EXHIBIT A-3

HUMAN RESOURCE HIRING AND TRAINING

From time to time, Developer may amend, modify and revise the policies and procedures
provided in this Exhibit A-3 in accordance with good practices in the gaming industry based on
operational needs of the business, regulatory requirements, and other commercially reasonable
factors. Upon the City’s request, Developer will promptly provide the City with copies of
Developer’s policies and procedures.

A.DEVELOPER’S NEW WORKFORCE COMMITMENTS

1. Definitions.

For purposes of Exhibit A-3, the terms defined herein below shall have the following
meanings:

“Minority” means an individual considered to be a minority pursuant to MCC 2-92-670(n),
“Definitions: Minority,” as it may be amended from time to time. This includes, but is not
limited to: African-Americans, Hispanics, Asian-Americans, and American Indians, as defined
by that ordinance.

“Socio-Economically Disadvantaged Area” or “SEDA” means an area of the City that has
been designated as socio-economically disadvantaged by the Commissioner of Planning and
Development under authority currently codified under MCC 2-92-390, or as otherwise
designated by the City.

“Veteran” means a person who has served in the United States armed forces and was
discharged or separated under honorable conditions.

“Woman” means a person of the female gender, as defined by 20 ILCS 5130/10 of the
“Illinois Council on Women and Girls Act.”

2. New Workforce Commitments.

a. Construction of Project.

The Developer will make commercially reasonable efforts so that the construction of the
Project will result in the creation of jobs in the construction industry as follows:

e Temporary Project: Approximately 2,900 jobs in the construction industry.

e Permanent Project: Approximately 3,000 jobs in the construction industry.

e Construction of the Hotel Extension: Approximately 2,500 jobs in the construction
industry.,

Throughout the construction of the Temporary Project, Permanent Project, and Hotel
Extension, the Developer must submit certified employment reports disclosing the number of
jobs in the construction industry at the Project to the Chief Financial Officer as a part of the
Developer’s submission of reports required by Exhibit A-2, in such form and detail as the City
may require.
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b. Operation of Casino.

The Developer will make commercially reasonable efforts so that the operation of the
Project will result in employment as follows:

e Operations Commencement (Temporary Project): Approximately 550 operations
jobs.

e Operations Commencement (Permanent Project): Approximately 3,000 operations
jobs.

Throughout the term of the Agreement Developer will provide reports on employment at
the Project in such detail and on such frequency as the City may reasonably request from time to
time, but in no event more than four (4) time(s) per year.

3. Workforce Diversity Commitment.

Developer will take commercially reasonable efforts to maintain a target goal of hiring 60%
Minorities for operation of the Casino, particularly those who are SEDA residents or residents of
zip codes designated as economically disadvantaged, and will target Minorities, women,
veterans, individuals with disabilities, individuals who are low-income, and individuals who are
unemployed.

Within 180 days of execution of this Agreement, Developer and Casino Manager (if any)
must provide a Workforce Development Plan to the Chief Financial Officer, which may be
amended from time to time, showing how they intend to accomplish the foregoing goals and
comply with the Construction Workforce provisions set forth in Exhibit A-2. Developer shall
make commercially reasonable efforts to comply with the Workforce Development Plan, as
amended.

Developer will make commercially reasonable efforts to: (1) provide training opportunities to
City residents for various roles (e.g. table game dealers and food and beverage); (2) partner with
workforce development organizations, which will include organizations such as Black
Contractors Owners Executives, Black Men United, Black United Fund of Illinois, Business
Leadership Council, City Colleges of Chicago, Chicago Minority Supplier Development
Council, Chicago Urban League, Coalition of African American Leaders, HispanicPro, Illinois
Restaurant Association, Illinois State Black Chamber of Commerce, Skills for Chicagoland’s
Future, Washington Heights Workforce Center, West Loop Community Organization, and
Women Employed; and (3) host job fairs with the above organizations.

Additionally, Developer will offer advancement opportunities that must at minimum include
an internship program, tuition reimbursement, a management development program, and a local
college partnership. Developer will also make entry-level semi-skilled positions available to
individuals facing barriers, and include on the job training and an evaluation period for
employment.

