
 

E M P L O Y E E  H A N D B O O K  

EFFECTIVE MARCH 1,  2017



INTRODUCTION 5 
Purpose of the Handbook 5 

Contract Disclaimer 5 

EMPLOYMENT POLICIES 6 
Equal Employment Opportunity Statement 6 

Hiring 6 

Immigration Law Compliance 6 

Harassment 7 

Zero Tolerance 8 

Drugs and Alcohol 9 

Post-Accident Testing 10 

Americans with Disabilities Act (ADA) and the ADA Amendments Act (ADAAA) 10 

Social Media Policy for ALL Peloton Employees 11 

COMPENSATION 12 
Employment Classifications   12 

Employment Status   12 

Pay Procedures 13 

Administrative Pay Corrections 13 

Overtime  14 

Expense Reimbursement 14 

Timekeeping 14 

Employment Termination 15 

BENEFITS 16 
Medical, Dental and Vision Insurance 16 

COBRA Coverage  16 

Retirement Benefits 16 

Paid Time Off (PTO) 16 

Holidays 17 

Paid Parental Leave 17 

Short-Term Disability Insurance 18 

Long-Term Disability Insurance 18 

�2



Employee Referral Program 18 

Employee Performance Review 19 

EMPLOYEE RELATIONS 20 
Family and Medical Leave Act 20 

Basic Leave Entitlement 20 

California Family Rights Act (CFRA) - California Employees Only 20 

California Pregnancy Disability Leave (PDL)  - California Employees Only 20 

Benefits and Protections  21 

Eligibility Requirements  21 

Definition of Serious Health Condition  21 

Use of Leave  22 

Substitution of Paid Leave for Unpaid Leave  22 

Military Family Leave Entitlements 22 

Employee Responsibilities  23 

Employer Responsibilities 23 

Unlawful Acts 23 

Military Leave 24 

Other Employment 24 

State Specific Protections 24 

CALIFORNIA EMPLOYEES ONLY 
Crime Victim Leave  24 

CALIFORNIA EMPLOYEES ONLY 
Leave for Victims of Domestic Abuse, Sexual Assault or Stalking 25 

CALIFORNIA EMPLOYEES ONLY 
School Visitation Leave 26 

CALIFORNIA EMPLOYEES ONLY 
Volunteer Firefighter Leave  26 

ILLINOIS EMPLOYEES ONLY 
Military Family Leave 26 

NEW YORK EMPLOYEES ONLY 
Military Family Leave 26 

Employee Records 26 

Personal Appearance and Demeanor 27 

Confidential Information 27 

�3



Company Equipment 27 

Disciplinary Action 28 

Safety 28 

Acknowledgment of Receipt 30

�4



I N T R O D U C T I O N  

Purpose of the Handbook 

The materials contained in this handbook are intended to provide you with information and 

guidelines about the company, our policies, and procedures. Please familiarize yourself with the 
contents of this handbook, as they provide you with important information about your 

employment, what we expect of you, and what you can expect of us. Recognize, however, that this 
handbook does not contain every rule, policy, or procedure that exists in the company, but rather, 

information about things you need to know in order to successfully perform your job and have a 

positive and productive work experience. 

Please also recognize that, as guidelines, the information in this handbook is subject to change at 

any time. The company reserves the right to revise, modify, suspend, or revoke any of the policies, 
practices, or procedures contained in this handbook, in whole or in part, with or without notice, at 

its sole discretion. The information in this handbook supersedes all previous policies or 

representations, whether verbal or written, as to any of the matters described herein. 

Contract Disclaimer 

Neither the existence of this handbook, nor any of the information it contains is intended to 
constitute, create, or imply a contract of employment between you and the company. Your 

employment with Peloton Interactive, Inc., is considered to be “at-will.”  This means that it is for no 

specific duration, and can be terminated by you or the company at any time, for any reason, except 
as prohibited by statute or public policy. 

No supervisor, manager or other representative of Peloton Interactive, Inc., except the Chief 
Executive Officer and the President, has the authority to enter into any agreement with an 

individual for employment for a specified period of time, or to make any promises or commitments 

contrary to the “at will” nature of the employment described above. Any employment agreement 
entered into by the Chief Executive Officer or President on behalf of Peloton Interactive, Inc., will 

not be enforceable unless it is in writing and signed by either of those officers. 

If you have any questions about any of the materials described in this handbook, please direct them 

to the Executive Team. The final decision as to the meaning or interpretation of any particular 

provision in the pages that follow lies at the sole and exclusive discretion of the company. 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E M P L O Y M E N T  P O L I C I E S  

Equal Employment Opportunity Statement 

Peloton Interactive, Inc. provides equal employment opportunities (EEO) to all employees and 

applicants for employment without regard to race, color, religion, gender, sexual orientation, 
gender identity, national origin, age, disability, genetic information, marital status, amnesty or 

status as a covered veteran in accordance with applicable federal, state and local laws. Peloton 
Interactive, Inc. complies with applicable state and local laws governing nondiscrimination in 

employment in every location in which the company has facilities. This policy applies to all terms 

and conditions of employment, including hiring, placement, promotion, termination, layoff, recall, 
transfer, leaves of absence, compensation and training. 

Peloton Interactive, Inc. expressly prohibits any form of unlawful employee harassment based on 
race, color, religion, gender, sexual orientation, gender identity, national origin, age, genetic 

information, disability or veteran status. Improper interference with the ability of Peloton 

Interactive, Inc. employees to perform their expected job duties is absolutely not tolerated. 

