
 

EQUAL OPPORTUNITY AND AFFIRMATIVE ACTION POLICY STATEMENT 

Candela provides equal employment opportunities without regard to race, color, religion, gender 
(identity, orientation, or expression), national origin, age, disability, marital status, veteran status, genetic 
information, or any other protected characteristic under applicable local law. 

Candela prohibits discrimination in all phases of employment, including but not limited to recruitment, 
employment placement, hiring, transfer, promotions, demotion, pay rate and other forms of 
compensation, training and development, company sponsored activities, reduction in work force, 
discharge and other employment actions where the decision is based on reasons prohibited by state, 
federal, or local country regulation, such as the employee’s or applicant’s race, color, religion, age, gender 
(identity, orientation, or expression) , national origin, disability status, protected veteran status, or any 
other characteristics protected by federal, state, or local country labor regulations.   

As part of the company's equal employment opportunity policy, Candela will also take affirmative action 
as called for by applicable laws and Executive Orders to ensure that minority group individuals, females, 
protected veterans, and qualified disabled persons are introduced into our workforce and considered 
for hiring and promotional opportunities.  In addition, reasonable accommodation of protected 
disabilities and of religion will be afforded to Candela’s employees.  However, all employees must be 
able to perform the essential functions of their jobs. 

Employees and applicants shall not be subjected to harassment, intimidation or any type of retaliation 
because they have (1) filed a complaint; (2) assisted or participated in an investigation, compliance 
review, hearing or any other activity related to the administration of any federal, state or local law 
requiring equal employment opportunity; (3) opposed any act or practice made unlawful by any federal, 
state or local country law requiring equal opportunity; or (4) exercised any other legal right protected by 
federal, state or local country law requiring equal opportunity. 

The above-mentioned policies shall be periodically communicated to the attention of managers via 
Employee Handbook training.   It is the responsibility of each manager of Candela to ensure affirmative 
implementation (adherence) of these policies to avoid any discrimination in employment.  All employees 
are expected to recognize these policies and cooperate with their implementation.   

Whenever an employee has a question concerning Candela’s commitment regarding compliance affecting 
this policy, or if an employee believes they have been mistreated, the employee should immediately 
contact an HR representative.  The employee may also pursue the matter through Candela’s open-door 
problem-solving procedure. 

Employees and applicants shall not be subjected to harassment, intimidation, threats, coercion or 
discrimination because they have engaged in or may engage in any of the following activities: (1) filing a 
complaint; (2) assisting or participating in an investigation, compliance evaluation, hearing, or any other 
activity related  to the administration of the affirmative action provisions of section 503, VEVRAA, or any 
other Federal, State or local law requiring equal opportunity for individuals with disabilities or protected 
veterans; (3) opposing any act of practice made unlawful by section 503, VEVRAA, or their implementing 



regulations in this part, or any other Federal, State or local law requiring equal opportunity for individuals 
with disabilities or protected veterans; or (4) exercising any other right protected by section 503, VEVRAA 
or their implementing regulations. 

Our affirmative action program contains an audit and reporting system which enables us to measure the 
effectiveness of our program, indicate any need for remedial action, determine the degree to which our 
objectives have been attained, determine whether protected veterans and individuals with disabilities 
had had the opportunity to participate in company-sponsored activities, measure our compliance with 
the program’s specific obligations, and document actions taken to comply with these obligations. 

As Chief Executive Officer, I support our company’s affirmative action program.  I have delegated 
responsibility for implementing our affirmative action program to Lisa Soderquist, Chief Human Resources 
Officer. 

The Company’s employees and applicants may review the non-confidential portions of the affirmative 
action plans during regular business hours.  Please contact Lisa Soderquist at 
Lisa.Soderquist@candelamedical.com, during normal business hours to review the affirmative action 
plan. 