Developer will also work with the City Colleges of Chicago to develop new hospitality

programs, and expand existing construction and hospitality apprenticeship programs. Developer
will establish, fund, and maintain human resources hiring and training practices.
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4. Reporting

Throughout the life of this Agreement, Developer must submit quarterly reports, and an
annual summary report, in a format acceptable to the Chief Financial Officer, regarding
compliance with the goals of this Exhibit A-3, and any other metric related to workforce equity
and inclusion as the City may reasonably request.

B. DEVELOPER’S HUMAN RESOURCE HIRING AND TRAINING PRACTICES

Bally’s Corporation has a history of and is a firm believer in funding and maintaining human
resource hiring practices that promote the development of a skilled and diverse workforce. As a
company, we encourage and highly value access to internal promotion opportunities, as well as a
robust workforce development plan that cover all levels within the organization, from interns to
senior management.

1. Pillars of Excellence
Awareness:
o Provide training to hiring managers to understand diversity and inclusion best
practices
e Recruitment and Hiring:
o Develop effective strategies to recruit and attract a more diverse applicant pool for
position vacancies
o Develop promotional materials that are culturally sensitive and accessible to all
target groups
e Inclusion:
o Promote the development and advancement of underrepresented groups through
professional development courses and training
o Actively create a productive work environment that is free of harassment and
bullying
o Promote policies, practices, and procedures that are inclusive and sensitive to the
various cultures within our organization

2. Local Hiring Program
Developer will create a local hiring program with the goal of providing employment
opportunities that create alternative job pathways by way of on-the-job training. This program
will provide an opportunity to those that face significant barriers to stable employment and
further Developer’s vision for identifying ways to attract, develop, and sustain an equitable
workforce. The program will have two (2) pathways to success:

e Entry level semi-skilled positions — Focused on positions with which minimal
educational or experience is required. Positions include, but are not limited to:
o Administrative Assistant
Audit Clerk
Payroll Clerk
Office Coordinator
Front Desk Clerk
Housekeeping/EVS Supervisors
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Slot Attendants
Food & Beverage Supervisors
Food Server
Bartender
Cocktail Server

o Retail Clerk
Vocational Positions — Focused on entry-level operational position. Positions include, but
are not limited to:

o Environmental Services (EVS)
Groundskeeper
Room Attendant
Valet
General Maintenance
Warehouse/Receiving

O 0O 0 0 O

O O O O O

Candidates will have an initial six-month, on-the-job training period (paid, benefits), followed by
a six-month probationary period. Once the probationary period is successfully completed, the
candidate is transitioned to regular employment status.

Recruiting efforts will be targeted to the following groups:

Designated zip codes in surrounding neighborhoods — Outreach programs to focus on all
ethnicities.

Minorities — Workplace diversity boosts employee creativity, innovation, decision-
making skills, and satisfaction, as well as bolsters Bally’s ability to attract elite and
diverse talent and promote market growth.

Partnerships with various minority focused organizations and minority vendors will
solidify this initiative.

Women — Creating a gender-balanced workforce and placing women in leadership roles.
Building gender equality and supporting women’s rights, education and empowerment
are critical to creating shared value and culture.

Veterans — Partner with organizations for placement of veterans into the civilian
workforce. Additionally, Bally’s recognizes veterans annually to thank them for their
service through appreciation days, luncheon programs and gift offerings.

Individuals with disabilities — Partnership with organizations for placement of people
with disabilities.

Low-income — Outreach programs focused on low-income residents.

Unemployed — Partnership with unemployment agencies for job placement.

Developer is committed to:

Supporting all managers to foster an inclusive workplace.

Training managers in unconscious bias.

Enhancing mentoring and sponsorship programs to prepare high-potential women and
people of color for senior executive positions.

Hiring and promoting more women and people of color in senior executive positions.
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e Reviewing results with senior leaders to promote gender and racial equity balance and
ensure progress.

e Continuing our efforts to champion equal pay and eliminate conditions that create gender
and racial equity pay gaps.