Hiring 

Prospective employees will be required to complete a background check. A conviction does not 
automatically disqualify an applicant from employment. Peloton Interactive, Inc. will also verify 

previous employment history and reference checks.  

Immigration Law Compliance 

Peloton Interactive, Inc. is committed to employing only United States citizens and individuals who 

are authorized to work in the United States and does not unlawfully discriminate on the basis of 
citizenship or national origin. 

In compliance with the Immigration Reform and Control Act of 1986, each new employee, 

including any employee that was formerly employed and is subsequently rehired, as a condition of 
employment, must complete the Employment Eligibility Verification Form I-9 and present 

documentation establishing identity and employment eligibility. 

Employees with questions or seeking more information on immigration law issues are encouraged 

to contact the Executive Team. Employees may raise questions or complaints about immigration 

law compliance without fear of reprisal. 
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Harassment 

Peloton Interactive, Inc. is committed to providing a workplace where all employees are treated 

with courtesy, dignity, and respect. Employees, visitors, and vendors are strictly prohibited from 
engaging in any hostile, threatening, intimidating, or abusive behavior toward another individual on 

the basis of his/her race, sex, religion, national origin, etc. Any employee who engages in such 
conduct will be subject to discipline, up to and including discharge. 

This policy specifically includes sexual harassment. Employees, visitors, and vendors are strictly 

prohibited from engaging in sexual harassment, which includes: 

1. Unwelcome sexual advances; 
2. Unwelcome requests for sexual favors; 
3. Unwelcome physical contact of a sexual nature; 

4. Unwelcome conduct directed by a person at another person of the same or opposite 

gender;  
5. Unwelcome verbal or physical conduct of a sexual nature, including, but not limited to: 

A. The deliberate, repeated making of unsolicited gestures or comments of a sexual 
nature; 

B. The deliberate, repeated display of offensive, sexually graphic materials not necessary 

for business purposes; and,  
C. Deliberate verbal or physical conduct of a sexual nature, whether or not repeated, that 

is sufficiently severe or pervasive to substantially interfere with an employee’s work 
performance or to create a hostile, intimidating, or offensive work environment. 

Examples of the type of conduct prohibited by this policy include sexual propositions or advances; 

lewd, degrading or sexually suggestive comments; off-color language, jokes, teasing or slurs of a 
sexual nature; the display of sexually-explicit materials, books, magazines, photos or cartoons; and 

physical contact such as grabbing, pinching, fondling or patting.  

Peloton Interactive, Inc. further prohibits all managers and supervisors from implicitly or explicitly 

making or permitting acquiescence in or submission to sexual harassment a term or condition of 

employment or the basis for any employment decision affecting an employee. This means that 
managers and supervisors are strictly prohibited from using their official authority to make sexual 

advances toward an employee; from taking, recommending or refusing to take or recommend 
personnel action against an employee because of sexual harassment or sexual favors; or from 

taking or failing to take any personnel action against an employee as a reprisal for rejecting or 

reporting a sexual advance or sexual harassment.  
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It is also important to recognize that this policy covers other forms of harassment, including any 

hostile, intimidating, or abusive behavior directed toward another employee on the basis of his or 

her race, sexual orientation, gender identity, national origin, age, religion, disability, veteran status, 
etc. Prohibited conduct therefore includes making any off-color or offensive jokes, comments, or 

slurs to or about another employee.   

Any employee who engages in conduct that violates this policy will be subject to discipline, up to 

and including discharge, depending upon the nature and severity of the offense.  

If you have a complaint about or have been subjected to prohibited harassment by a co-worker, 
supervisor, manager or third party (e.g., vendors, customers, etc.), you are required to notify the 

company of the problem immediately. Employees are expected to bring any complaints of 
harassment to the attention of your Supervisor or the Executive Team. 

The company will thoroughly investigate all reports of harassment and take precautions to ensure 

that all information related to its investigation will be kept confidential to the extent practical, 
within the boundaries of the fact-finding process. Upon conclusion of its investigation, the 

company will take prompt and effective remedial action to ensure that the objectives of this policy 
are met and enforced.  

All managers are responsible for implementing and enforcing this policy, and ensuring that 

employees are aware of and understand it. All employees, including supervisors and managers, are 
strictly prohibited from retaliating against any individual who has complained about, reported, filed 

a complaint, or participated in the investigation of any harassment prohibited by this policy. 

Zero Tolerance 

Peloton Interactive, Inc. endeavors to provide all employees with a safe and comfortable work 

environment. We will therefore not tolerate any threats of harm, acts of violence, or hostile, 
intimidating, or abusive behavior toward any member of our team. This list of behaviors, while not 

all-inclusive, provides some examples of conduct that is prohibited. Causing physical injury to 
another person, making threatening remarks, aggressive or hostile behavior that creates a 

reasonable fear of injury to another person or subjects another individual to emotional distress; 

threats, harassing calls, verbal abuse, following, yelling, bullying and intimidation or overt incivility 
towards others, intentionally damaging employer property or property of another employee. These 

prohibitions include all acts of harassment, including harassment that is based on an individual’s 
sex, race, age, national origin, sexual orientation, gender identity, veteran status, or any 

characteristic protected by federal, state, or local law. 
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All threats of (or actual) violence, both direct and indirect, should be reported as soon as possible 

to your Supervisor or the Executive Team. This includes threats by employees, as well as threats by 

customers, vendors, solicitors, or other members of the public. When reporting a threat of 
violence, you should be as specific and detailed as possible. 

