third-Party Verification Service. 
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Involuntary Termination and Progressive Discipline 

Violation of Del Monte Foods, Inc. - Hanford, California policies and rules may warrant disciplinary 
action. The Company has a disciplinary system that may include verbal warnings, written warnings, 
and suspension, based on the nature of the violation(s). 

Del Monte Foods, Inc. - Hanford, California may, in its sole discretion, utilize whatever form of 
discipline is deemed appropriate under the circumstances, up to, and including, immediate termination 
of employment. 
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Voluntary Resignation 

Voluntary resignation results when an employee voluntarily quits their employment at Del Monte 
Foods, Inc. - Hanford, California. All Company-owned property, including keys, uniforms, 
identification badges, and any other issued items, must be returned immediately upon termination of 
employment. 

Please see the Human Resources Department for required documents that to be completed prior to 
your voluntary resignation. Timely notice of voluntary resignation will help ensure all employment 
termination procedures are processed timely and all final pay, if any, is paid as required. 
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Confirmation of Receipt 

Confirmation of Receipt 

I am acknowledging that I have received my copy of the Company's employee handbook. 

Issue Date: (NEED TO ENTERIUPDA TE) 

I understand and agree that it is my responsibility to read and familiarize myself with the policies and 
procedures contained in the handbook. 

I understand and agree that nothing in the employee handbook creates or is intended to create a 
promise or representation of continued employment and that employment at Del Monte Foods, Inc. -
Hanford, California employment may be terminated by the Company or myself. 

I understand that any and all policies or practices, not expressly covered under the terms of the 
current Collective Bargaining Agreement, can be changed at any time by the Company. 

I understand and agree that other than the Chief Executive Officer of Del Monte Foods, Inc. - Hanford, 
California, no manager, supervisor, or representative of the Company has authority to enter into any 
agreement, expressed or implied, for employment for any specific period of time, or to make any 
agreement for employment; only the Chief Executive Office has the authority to make any such 
agreement and then only in writing. 

I understand I may request a copy of this employee handbook from the Human Resources Office at 
any time during the course of my employment. 

Employee's Signature ____________________ _ 

Employee's Printed Name ______________________ _ 

Date -------------

Page 159 of 159 

Rev.: 2022 07 13 