3. Internship Program

Bally’s corporate internship policy provides direction to managers throughout the organization to
enhance the experience our interns garner during their employment. The program has multiple
purposes including:

e Providing practical hands-on work experience

e Providing exposure to the work environment, that includes basic skills and understanding

e Providing the opportunity to practice, improve, and evaluate skills, techniques, principles,
theories, and knowledge gained through academic experiences

e Applying classroom knowledge to the professional world

e An opportunity to gain experiences in administration and management, organization and
supervision, facility maintenance and operation, and observation experiences

e Making academic classes taken after the internship more meaningful

e An opportunity to identify and meet individual goals and objectives

e Increasing self-confidence

e Enabling the student to validate his or her career choice

e Motivating the student to greater achievement in the field, or to be the basis for a decision
to make a career change

Bally’s is committed to providing interns with a quality experience that involves meaningful
activities and the opportunity to learn and gain practical work experience in their chosen field of
study and work. Interns are provided with a clearly defined framework of participation and
learning and is supervised by a suitable member of leadership, who monitors progress and
provides feedback to ensure effective contribution.

Examples of specific learning outcomes that are to be achieved by interns and criteria to evaluate

whether these outcomes were achieved are provided below. The assessment is to be undertaken
periodically by the departmental manager during the placement.
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Explain the purpose of the erganization in relation io the area of
research

Explain the changes {opportunifies/challenges) taking place at an
organizational level in relation o the area of research

Critically analyze what constilutes best practice at organizational
level and draw implications for the onganization

Explain and reflect upon the role of leadership within the
onganization in relation o the area of research

Descripdion in tive placement report of the context and purpose of
the amganization relation to the area of research

Description and analysis of organizational change, ident&fication
of opportunities and challenges within the crganization, use of
examples io suppon views

Ceitical assessment of whai constitiies good prachice for sustainable
development wihin the sector, use of examples of good practice,
analysis of such practice. links between practice and tweory

Evidence of ohservation of leadership in organizaiions. reflection
upon own leadership gualities

Commamicate the experience of the placemeant succinctly and

clearly to a variety of audiences Evidence in writing of accuracy and flusncy in internship reporis

Arficulation of personal reflection, values and feelings aboui the

Reilect upon personal experiences during placement T

4, Tuition Reimbursement Policy

Bally’s tuition reimbursement policy is designed to give employees at any level within the
organization the opportunity to increase their knowledge and skill set through participation in
educational programs which will provide growth opportunities within the organization. The
program helps employees contribute to the company by becoming more effective in their current
responsibilities as well as preparing for promotional opportunities. As a part of Developer’s
employee benefit plan, this policy provides an important opportunity for career advancement for
its employees. To be eligible to participate in Bally’s tuition reimbursement program, the
employee:

e Must be a regular, full-time employee at the start of the course

e Must maintain full-time employment to receive reimbursement

e Must have completed twelve (12) months of continuous employment, prior to the start of
- the course(s)

e Must be in good standing (6 months discipline free) at the start of the course

e Must remain employed and actively working (not on a leave of absence) throughout the

duration of the course to be reimbursed
e Must be employed at the time of reimbursement
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Remmbursement will be made for classes in which ‘A" grades ane received. This
includes iuition, lab fees and beoks for courses dimectly related o your current job
ar job that you are actively pursuing.

Grade A 100%

Rzimtursement will be made for classes in which "B” grades are received. This
includes fuition, lab fees and bocks for courses diwecily related io your current job
or job that you are aciively pursuing.

Grade B £0%

Reimburservent will he macde for general education classes, which are not job-
related, but are part of a degree/certificate program. This includes iuition, lab fees
and books for classes bsted in the course catalogue wéh an “A”, 8" or "C” grade.

Prarequisit Courses 50%

Amount Maamum reimbursemnent aliowed within a calendar year: $2.500
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5. Management Development Program

Bally’s is currently in the process of revamping management development across the enterprise.
Bally’s is engaging with learning and development industry’s top vendors to ensure that it is
delivering content that meets its people where they are and delivering said content with
measurable success. One example of a currently utilized management development program is
‘Ambassadors Maximizing their Potential’ (AMP) which consists of 12 course offerings, each
focusing on practical skills and company management philosophies. This program is offered at
Bally’s Biloxi, Mississippi property and provides examples of the topics and skills Bally’s feels
are necessary for supervisory success. These classes were carefully developed and reviewed by
the Bally’s Corporation human resources department. Bally’s covers the travel expenses for
employees who apply and are selected for the program.

The instructors for these classes are chosen based on skills, experience and commitment to
training. After successfully completing all 12 classes, participants receive a certificate of
completion. The key to this program is executing on what the participant has learned and putting
it into practice.