Peloton Interactive, Inc. will promptly and thoroughly investigate all reports of (or actual) violence 
and of suspicious individuals or activities. The identity of the individual making a report will be 

protected as much as is practical. In order to maintain workplace safety and integrity of its 

investigation, Peloton Interactive, Inc. may suspend employees, either with or without pay, pending 
the final outcome of the investigation. 

We have “zero tolerance” for such conduct, and any employee who engages in it will be subject to 
disciplinary action up to and including immediate discharge. Again, any employee who is subjected 

to such conduct is encouraged and required to report it to the Executive Team immediately. 

Employees, may not, at any time while in the workplace or on the grounds of any property owned, 
leased or controlled by Peloton Interactive, Inc. including anywhere that company business is 

conducted, such as customer locations, client locations, trade shows, restaurants, company event 
venues, and so forth, or in any company-owned or leased vehicles carry, possess or use any 

weapon. Weapons include, but are not limited to, guns, knives, or swords with blades over four 

inches in length, explosives, electric weapons and any chemical whose purpose is to cause harm to 
another person. Employees who violate this policy will be subject to disciplinary actions, up to and 

including employment termination. 

Drugs and Alcohol 

Peloton Interactive, Inc. is committed to providing employees with a safe and healthy work 

environment free from the negative effects of drug and/or alcohol use. Peloton Interactive, Inc. is 
a drug-free workplace, which means that all employees are prohibited from engaging in the 

following conduct: 

1. Using, possessing, distributing and/or selling unlawful controlled substances at any time, on 

or off the company premises. 
2. Reporting to work or being at work under the influence of an unlawful controlled 

substance. 
3. Reporting to work or being at work under the influence of alcohol. 
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4. Operating a company vehicle and/or the employee’s own vehicle for company business 

while under the influence of or after having used alcohol or an unlawful controlled 

substance. 

For purposes of this policy, “unlawful controlled substance” includes the use of a prescribed 

medication without a valid prescription. 

Reasonable Suspicion Testing 

Reasonable suspicion includes observation of the employee’s behavior, conduct, or condition 

indicating that he or she may be under the influence of drugs or alcohol on the job. Examples 
include strange or erratic behavior, speech, non-typical work performance, or detectable odors of 

the employee. The Company reserves the right to determine if reasonable suspicion exists. 

Post-Accident Testing 

Peloton Interactive, Inc. may require a drug and alcohol test if an employee sustains or is involved 

in an on-the-job accident. 

Americans with Disabilities Act (ADA) and the ADA Amendments Act (ADAAA) 

The Americans with Disabilities Act (ADA) and the Americans with Disabilities Amendments Act, 
known as the ADAAA, are federal laws that prohibit employers with 15 or more employees from 

discriminating against applicants and individuals with disabilities and that when needed provide 

reasonable accommodations to applicants and employees who are qualified for a job, with or 
without reasonable accommodations, so that they may perform the essential job duties of the 

position.  

It is the policy of Peloton Interactive, Inc. to comply with all federal and state laws concerning the 

employment of persons with disabilities and to act in accordance with regulations and guidance 

issued by the Equal Employment Opportunity Commission (EEOC). Furthermore, it is our company 
policy not to discriminate against qualified individuals with disabilities in regard to application 

procedures, hiring, advancement, discharge, compensation, training or other terms, conditions and 
privileges of employment.  

The company will reasonably accommodate qualified individuals with a disability so that they can 

perform the essential functions of a job unless doing so causes a direct threat to these individuals 
or others in the workplace and the threat cannot be eliminated by reasonable accommodation and/
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or if the accommodation creates an undue hardship to Peloton Interactive, Inc. Contact the 

Human Resource department with any questions or requests for accommodation.  

Social Media Policy for ALL Peloton Employees 

Social media is any online platform that is used to create, share, participate and distribute 

information. Sites such as Facebook, Twitter, Instagram, Snapchat, Youtube, LinkedIn, Spotify, and 
blogs are examples. 

Peloton may occasionally encourage its employees to use social media to positively represent and 

promote the Company but the choice of whether or not to post anything to personal social media 
accounts will always be up to the employee and will not have any impact on their job performance 

or employment.  

However, if you do decide to use social media in this manner, you understand that you are doing so 

as a representative of our brand, so please do not post anything that is likely to be detrimental to 

the reputation of Peloton. This includes posting derogatory, negative or critical statements about 
Peloton, its employees, members, or partners, or any Peloton products, services, or content 

(including negative comments about a Peloton class or any music or artists featured in a class), or 
other business activities of the Company, or improperly implying Peloton’s sponsorship or 

endorsement of any other brand, product, service, or activity. 

Whether or not you participate as a Peloton representative on social media, no Company employee 
may communicate any confidential or non-public information about the Company to anyone 

outside the Company, which includes communication through any social media accounts.  If you 
are uncertain whether information is confidential or not, please ask your supervisor prior to 

posting. Peloton's Social Media Department reserves the right to remove and/or request the 

removal of any content affiliated with the Peloton brand and Company. 
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C O M P E N S A T I O N  

Employment Classifications   

Peloton Interactive, Inc. recognizes the following classifications for purposes of compensation and 

benefits: 

1. Full-time employees are those who are regularly assigned to and consistently work at least 

30 hours each week. Full-time employees are eligible for benefits as described herein. Full-
time employees can paid hourly or salaried depending on their employment agreement. 

2. Part-time employees are those who are regularly assigned to and work less than 30 hours 

per week. While Part-time employees may occasionally work more than 30 hours in a 
particular workweek, that by itself will not change their regular schedule. Part-time 

employees are not eligible for benefits except as described herein. Most Part-time 
employees are paid on an hourly basis. 

