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FEDERALFEDERAL
Labor LawsLabor Laws

The Employee Polygraph Protection Act prohibits most private employers from using lie detector tests either for 

pre‑employment screening or during the course of employment.

PROHIBITIONSEmployers are generally prohibited from requiring or requesting any employee or job applicant to take a lie detector test, and from 

discharging, disciplining, or discriminating against an employee or prospective employee for refusing to take a test or for exercising 

other rights under the Act. EXEMPTIONS
Federal, State and local governments are not affected by the law. Also, the law does not apply to tests given by the Federal 

Government to certain private individuals engaged in national security-related activities.

The Act permits polygraph (a kind of lie detector) tests to be administered in the private sector, subject to restrictions, to certain 

prospective employees of security service firms (armored car, alarm, and guard), and of pharmaceutical manufacturers, distributors 

and dispensers.

The Act also permits polygraph testing, subject to restrictions, of certain employees of private firms who are reasonably suspected 

of involvement in a workplace incident (theft, embezzlement, etc.) that resulted in economic loss to the employer.

The law does not preempt any provision of any State or local law or any collective bargaining agreement which is more restrictive 

with respect to lie detector tests.EXAMINEE RIGHTSWhere polygraph tests are permitted, they are subject to numerous strict standards concerning the conduct and length of the test. 

Examinees have a number of specific rights, including the right to a written notice before testing, the right to refuse or discontinue 

a test, and the right not to have test results disclosed to unauthorized persons.

ENFORCEMENTThe Secretary of Labor may bring court actions to restrain violations and assess civil penalties against violators.  

Employees or job applicants may also bring their own court actions.

THE LAW REQUIRES EMPLOYERS TO DISPLAY THIS POSTER WHERE EMPLOYEES AND JOB APPLICANTS CAN READILY SEE IT.

DEPARTMENT OF LABOR UNITED STATES OF AMERICA WHD WAGE AND HOUR DIVISION UNITED STATES DEPARTMENT OF LABOR 1‑866‑487‑9243 TTY: 1-877-889-5627  www.dol.gov/whd
WH1462

Employee Rights  Employee Polygraph Protection Act

REV. 07/2016
USERRA protects the job rights of individuals who voluntarily or involuntarily leave employment positions to undertake military service or certain types of service in the National Disaster Medical System. 

USERRA also prohibits employers from discriminating against past and present members of the uniformed services, and applicants to the uniformed services.

REEMPLOYMENT RIGHTSYou have the right to be reemployed in your civilian job if you leave that job to perform service in the uniformed service and:

• you ensure that your employer receives advance written or verbal notice of your service;

• you have five years or less of cumulative service in the uniformed services while with that particular employer;

• you return to work or apply for reemployment in a timely manner after conclusion of service; and

• you have not been separated from service with a disqualifying discharge or under other than honorable conditions.

If you are eligible to be reemployed, you must be restored to the job and benefits you would have attained if you had not been 

absent due to military service or, in some cases, a comparable job.
RIGHT TO BE FREE FROM DISCRIMINATION AND RETALIATION

If you:
• are a past or present member of the uniformed service;

• have applied for membership in the uniformed service; 
or • are obligated to serve in the uniformed service;

then an employer may not deny you:• initial employment;• reemployment;• retention in employment;
• promotion; or• any benefit of employment

because of this status.In addition, an employer may not retaliate against anyone assisting in the enforcement of USERRA rights, including testifying or 

making a statement in connection with a proceeding under USERRA, even if that person has no service connection.

HEALTH INSURANCE PROTECTION• If you leave your job to perform military service, you have the right to elect to continue your existing employer-based health 

plan coverage for you and your dependents for up to 24 months while in the military.

• Even if you don’t elect to continue coverage during your military service, you have the right to be reinstated in your 

employer’s health plan when you are reemployed, generally without any waiting periods or exclusions (e.g., pre-existing 

condition exclusions) except for service-connected illnesses or injuries.

ENFORCEMENT• The U.S. Department of Labor, Veterans Employment and Training Service (VETS) is authorized to investigate and resolve 

complaints of USERRA violations.• For assistance in filing a complaint, or for any other information on USERRA, contact VETS at 1‑866‑4‑USA‑DOL or 

visit its website at https://www.dol.gov/agencies/vets/. An interactive online USERRA Advisor can be viewed at 

https://webapps.dol.gov/elaws/vets/userra.
• If you file a complaint with VETS and VETS is unable to resolve it, you may request that your case be referred to the 

Department of Justice or the Office of Special Counsel, as applicable, for representation.

• You may also bypass the VETS process and bring a civil action against an employer for violations of USERRA.