The following is an alphabetical list of classes found in the program:

e Business Etiquette

Business Writing

Coaching & Counseling
Departmental Cost Control
EEOC & Employment Discrimination
Employee Engagement

e Executive Roundtable

e Guest Engagement

o How to Hire a Rock Star

o Legal Issues of HR

e Overview of HR: Jeopardy Style
e Train the Trainer

e © o o

Business Etiquette

Course Description

The word “etiquette” gets a bad rap. The concept of etiquette is essential, especially now—and
particularly in business. Social media platforms and digital communications tools have blurred
the lines of appropriateness and we are all left wondering how to navigate unchartered social
territory.

Course Objective
A business expert leads an interactive discussion on the following topics:

e First impressions
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e Respect

e Meetings
e Workspace
e Dining

* Social media
e Attire/Appearance

Business Writing

Course Description

This course provides employees guidance when composing memorandums, reports, proposals,
and other forms of writing used in organizations to communicate with internal or external
audiences.

Course Objective
A professional instructor will discuss the following topics:

Stating your purpose quickly and easily in documents and emails
Separating details from actions

Writing conversationally to engage your readers

Updating your writing style for today’s business environment
Understanding the rules of email etiquette

Organizing information to help your readers

Recognizing and eliminating unnecessary words, phrases and repetition
Techniques for writing concretely

Substituting heavy, confusing phrases with simple language

e How strong verbs improve writing

e Identify and avoid masked and passive verb

e @ © o o & @& o

Coaching & Counseling

Course Description

Every employee can reach higher levels of performance, including your average and best
performers. What they need is a manager who can coach: someone who can routinely observe,
assess, and interact in ways that develop and maximize their individual effectiveness. This
seminar raises manager potential and level of performance to get the most out of your team.

Course Objective
The Employee Relations Manager will discuss the following topics:

e Learning when to coach and when to counsel/discipline
e How to determine the level of discipline

e How to complete a Missed a Beat

e Communicating the message to the Rocker
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Departmental Cost Control

Course Description
This course reviews controlling operating and payroll costs through effective planning, staffing,
and scheduling.

Course Objective
A member of the finance management team will provide information and skills to successfully
control operating expenses, including:

Understanding departmental operating costs

Learning scheduling terminology

Strategies for effective staffing and scheduling
Reading and interpreting staffing and financial reports

EEOC & Employment Discrimination

Course Description

The U.S. Equal Employment Opportunity Commission (EEOC) is responsible for enforcing
federal laws that make it illegal to discriminate against a job applicant or an employee because of
the person’s race, color, religion, sex (including pregnancy), national origin, age (40 or older),
disability or genetic information. It is also illegal to discriminate against a person due to
discrimination complaints, filed charges of discrimination, or participation in an employment
discrimination investigation or lawsuit.

The laws apply to all types of work situations, including hiring, firing, promotions, harassment,
training, wages, and benefits.

Course Objective
This class is provided by the Equal Employment Opportunity Commission (EEOC) and will
cover topics such as:

e Title VII

e Harassment

e Discrimination

e Retaliation

Employee Engagement

Course Description

An “engaged employee” is one who is fully involved in, and enthusiastic about their work, and
thus will act in a way that furthers the organization’s culture and values. This class focuses on
how to engage employees as a method of reducing turnover.

Course Objective

This course will involve a discussion on the following topics:
e How engagement affects business outcomes
e People are what sets an organization apart
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e To be successful, companies must recruit, engage, and retain top talent
Executive Roundtable

Course Description

Approximately three-to-four executives are present to discuss anything participants would like.
Participants are required to send two-to-three questions to the employee relations department five
days prior to the course. These questions will then be addressed during the class.

Course Objective
After this roundtable discussion, participants will gain a better perspective of how
and why executive decisions are made. Possible discussions may include:

Global strategy of the business

The daily tasks of an executive
Professional advice of an executive
Tips and tricks of the industry

Guest Engagement

Course Description

This course will be taught by the members of the hotel management team and will discuss the
importance of guest service and recovery. They will also explain the various methods in place to
measure guest satisfaction (i.e., Trip Advisor, Market Metrix, Guest Surveys, etc.).