3. Temporary employees are those who are hired to work for a particular purpose, such as on 

a specific assignment/project or for a specific period of time, after which it is understood 
that their employment will end (unless terminated earlier by the company). 

Employees may be hired directly by the company, or through a third party such as an employment 
agency. Temporary employees working at the facility through an employment agency are 

employees of the agency and not the company. 

The company reserves the right to change the regular schedules of employees at any time. The 

company will give affected employees as much advance notice as possible of their new regular 

schedules and will advise employees of the effect of such changes on their eligibility for company 

benefits. 

Employment Status   

Employees are classified as “exempt” or “non-exempt” for purposes of overtime compensation. 

1. Non-exempt – employees who are paid on an hourly basis and are entitled to receive 

overtime compensation for all hours worked in excess of forty in a work week. 

2. Exempt – employees who are paid on a salary basis and perform certain “exempt” duties. 
“Exempt” employees typically include executives, managers, department heads, 
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professionals, and employees who perform outside sales. Exempt employees are not 

entitled to receive overtime compensation. 

The company will inform you of your employment classification and status during your orientation, 
and/or in the event of a job change such as a promotion, transfer, etc., that affects your 

classification or status. If you have any questions about your classification or status, please contact 
the People Team. 

Pay Procedures 

Full-time Salaried employees are normally paid on a semi-monthly basis. Hourly employees are 
normally paid on a bi-weekly basis. If a scheduled payday falls on a company-observed holiday, 

employees will usually be paid on the day preceding the holiday. All required deductions, such as 
federal, state, and local taxes, and all authorized voluntary deductions, such as health insurance 

contributions, will be withheld automatically from paychecks. 

Peloton Interactive, Inc. offers direct deposit to all employees. Any employee who chooses not to 
utilize direct deposit will be issued a manual check.  

Employees are responsible for ensuring that time records are accurate and complete. Falsification 
of time records will result in disciplinary action up to and including discharge. 

Administrative Pay Corrections 

Peloton Interactive, Inc. follows the federal and state wage and hour laws (Fair Labor Standards 
Act). These laws have a variety of provisions, including differentiating requirements for wages, 

overtime, vacation, absences, etc., hourly, non-exempt employees and salaried exempt employees. 
That is why you will find some differing policies on these issues in the handbook, based upon 

exempt and status. If you have any concerns about your pay, or believe there have been errors in 

payment amount, in withholding or in deductions in pay for absences, or other issues, promptly 
inform your supervisor or payroll. Please be specific in identifying your concern or the error. 

Peloton Interactive, Inc. will review the concern and will correct any errors as quickly as possible. 

You have a right to raise concerns. Peloton Interactive, Inc. appreciates your concerns because it 

allows the company to be aware of and correct pay issues before they continue and become 

account issues. No employee will suffer retaliation for raising a concern about pay. 
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Overtime  

If you are an overtime eligible (non-exempt) employee, you may be requested or required to work 

overtime. If you are an exempt employee, you are expected to manage your hours according to 
business needs. Peloton Interactive, Inc. expects you to work as long as necessary to meet the 

demands of your job. The salary received by employees treated as exempt shall constitute full 
compensation for all hours worked by the employee regardless of the number of hours and without 

regard to whether any such hours worked exceed 40 in a workweek. 

Non-exempt employees may be asked to work overtime and will receive overtime compensation at 
the rate of time and a half their regular rate of pay for all hours worked in excess of forty in a 

workweek, in accordance with the following guidelines: 

1. All overtime must be approved in advance by the employee’s immediate supervisor. 

2. “Hours worked” means time actually spent on the job. It does not include hours away from 

work due to vacation, sickness or holiday, even when those days are compensated, or time 
off that is approved (e.g., unpaid sick leave, personal leave, etc.). For example, if you work 

40 hours from Monday through Thursday, but do not work on Friday because you are on 
vacation or it is a paid holiday, you are not entitled to overtime compensation because you 

did not work more than 40 hours that week. 

In addition, non-exempt employees who work on a company holiday (see company holiday 
schedule) will receive overtime compensation at the rate of time and a half their regular rate of 

pay. 

Expense Reimbursement 

Expenses incurred by an employee must have prior approval by a Supervisor. All reimbursement 

requests will be processed like an invoice. All receipts and documentation of expense must 
accompany the reimbursement request form. Expense reports should be completed and submitted 

to Payroll or such other system or process as may be adopted by the Company from time to time.  

Timekeeping 

Accurately recording time worked is the responsibility of every employee. Time worked is the time 

actually spent on a job(s) performing assigned duties. 
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The time clock is a legal instrument. Altering, falsifying, tampering with time records, or recording 

time on another team member’s time record will result in disciplinary action, up to and including 

termination of employment.  

Authorized personnel will review time records each week. Any changes to an employee’s time 

record must be approved by his/her supervisor or appropriate person. Questions regarding the 
timekeeping system should be directed to The People Team. 

Employment Termination 

Termination of employment is an inevitable part of personnel activity within any organization, and 
many of the reasons for termination are routine. Below are a few examples of some of the most 

common circumstances under which employment is terminated: 

• Resignation – Voluntary employment termination initiated by an employee. 

• Involuntary Termination – Involuntary employment termination initiated by Peloton. 

• Layoff – Involuntary employment termination initiated by Peloton for non-disciplinary 
reasons. 

When an employee intends to terminate his/her employment with Peloton Interactive, Inc., we 
request that the employee gives at least a two-weeks notice in writing. 