The rights listed here may vary depending on the circumstances. The text of this notice was prepared by VETS, and may be viewed 

on the internet at this address: https://www.dol.gov/agencies/vets/programs/userra/poster Federal law requires employers to 

notify employees of their rights under USERRA, and employers may meet this requirement by displaying the text of this notice 

where they customarily place notices for employees.U.S. Department of Labor • 1‑866‑487‑2365 U.S. Department of Justice Office of Special Counsel  

Employer Support of the Guard and Reserve • 1‑800‑336‑4590

Your Rights Under USERRA  
The Uniformed Services Employment and Reemployment Rights Act

The U.S. Equal Employment Opportunity Commission (EEOC) enforces Federal laws that protect you from discrimination in employment. If you believe you’ve been discriminated against at 

work or in applying for a job, the EEOC may be able to help.
Who is Protected?• Employees (current and former), including managers 

and temporary employees• Job applicants• Union members and applicants for membership in 
a union

What Organizations are Covered?• Most private employers• State and local governments (as employers)
• Educational institutions (as employers)

• Unions• Staffing agenciesWhat Types of Employment Discrimination are 
Illegal?

Under the EEOC’s laws, an employer may not discriminate 
against you, regardless of your immigration status, on the 
bases of:

• Race
• Color

• Religion• National origin• Sex (including pregnancy and related conditions, 
sexual orientation, or gender identity)

• Age (40 and older)• Disability• Genetic information (including employer requests 
for, or purchase, use, or disclosure of genetic tests, 
genetic services, or family medical history)

• Retaliation for filing a charge, reasonably opposing 
discrimination, or participating in a discrimination 
lawsuit, investigation, or proceeding.What Employment Practices can be Challenged as 

Discriminatory?All aspects of employment, including:• Discharge, firing, or lay-off• Harassment (including unwelcome verbal or physical 
conduct)• Hiring or promotion• Assignment• Pay (unequal wages or compensation)

• Failure to provide reasonable accommodation for 
a disability or a sincerely-held religious belief, 
observance or practice• Benefits• Job training• Classification• Referral• Obtaining or disclosing genetic information of 

employees• Requesting or disclosing medical information of 
employees• Conduct that might reasonably discourage someone 

from opposing discrimination, filing a charge, or 
participating in an investigation or proceeding.

What can You Do if You Believe Discrimination has 
Occurred?

Contact the EEOC promptly if you suspect discrimination. Do 
not delay, because there are strict time limits for filing a charge 

of discrimination (180 or 300 days, depending on where you 
live/work). You can reach the EEOC in any of the following 
ways:

Submit an inquiry through the EEOC’s public portal: 
 https://publicportal.eeoc.gov/Portal/Login.aspx

Call 1–800–669–4000 (toll free) 
 1–800–669–6820 (TTY)  1–844–234–5122 (ASL video phone)

Visit an EEOC field office (information at 
 www.eeoc.gov/field-office)E‑Mail info@eeoc.gov

Additional information about the EEOC, including information about filing a charge of discrimination, is available at www.eeoc.gov.

EMPLOYERS HOLDING FEDERAL CONTRACTS OR SUBCONTRACTSThe Department of Labor’s Office of Federal Contract 
Compliance Programs (OFCCP) enforces the nondiscrimination 

and affirmative action commitments of companies doing 
business with the Federal Government. If you are applying for 

a job with, or are an employee of, a company with a Federal 
contract or subcontract, you are protected under Federal law 
from discrimination on the following bases:

Race, Color, Religion, Sex, Sexual Orientation, 
Gender Identity, National OriginExecutive Order 11246, as amended, prohibits employment 

discrimination by Federal contractors based on race, color, 
religion, sex, sexual orientation, gender identity, or national 
origin, and requires affirmative action to ensure equality of 
opportunity in all aspects of employment.Asking About, Disclosing, or Discussing Pay

Executive Order 11246, as amended, protects applicants and 
employees of Federal contractors from discrimination based on 

inquiring about, disclosing, or discussing their compensation 
or the compensation of other applicants or employees.

Disability
Section 503 of the Rehabilitation Act of 1973, as amended, 
protects qualified individuals with disabilities from 
discrimination in hiring, promotion, discharge, pay, 
fringe benefits, job training, classification, referral, and 
other aspects of employment by Federal contractors. 
Disability discrimination includes not making reasonable 
accommodation to the known physical or mental limitations 
of an otherwise qualified individual with a disability who 
is an applicant or employee, barring undue hardship to the 
employer. Section 503 also requires that Federal contractors 
take affirmative action to employ and advance in employment 

qualified individuals with disabilities at all levels of 
employment, including the executive level.Protected Veteran StatusThe Vietnam Era Veterans’ Readjustment Assistance Act of 

1974, as amended, 38 U.S.C. 4212, prohibits employment 
discrimination against, and requires affirmative action to 
recruit, employ, and advance in employment, disabled 
veterans, recently separated veterans (i.e., within three years 
of discharge or release from active duty), active duty wartime 

or campaign badge veterans, or Armed Forces service medal 
veterans.