Course Objective

After this class, participants will better understand:
e Why we care about the guests’ experiences
e How we measure guest satisfaction
e  What the guest wants
e Importance of staying in the moment
e Engaged guests spend more money

How to Hire a Rock Star

Course Description
An HR specialist will discuss the employment side of human resources, including the process of
opening a position to placing the best rock star into that position.

Course Objective
This course will discuss the following topics:

e The characteristics of an ideal applicant

e How to use the prescreen results to hire a rock star
e  Writing a good job description

e Asking legal interview questions
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e New hire process from recruiting to induction
Legal Issues of HR
Course Description

The Director of Human Resources will lead participants in a discussion on important HR legal
topics, such as HIPAA, at will, FMLA, PT vs FT, FLSA, and many more.

Course Obijective
At the conclusion of this class, you will better understand:
e Benefits
e Healthcare Reform
e PTO/Bereavement Leave/Time Records
e HR Processes
e HR Law

Overview of HR: Jeopardy Style

Course Description

This interactive class will review all areas of Human Resources from the basic legal policies to
more complex case studies. Participants will play a game - Jeopardy style - and win fabulous
prizes.

Course Obijective

Participants will leave the class with a better understanding of the following topics:
e Policies & Procedures
e Departmental Situations
e HR Law

Train the Trainer

Course Description
This class will prepare Bally’s Corporation Managers to facilitate effective new hire trainings, as
well as ongoing training.

Course Objective
After this class, participants will understand:

e There are many different forms of training

Adults learn differently than children

Training is a vital component of a manager’s role
e Some training is required by law on a regular basis

C. DEVELOPER’S WORKFORCE DEVELOPMENT PLAN

Bally’s strength is recruiting, hiring and successfully managing a diverse workforce. Bally’s
recognizes the value that diversity offers, and it has been critical to our overall success. Across
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Bally’s casino portfolio, ~45% of its employees are women. Women also make up ~40% of its
leadership roles. Similarly, minorities are well represented in these categories by ~45% and
~25%, respectively. Bally’s is very familiar working within an environment that is rich with
diversity.

1. Chicago Commitment

Developer’s goals with respect to hiring various women, minority and underrepresented groups
are as follows:

e Women—45%
e Minorities — 60%
e Veterans — 5%
e Disabled — 5%

Bally’s plans to partner with well-respected workforce development non-profits and community-
based organizations in Chicago, such as Skills for Chicagoland’s Future, Women Employed,
Washington Heights Workforce Center and Chicago Urban League (as well as others) to achieve
the above stated employment goals.

2. Bally’s Affirmative Action and Equal Employment Opportunity Commitment

Bally’s has adopted a policy of affirmative action and equal employment opportunity that has
continued in order to create an environment that fosters diversity and inclusion. This affirmative
action plan has been developed to meet the requirements of Affirmative Action Programs, sex
discrimination guidelines, and guidelines on discrimination because of religion or national
origin. Bally’s Human Resources department has overall responsibility for administering,
monitoring and updating plans as outlined in the Affirmative Action Plan. Each member of the
management staff is responsible for preventing and/or eliminating any discriminatory practices
and assuring that all applicants and employees are afforded the same opportunities.

This affirmative action plan describes the policies, practices and procedures implemented by the
Casino to employ and advance at all levels of employment qualified individuals without regard
to race, color, religion, sex, age, national origin, disability, veteran status or other protected
characteristics. Affirmative action augments Equal Employment Opportunity. An Affirmative
Action Program is a set of specific and results-oriented procedures to which Bally’s is
committed. The procedures move Bally’s toward inclusion of minorities and women with
requisite skills at all levels in its workforce, and representation of their availability in appropriate
labor markets.

Affirmative action requires the use of valid job-related standards in recruitment, hiring, and
promotion. Bally’s Affirmative Action Plan seeks, in good faith, to identify and remove barriers
to Equal Employment Opportunity and to promote access for minorities and women at all levels
of its workforce. This plan also covers individuals with a disability, disabled veterans, and others
with protected characteristics. This plan outlines the principles established for each department
and the Company in improving utilization of employees in protected categories of employees in
the workforce. It is our aim to have adequate representation as it relates to all protected
categories, including minorities, women, disabled individuals, individuals aged forty (40) and
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over, and veterans. This Affirmative Action Plan evaluates the company’s initiatives and
opportunities to employ and promote minorities and women with requisite skills. This program
supports the company’s efforts to create a workplace and community that reflect diversity.