Since employment with Peloton Interactive, Inc. is based on mutual consent, both the employee 

and Peloton Interactive, Inc. have the right to terminate employment at will, with or without cause. 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B E N E F I T S  

Medical, Dental and Vision Insurance 

Peloton Interactive, Inc. offers group Health, Dental and Vision insurance coverage to all full-time 

employees effective immediately.  

Please refer to the plan documents located on ADP and “The Hub” for more specific information 

concerning eligibility, benefits, claims, and procedures. The specific provisions in the plan 
documents supersede any conflicting representations in this handbook, and shall govern both the 

administration of the program and any claims for benefits under the plan.  

COBRA Coverage  

Employees have a right to continue health insurance coverage after the termination of their 

employment and under other circumstances. Detailed information about your COBRA rights is 
provided with the plan documents posted on ADP and available upon request through The People 

Team. 

Retirement Benefits 

Peloton Interactive, Inc., Inc. provides a 401(k) retirement benefit through ADP Retirement 

Services. 

All full-time and part-time employees who are over the age of 18 years are immediately eligible to 

join the plan. 

Temporary employees, as classified on the records of the Company, are eligible to join the Plan at 
21 years of age and the completion of a 1000-hour year of service. 

Peloton Interactive, Inc. will contribute a company match of up to 4% of your eligible 
compensation that you contribute to the plan for each payroll period. You are always 100% vested 

in your contributions to the Plan, as well as any earnings on them. Employees are 100% vested in 

the company match immediately. 

Paid Time Off (PTO) 

Peloton is a results-based workplace. We believe in taking personal responsibility for managing our 
own time, workload and results. To that end, we offer a Flexible Paid Time Off (PTO) policy to  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full-time staff where each employee is afforded the flexibility to take vacation, take time off for 

illness and shift schedules as necessary. Please refer to your Company Paid Time Off (PTO) policy 

for more details on your eligibility and allotment of Paid Time Off. 

Holidays 

In general, Peloton Interactive, Inc. provides paid time off to active, full-time, exempt employees 
on the following holidays: 

• New Year’s Day 

• Martin Luther King, Jr. Day 

• Presidents’ Day 

• Memorial Day 

• Independence Day (July 4th) 

• Labor Day 

• Thanksgiving Day 

• Black Friday 

• Christmas Day (December 25th) 

If eligible non-exempt employees work on a recognized Company holiday, they will receive holiday 

pay at time and a half for any hours worked.   

Paid Parental Leave 

Parental leave is paid leave associated with the birth of an employee’s own child or the placement 

of a child with the employee in connection with adoption or foster care. Peloton Interactive, Inc. 
provides twelve (12) weeks of paid parental leave paid at 100% of salary for all full-time employees 

who have been with the company for at least 6 continuous months of employment. The employee 
must provide 30 days notice of the requested leave, complete necessary paperwork and file with 

The People Team. 

The Family and Medical Leave Act (FMLA) allows employees up to 12 work weeks of unpaid leave 
annually. Paid leave under this policy will run concurrently with FMLA leave. 
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Short-Term Disability Insurance 

Peloton Interactive, Inc. provides short-term disability insurance through Unum to all full-time 

employees on the 1st of the month following date of hire.  

For qualifying events, short-term disability insurance will cover 60% of the employee’s weekly 

salary up to $2,000 per week. The insurance coverage begins the 1st day of an accident or the 8th 
day of an illness and may continue for up to 26 weeks. 

Please refer to the plan documents, posted on ADP and “The Hub” for more specific information 

concerning eligibility, benefits, claims and procedures. The specific provisions in the plan 
documents supersede any conflicting representations in this handbook, and shall govern both the 

administration of the program and any claims for benefits under the plan. 

Long-Term Disability Insurance 

Peloton Interactive, Inc. provides long-term disability insurance through Unum to all full-time 

employees on the 1st of the month following date of hire.  

For qualifying events, long-term disability insurance will cover 60% of the employee’s monthly 

salary up to $10,000 per month. The insurance coverage begins after 180 days of disability and 
benefits are payable for the period which the employee continues to meet the definition of 

disability. 

Please refer to the plan documents, posted on ADP and “The Hub” for more specific information 
concerning eligibility, benefits, claims and procedures. The specific provisions in the plan 

documents supersede any conflicting representations in this handbook, and shall govern both the 
administration of the program and any claims for benefits under the plan. 

Employee Referral Program 

All active full-time and part-time employees are eligible to participate in the Peloton Employee 
Referral Program. If an employee refers a new full-time employee the Referring Employee will be 

eligible for a one-time bonus after 90 days of that new hire’s employment. Bonus amount will vary 
based on level of open position. The employee referral bonus will be paid through the payroll 

system and is subject all income taxes. Please see the Employee Referral policy document for 

additional plan details. 
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Employee Performance Review 

Managers will conduct performance reviews and planning sessions with all regular full-time and 

regular part-time employees on an annual basis. Managers may conduct informal performance 
reviews and planning sessions more often if they choose. 

Performance reviews are designed for the Manager and the employee to discuss his / her current 
job tasks, encourage and recognize attributes, and discuss positive, purposeful approaches for 

meeting work-related goals. Together, the employee and Manager discuss ways in which the 

employee can accomplish goals or learn new skills.  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E M P L O Y E E  R E L A T I O N S  

Family and Medical Leave Act 

Basic Leave Entitlement 

Under the Federal Family and Medical Leave Act (FMLA), eligible employees are entitled to up to 12 
weeks of unpaid, job-protected leave in a rolling 12–month period for the following reasons:  

• for the birth of an employee's child and to care for the newborn child 

• for the placement of a child with an employee for adoption or foster care  

• because of a serious health condition that makes an employee unable to perform the 
essential functions of the job  

• to care for an employee's spouse, parent or child with a serious health condition  

• to care for an employee's domestic partner with a serious health condition 

• to address qualifying exigencies related to a covered service member’s call to active duty in 
the armed forces 

• 26 weeks of total leave to care for an ill or injured service member 

California Family Rights Act (CFRA) - California Employees Only 

Under the California CFRA, eligible employees are entitled to up to a total of twelve (12) weeks of 

unpaid, job-protected leave in a rolling 12-month period runs concurrent with the federal FMLA. 