______________________________ 
Geoff Crouse, Chief Executive Officer 

__________ 
Date signed
5/3/2021
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	4. We will continue to discuss the Equal Employment Opportunity Policy in employee orientation and training programs.
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	f. The Company participates in local “job fairs.”
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	4. We will maintain as part of our affirmative action program a description of our review of personnel processes, any modifications we made to our processes, and any new processes we developed during the review.
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	1. The Company will ensure that its EEO policy is available to all employees, including the posting of the policy on the company’s intranet.
	2. The Company’s EEO policies and programs will be publicized through executive memoranda, meetings, policy and procedure distribution, and bulletin board postings.
	3. All new employees will be notified in orientation briefings that the Company is an equal opportunity employer.  They will also be informed of the existence of, and the Company’s commitment to, it’s Affirmative Action Program for Protected Veterans.
	4. Trainings and new hire on-boarding is conducted to educate and sensitize all employees to activities associated with the Company’s EEO policies and Affirmative Action Programs.
	5. Employees will be periodically informed of the Company’s commitment to engage in affirmative action to increase employment opportunities for protected veterans.
	6. Government EEO posters and the Company’s EEO and AA policy statement will continue to be displayed on facility bulletin boards and in facility common areas.
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	Auditing and Reporting System
	1. Measure the effectiveness of our affirmative action program;
	2. Indicate any need for remedial action;
	3. Determine the degree to which our objectives have been attained;
	4. Determine whether known protected veterans have had the opportunity to participate in all company sponsored educational, training, recreational and social activities;
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	2. Assisting in the identification of problem areas through frequent contact with managers and employees.
	3. Meeting with employees at their request to address grievances or problem areas.
	4. Designing and implementing audit and reporting systems, which measure the effectiveness of EEO/AA programs; indicate the need for remedial action; indicate the degree to which and objectives have been attained; and ensure that each location is in c...
	5. Auditing training programs and hiring and promotion patterns designed to remove any impediments to the attainment of goals and objectives.
	6. Serving as a liaison between management and enforcement agencies.
	7. Serving as a liaison between the Company and community groups concerned with employment opportunities for protected veterans.
	8. Consulting appropriately with all levels of management regarding the latest developments in the area of equal employment opportunity and affirmative action as it affects the employment and advancement in the employment of protected veterans.
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	Data Collection Analysis
	a. The number of applicants who self-identified as protected veterans pursuant to § 60-300.42(a), or who are otherwise known to be protected veterans;
	b. The total number of job openings and total number of jobs filled;
	c. The total number of applicants for all jobs;
	d. The number of protected veteran applicants hired; and
	e. The total number of applicants hired.
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	Definition of Disability
	a. has a physical or mental impairment, that substantially limits one or more of such person’s major life activities;
	b. has a record of such an impairment; or
	c. is regarded as having such an impairment.
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	A. Pre-Offer
	B. Post-Offer
	C. Employee Surveys
	Purpose and Policy
	Review of Personnel Processes
	Physical and Mental Qualifications
	Accommodation of Qualified Individuals with Disabilities
	Policy Against Harassment
	Dissemination of Policy, outreach and positive recruitment
	a. The state Vocational Rehabilitation Service Agency (SVRA), state mental health agency or state developmental disability agency in the area of the Company’s establishment;
	b. The Employment One-Stop Center or American Job Center nearest the Company’s establishment;
	c. The Department of Veterans Affairs Regional Office nearest the Company’s establishment (disabled veterans) (www.va.gov);
	d. Entities funded by the Department of Labor that provide recruitment or training services for individuals with disabilities, such as the services currently provided through the Employer Assistance and Resource Network (EARN) (www.earnworks.com);
	e. Local Employment Network (EN) organizations listed in the Social Security Administration’s Ticket to Work Employment Network Directory (www.yourtickettowork.com/endir);
	f. Local disability groups, organizations, of Centers for Independent Living (CIL) near the Company’s establishment;
	g. Placement or career offices of educational institutions that specialize in the placement of individuals with disabilities; and
	h. Private recruitment sources, such as professional organizations or employment placement services that specialize the placement of individuals with disabilities.
	8. We have also taken initiatives that include some of the following:
	a. Held formal briefing sessions with representatives from recruiting sources;
	b. Made special efforts to reach individuals with disabilities at educational institutions at which we recruit;
	c. Participated in work-study programs for students, trainees or interns with disabilities;
	d. Asked individuals who chose to self-disclose their disabilities if they would like to be contacted and included in career outreach events, or be available for participation in career days, youth motivation programs, and related activities in their ...
	e. Made attempts to locate individuals with disabilities not currently in the workforce through state and local agencies supported by the U.S. Department of Education’s Rehabilitation Services Administration (www.rsa.ed.gov), local Ticket-to-Work Empl...
	f. Taking into account another open position for which the applicant may be qualified, or recommend that the candidate consider applying to another open position, when the position that the applicant applied for may no longer be available.


	B. Internal Dissemination
	1. The Company will ensure that its EEO policy is available to all employees, including the posting of the policy on the Company’s intranet
	2. The Company’s EEO policies and programs will be publicized through executive memoranda, meetings, policy and procedure distribution, personnel manuals, bulletin board postings, and CompanyEmployee Portal – Candela Connect.
	3. All new employees will be notified in orientation briefings that The Company is an equal opportunity employer.  They will also be informed of the existence of, and the Company’s commitment to, its Affirmative Action Program for Individuals with Dis...
	4. Meetings will continue to be conducted to educate and sensitize management personnel to activities associated with the Company’s EEO policies and Affirmative Action Programs.
	5. Employees will be periodically informed of the Company’s commitment to engage in affirmative action to increase employment opportunities for individuals with disabilities.
	6. Government EEO posters and the Company’s  EEO and AA policy statements will continue to be displayed on facility bulletin boards and in facility common areas.

	Assessment of External Outreach and Recruitment Efforts
	Auditing and Reporting System
	1. Measure the effectiveness of our affirmative action program;
	2. Indicate any need for remedial action;
	3. Determine the degree to which our objectives have been attained;
	4. Determine whether individuals with known disabilities have had the opportunity to participate in all company sponsored educational, training, recreational and social activities; and
	5. Measure the Company’s compliance with its affirmative action program’s specific obligations.
	6. Document the actions taken to comply with the obligations (1) – (5), and retain these documents as required.

	Responsibilities for Development and Implementation
	1. Developing policy statements, affirmative action programs, and internal and external communication techniques aimed at promoting affirmative action and the employment and advancement in employment of qualified individuals with disabilities.
	2. Assisting in the identification of problem areas through frequent contact with managers and employees.
	3. Meeting with employees at their request to address grievances or problem areas.
	4. Designing and implementing audit and reporting systems which measures the effectiveness of our EEO/AA programs; indicate the need for remedial action; indicate the degree to which company goals and objectives have been attained; and ensure that the...
	5. Auditing training programs and hiring, and promotion patterns designed to remove any impediments to the attainment of goals and objectives.
	6. Serving as a liaison between management and enforcement agencies.
	7. Serving as a liaison between the Company and community groups concerned with employment opportunities for individuals with disabilities.

	Training
	Data Collection Analysis
	1. The number of applicants who self-identified as individuals with disabilities pursuant to § 60-741.42(a), or who are otherwise known to be individuals with disabilities;
	2. The total number of job openings and total number of jobs filled;
	3. The total number of applicants for all jobs;
	4. The number of applicants with disabilities hired; and
	5. The total number of applicants hired.
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	1. Personnel processes;
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	3. Results of our affirmative action program audit; and
	4. Any other areas that might affect the success of the affirmative action program.
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