3. Construction Work

What makes Chicago an attractive city to operate in is the depth of its workforce. Individuals and
organizations with different skill sets, expertise, interests and passions. For Chicagoans to fully
realize the economic benefits of this large-scale project, it is important that City residents have
priority when it comes to job opportunities. Developer will meet and/or exceed the requirement
of 50% of total work hours performed by City residents by hiring and retaining City residents for
a large percentage of the workforce and project team both during construction and operations.

4. Operations

While Bally’s has a good plan to recruit and hire City residents, it must also work hard to retain
them. Employee retention is driven by company culture, and Bally’s is proud of its company
culture. Employee reviews on sites such as Indeed and Glassdoor, where employees self-select to
rate their employer are generally positive. Comments have included:

Nationwide, Bally’s has more than 7,500 employees, and our employee retention rate year-over-
year is good. For example, during “the Great Resignation” of the last year, our company-wide
turnover rate was below 30%, not including COVID-related staff reductions.

Bally’s trains, supports and promotes its team members, but most importantly it values their
contributions to the company. Engaging team members in operations and decision making
encourages teamwork and overall success. Their contributions are recognized through quarterly
recognition programs culminating in an annual recognition program. Bally’s looks for unique
characteristics of each team member to add value to the team, department, and company. The
people are truly what make Bally’s special, and it anticipates that the Bally’s culture found at its
sites across the nation will be even greater at its flagship location — Bally’s Chicago.

5. Work Hours

Bally’s acknowledges that of the 50% work hours provided by city residents, 15.5% should be
completed by residents who come from Socially and Economically Disadvantaged Areas. To
meet this goal, Bally’s will require hiring from the neighborhoods surrounding the site.
Developer will deploy grassroots outreach efforts in our neighboring communities. This may
include:

e Direct mail pieces to residents within neighboring zip codes about job opportunities

e Door hangers promoting job fairs

e Advertisements on neighborhood transit lines and bus shelters

e Posting on job boards in neighborhood community centers

6. Wealth Building and Increasing Employing in Disadvantaged Communities

Bally’s Corporation is dedicated to providing access to programs and services that will allow our
team members to achieve both short- and long-term financial goals. Bally’s offers a multitude of
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ways for team members to build their own personal wealth. From access to the world’s largest
employee discount network to 401k retirement opportunities and investment consultation,
Bally’s is vested in the personal success our team members and offers the following to all full-
time employees:
o Tuition reimbursement programs
e Supervisory career tracks
Leadership development programs
Employee Stock Purchase Plan
Childcare benefits to curb costs for working parents
Competitive and robust benefits package
Extensive employee discount program
Pre-and post-tax 401k investment options
Personal financial planning and financial wellness assessments
Regular employee wellness initiatives

e © ¢ e o o @

7. Prioritize Hiring of City Residents

Bally’s believes it is important for its business to reflect the local community. It will prioritize
hiring a local workforce in order to increase employment and expand access to economic
opportunities for Chicagoans, as well as ensure an authentic, local experience for its guests.
Bally’s will partner with community-based organizations, such as Skills for Chicagoland’s
Future, to develop workforce training and skills development programs, as well as target local
recruitment through direct community outreach and engagement.

Specifically, Bally’s will:
e Host career fairs exclusively for Chicago residents prior to opening positions to
surrounding areas.
e Guarantee an interview to all Chicago residents any time they apply for a job.
e Create an incentive referral program for hiring local applicants.

8. Diverse Workforce

Developer will utilize internal resources, as well as partner with local Chicago community and
employment groups to fulfill our goal of creating a diverse workforce at all levels. Internal
resources include:
e Host career fairs for Chicago residents, with an emphasis on recruitment from south and
west side communities.
e Provide employee referral bonuses.
e Utilize traditional recruitment channels such as transfers of employees, job boards,
professional networking, and use of recruiters where necessary.

Bally’s has met with key non-profit partners who have agreed to help it achieve and exceed its

workforce diversity goals, including the Chicago Urban League and Skills for Chicagoland’s
Future and many more.
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