Employees are entitled to up to twelve (12) weeks of leave in a rolling 12-month period for the birth 
or adoption or foster care placement of a child, to care for a child, parent, spouse or domestic 

partner with a serious health condition, or when the employee is unable to work because of their 
own serious health condition. 

Federal FMLA and California CFRA will run concurrently.  

California Pregnancy Disability Leave (PDL)  - California Employees Only 

The California PDL allows for employees disabled by pregnancy, childbirth or a related medical 
condition to take up to four months, which is defined as 17.3 weeks or 122 days, of unpaid  
job-protected leave. It does not provide for any time off for the birth or placement of a child in 

foster care or adoption. Thus, a woman with a difficult pregnancy is entitled to up to 17.3 weeks or 
122 days of disability leave (with the proper medical certification). PDL has no length of service or 
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hours worked requirement before an employee disabled by pregnancy, childbirth or related 

medical condition is entitled to a pregnancy disability leave. Employees that work part-time will 

have their PDL calculated on a prorated basis. 

Federal FMLA and California PDL will run concurrently. 

Benefits and Protections  

During FMLA leave, we will maintain your health coverage under our group health plan on the same 

terms as if you had continued to work, and you will remain responsible for your share of the 

premium. Failure to pay your share of the health insurance premium may result in loss of coverage. 
Upon return from FMLA leave, you will be restored to your original position, or a substantially 

equivalent position with equivalent pay, benefits, and other employment terms.  

If you fail to return to work after the expiration of the leave, you will be required to reimburse the 

Company for the payment of any health insurance premiums during the family leave, unless you do 

not return because of a serious health condition that prevents you from performing your job, or 
circumstances beyond your control. 

Use of FMLA leave will not result in the loss of any employment benefit that accrued prior to the start 
of an employee’s leave. However, you will not accrue benefits such as vacation, etc. during the leave.   

Eligibility Requirements  

You are eligible for leave under the FMLA if:   

1. You have worked for Peloton Interactive, Inc. for at least 12 months;   

2. Federal FMLA requires that at the time of you request your leave, you worked a minimum of 
1,250 hours over the previous 12 months. 

3. At least 50 employees are employed by Peloton Interactive, Inc. within 75 miles. (Note this 

requirement does not apply to requests for leave under the California CFRA.) 

Definition of Serious Health Condition  

A serious health condition is an illness, injury, impairment, or physical or mental condition that 
involves either an overnight stay in a medical care facility, or continuing treatment by a health care 

provider for a condition that either prevents the employee from performing the functions of the 

employee’s job, or prevents the qualified family member from participating in school or other daily 
activities.  
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Subject to certain conditions, the continuing treatment requirement may be met by a period of 

incapacity of more than 3 consecutive calendar days combined with at least two visits to a health 

care provider or one visit and a regimen of continuing treatment, or incapacity due to pregnancy, 
or incapacity due to a chronic condition. Other conditions may meet the definition of continuing 

treatment.  

Use of Leave  

An employee does not need to use this leave entitlement in one block. Leave can be taken 

intermittently or on a reduced leave schedule when medically necessary. Employees must make 
reasonable efforts to schedule leave for planned medical treatment so as not to unduly disrupt our 

operations. Leave due to qualifying exigencies may also be taken on an intermittent basis.  

Substitution of Paid Leave for Unpaid Leave  

Employees may choose the use of accrued PTO while taking FMLA leave. In order to use PTO for 

FMLA leave, you must comply with our normal paid leave policies.  

Military Family Leave Entitlements 

Eligible employees with a spouse, son, daughter, or parent on active duty or call to active duty status in 
the National Guard or Reserves in support of a contingency operation may use their 12-week leave 

entitlement to address certain qualifying exigencies. Qualifying exigencies may include attending 

certain military events, arranging for alternative childcare, addressing certain financial and legal 
arrangements, attending certain counseling sessions, and attending post-deployment reintegration 

briefings.  

Eligible employees are also entitled to a special leave under the FMLA, which permits them to take up 

to 26 weeks of leave to care for a covered service member during a single 12-month period. A covered 

service member is a current member of the Armed Forces, including a member of 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; is in outpatient status; or is on the 

temporary disability retired list. 
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Employee Responsibilities  

To request a leave, please contact a member of The People Team. 

Employees must provide 30 days advance notice of the need to take FMLA leave when the need is 
foreseeable. When 30 days’ notice is not possible, you must provide notice as soon as practicable and 

comply with our established call-in procedures (unless unusual circumstances prevent you from doing 
so).  

When requesting leave, you must provide sufficient information for us to determine if your leave 

qualifies for FMLA protection and the anticipated timing and duration of the leave. This may include 
information that you are unable to perform your job functions; that the family member is unable to 

perform daily activities; the need for hospitalization or continuing treatment by a health care provider; 
or, circumstances supporting your need for military family leave. You also must inform us if the 

requested leave is for a reason for which FMLA leave was previously taken or certified. You may also be 

required to provide medical certification and periodic recertification supporting your need for leave. 
Peloton Interactive, Inc. has the right to obtain a second or third medical opinion under certain 

conditions as provided by the FMLA and state law. 

Employer Responsibilities 

We will inform all employees requesting leave whether they are eligible for leave under FMLA. If you 

are eligible for leave under FMLA, the notice you receive will specify any additional information 
required, as well as your rights and responsibilities. If you are not eligible, we will provide a reason for 

your ineligibility.  

We will also inform all eligible employees if their leave will be designated as FMLA-protected and the 

amount of leave that will be counted against their leave entitlement. If we determine that your leave is 

not FMLA-protected, we will notify you.  

Unlawful Acts 

The FMLA makes it unlawful for any employer to: 

• Interfere with, restrain, or deny the exercise of any right provided under FMLA; 

• Discharge or discriminate against any person for opposing any practice made unlawful by FMLA 

or for involvement in any proceeding under or relating to FMLA. 
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Military Leave 

Peloton will provide benefits and job protection for those individuals serving in the military in 

accordance with the Uniformed Services Employment and Re-employment Rights Act of 1994 
(USERRA). Advance notice of military service is required, unless military necessity prevents such 

notice or it is otherwise impossible or unreasonable. 

Employees will continue to receive full pay while on leave for two-week training assignments and 

shorter absences. The portion of any military leaves of absence in excess of two weeks will be unpaid. 

However, employees may use any available paid time off for the absence. PTO benefits that 
employees may be entitled to will continue to accrue during a military leave of absence. 

Employees returning from military leave will be placed in the position they would have attained had 
they remained continuously employed or a comparable one depending on the length of military 

service in accordance with USERRA. They will be treated as though they were continuously employed 

for purposes of determining benefits based on length of service.  

Other Employment 

If you are on leave, you may not accept other employment without prior approval from 
management. Other employment may be approved if it is substantially different and limited in time 

and scope as compared to your job duties with the Company. If you accept other employment 

without prior approval, you may be subject to disciplinary action up to and including termination. 

State Specific Protections 

CALIFORNIA EMPLOYEES ONLY 
Crime Victim Leave  

Employees based in California, who are victims of certain types of crime, are entitled to take leave 

without fear of being disciplined or discharged. Whenever possible, employees must provide their 
employers with reasonable advance notice of their need for crime victim leave. 

Employees who are victims of violent felonies defined by Penal Code §667.5(c) or serious felonies 
defined by Penal Code §1192.7(c), as well as felonies related to theft or embezzlement, are allowed 

to take time off to appear in court to be heard at any proceeding, including any delinquency 

proceeding, a post-arrest release decision, plea, sentencing, post-conviction release decision, or 
any proceeding in which a right of the victim is at issue.  
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"Victim" broadly includes any person who suffers direct or threatened physical, psychological, or 

financial harm as a result of the commission or attempted commission of a crime or delinquent act. 

The term "victim" also includes the employee’s spouse, parent, child, sibling, or guardian.  

Peloton Interactive, Inc. will allow California based employees to take a reasonable amount of 

crime victim leave (the exact amount of leave allowed is not specified by the crime victim leave 
provisions and will be in accordance with your manager’s reasonable discretion).  

California based employees are entitled to take crime victim leave intermittently or as a reduced 

work schedule. Intermittent leave is leave taken in separate blocks of time for any reason covered 
by the crime victim leave provisions. Reduced leave schedules are work schedules that reduce 

employees' usual number of hours per workday or workweek to take crime victim leave.  

You must notify your manager in advance if you need to take crime victim leave "unless the 

advance notice is not feasible." Peloton Interactive, Inc. is strictly prohibited from taking any 

adverse action against you as a result of an unscheduled absence related to the specified court 
proceedings if you provide certification of the court-related absence within a reasonable period of 

time after the absence. Crime victim leave can be paid or unpaid. You are able to substitute 
accrued PTO for the leave.  

CALIFORNIA EMPLOYEES ONLY 
Leave for Victims of Domestic Abuse, Sexual Assault or Stalking 

If you are a California based employee and you are a victim of domestic violence, sexual assault or 

stalking, you are entitled to unpaid time off for up to 12 weeks to obtain help from a court, seek 
medical attention, obtain services from an appropriate shelter, program or crisis center, obtain 

psychological counseling, or participate in safety planning, such as permanent or temporary 

relocation. 

Peloton Interactive, Inc. may request that you provide a written certification that you are a victim 

of domestic violence, sexual assault or stalking, and that the requested accommodation is for your 
safety while at work. The employer may request recertification every six months. Any 

documentation provided to Peloton Interactive, Inc. identifying an employee as a victim of 

domestic violence, sexual assault or stalking must be kept confidential and not disclosed by Peloton 
Interactive, Inc. except as required by law or necessary for the safety of employees in the 

workplace. Peloton Interactive, Inc. must give the employee notice before any disclosure of the 
information is made.  
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You may request a new accommodation based on changed circumstances, and in such a case, 

Peloton Interactive, Inc. must repeat the interactive process with the employee. You are required 

to notify Peloton Interactive Inc. when an accommodation is no longer needed.  

CALIFORNIA EMPLOYEES ONLY 
School Visitation Leave 

If you are a California based employee and you are a parent or guardian of a pupil you are entitled 

to take time off to appear in the pupil’s school at the request of the pupil’s teacher or school 

administrator, if you give reasonable advance notice to your manager or supervisor. 

CALIFORNIA EMPLOYEES ONLY 
Volunteer Firefighter Leave  

If you are a California based employee and you are a volunteer firefighter you may take temporary, 

unpaid leaves of absence, not to exceed an aggregate of 14 days per calendar year, for the purpose 

of engaging in fire or law enforcement training. You must provide your manager with at least 30 
days prior written notice that you intent to take such leave. 

ILLINOIS EMPLOYEES ONLY 
Military Family Leave 

If you are an Illinois based employee and you have a spouse who is a member of the National 

Guard, Reserves, or Armed Forces, and who is deployed during a period of military combat to a 
combat theater or combat zone of operations, you may take up to thirty days of leave while your 

spouse is on leave during deployment.  

NEW YORK EMPLOYEES ONLY 
Military Family Leave 

If you are a New York based employee and you have a spouse who is a member of the National 
Guard, Reserves, or Armed Forces, and who is deployed during a period of military combat to a 

combat theater or combat zone of operations, you may take up to ten days of leave while your 
spouse is on leave during deployment. 

Employee Records 

Employees are responsible updating any changes in their personal information, such as home address, 
email address, telephone number in Employee Self Service in ADP, or such other payroll system that 
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the Company may adopt from time to time. Any updates to marital status or number of dependents 

should be reported to the payroll department. Appropriate documentation may be required.  

Employees may review the contents of their personnel files on written request to the Executive team. 
If an employee disagrees with any information in the file, he/she may provide a written statement of 

explanation, which will be placed in the file and included whenever a copy of the file is released to a 
third party. The Executive team has up to seven days from receipt date of written request, to 

produce said copy of employee file.  

Personal Appearance and Demeanor 

Discretion in style of dress and behavior is essential to the efficient operation of the Company. 

Employees are therefore required to dress in appropriate attire and behave in a professional, 
businesslike manner. Employees should use judgment in their choice of work clothes and should 

remember to conduct themselves at all times in a way that best represents themselves and the 

Company, during and after business hours at special functions. Certain departments may have a 
specific dress code for work and safety reasons. Consult your supervisor if you have any questions 

about appropriate business attire and/or behavior  

Confidential Information 

Information concerning the business affairs of Peloton Interactive, Inc., its suppliers and customers is 

considered confidential and should not be discussed outside of work. Such confidential information 
includes, but is not limited to compensation data, financial information, marketing strategies, pending 

projects and proposals and proprietary production processes. Employees wanting to review their 
personnel file may do so. Request should be made to the Executive team and arrangements will be 

made to view the contents of the file. Questions concerning this policy, including what constitutes 

confidential information, should be referred to your manager, supervisor or the People Team. 
Violation of this provision may result in disciplinary action up to and including discharge. 

Company Equipment 

Employees are responsible for the proper use, protection and maintenance of all equipment and 

property furnished or made available to them by the Company. Unauthorized or abusive use of such 

property is prohibited. 

Certain employees will be issued keys during their employment to enable them to carry out their job 

duties. These keys remain the property of the Company and may not be duplicated. All equipment, 
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keys and other Company property must be returned on the last day of employment, or sooner, if 

requested. 

Violation of this provision may result in disciplinary action, up to and including discharge. 

Disciplinary Action 

Every Employee makes important contributions to the success of our company. Standards are 
developed to promote productivity and to help ensure that you enjoy a cooperative and safe work 

environment. You are expected to meet performance and conduct standards and comply with 

company policies at all times. When issues arise involving performance, conduct or policy 
violations, corrective action may be taken, up to and including termination of employment. The 

company retains the right to deviate from this policy at any time. 

Disciplinary action may be initiated for various performance and/or conduct issues, including but 

not limited to, violations of the company's policies, procedures, practices, work standards, health 

and safety rules, attendance standards, unsatisfactory job performance, insubordination or other 
acts of misconduct. Corrective action may range from counseling to immediate termination.  

You or the company may terminate the employment relationship at will at any time, with or without 
cause, with or without notice, and without following any formal system of corrective action, 

progressive discipline or notice. Nothing in this policy will alter the at-will nature of the 

employment relationship. 

Safety 

Peloton Interactive, Inc. makes every reasonable effort to ensure a safe working environment for 
all employees. We expect our employees, supervisors, and managers to use safe work practices and 

follow all safety policies and procedures established by the company. In addition, all employees and 

supervisors are required and encouraged to report any unsafe or hazardous conditions that may 
exist in their work environment. Every effort will be made to remedy any identified hazard as soon 

as possible. If the hazard cannot be remedied immediately, any exposure to it should be limited to 
the extent possible. Employees are also required to keep their work areas clear and free of debris. 

Employees who experience an illness or injury due to an accident or other action at work are 

required to notify their supervisor immediately and complete a written accident report, regardless 
of the severity of the injury. Failure to promptly report a work-related injury or illness will result in 

discipline, up to and including discharge. 
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Employees recovering from work-related illnesses/injuries and/or participating in a restricted duty 

program are expected to observe their medical restrictions and limitations at all times, both on and 

off the job. Employees who disregard their restrictions or engage in conduct inconsistent with their 
limitations will be subject to discipline, up to and including discharge, regardless of where or when 

such conduct occurs, particularly where such conduct may operate to aggravate the employee’s 
condition and/or prolong his/her recovery, eligibility for restricted duty or absence from work. 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A C K N O W L E D G M E N T  O F  R E C E I P T  

By signing below, I acknowledge that I have received a copy of Peloton Interactive, Inc.’s Employee 

Handbook.  The Employee Handbook describes important employee policies and procedures, and I 

understand that it is my responsibility to read and comply with the policies contained in this 
handbook and any revisions made to it. 

 

Employee’s Signature 
 
 

Employee’s Name (Print) 

 

Date 
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