Retaliation
Retaliation is prohibited against a person who files a complaint 

of discrimination, participates in an OFCCP proceeding, or 
otherwise opposes discrimination by Federal contractors under 

these Federal laws.Any person who believes a contractor has violated its 
nondiscrimination or affirmative action obligations under 
OFCCP’s authorities should contact immediately:

The Office of Federal Contract Compliance Programs (OFCCP) 
U.S. Department of Labor 200 Constitution Avenue, N.W. Washington, D.C. 20210 1–800–397–6251 (toll-free)If you are deaf, hard of hearing, or have a speech disability, 

please dial 7–1–1 to access telecommunications relay services. 

OFCCP may also be contacted by submitting a question online 

to OFCCP’s Help Desk at https://ofccphelpdesk.dol.gov/s/, 
or by calling an OFCCP regional or district office, listed 
in most telephone directories under U.S. Government, 
Department of Labor and on OFCCP’s “Contact Us” webpage at 

https://www.dol.gov/agencies/ofccp/contact.PROGRAMS OR ACTIVITIES RECEIVING FEDERAL FINANCIAL ASSISTANCERace, Color, National Origin, SexIn addition to the protections of Title VII of the Civil Rights Act 

of 1964, as amended, Title VI of the Civil Rights Act of 1964, 
as amended, prohibits discrimination on the basis of race, 
color or national origin in programs or activities receiving 
Federal financial assistance. Employment discrimination is 
covered by Title VI if the primary objective of the financial 
assistance is provision of employment, or where employment 

discrimination causes or may cause discrimination in providing 

services under such programs. Title IX of the Education 
Amendments of 1972 prohibits employment discrimination 
on the basis of sex in educational programs or activities which 

receive Federal financial assistance.Individuals with DisabilitiesSection 504 of the Rehabilitation Act of 1973, as amended, 
prohibits employment discrimination on the basis of disability 

in any program or activity which receives Federal financial 
assistance. Discrimination is prohibited in all aspects of 
employment against persons with disabilities who, with or 
without reasonable accommodation, can perform the essential 

functions of the job.If you believe you have been discriminated against in a 
program of any institution which receives Federal financial 
assistance, you should immediately contact the Federal agency 

providing such assistance.

Know Your Rights: Workplace Discrimination is Illegal

REV. 10/20/2022

FEDERAL MINIMUM WAGE $7.25 PER HOUR BEGINNING JULY 24, 2009
The law requires employers to display this poster where employees can readily see it.

OVERTIME PAYAt least 1½ times the regular rate of pay for all hours worked over 40 in a workweek.

CHILD LABORAn employee must be at least 16 years old to work in most non-farm jobs and at least 18 to work in non-farm jobs 

declared hazardous by the Secretary of Labor. Youths 14 and 15 years old may work outside school hours in various non-

manufacturing, non-mining, non-hazardous jobs with certain work hours restrictions. Different rules apply in agricultural 

employment.
TIP CREDIT

Employers of “tipped employees” who meet certain conditions may claim a partial wage credit based on tips received by 

their employees. Employers must pay tipped employees a cash wage of at least $2.13 per hour if they claim a tip credit 

against their minimum wage obligation. If an employee’s tips combined with the employer’s cash wage of at least $2.13 

per hour do not equal the minimum hourly wage, the employer must make up the difference.

NURSING MOTHERSThe FLSA requires employers to provide reasonable break time for a nursing mother employee who is subject to the FLSA’s 

overtime requirements in order for the employee to express breast milk for her nursing child for one year after the child’s 

birth each time such employee has a need to express breast milk. Employers are also required to provide a place, other than 

a bathroom, that is shielded from view and free from intrusion from coworkers and the public, which may be used by the 

employee to express breast milk.

ENFORCEMENTThe Department has authority to recover back wages and an equal amount in liquidated damages in instances of 

minimum wage, overtime, and other violations. The Department may litigate and/or recommend criminal prosecution. 

Employers may be assessed civil money penalties for each willful or repeated violation of the minimum wage or overtime 

pay provisions of the law. Civil money penalties may also be assessed for violations of the FLSA’s child labor provisions. 

Heightened civil money penalties may be assessed for each child labor violation that results in the death or serious injury of 

any minor employee, and such assessments may be doubled when the violations are determined to be willful or repeated. 

The law also prohibits retaliating against or discharging workers who file a complaint or participate in any proceeding 

under the FLSA.
ADDITIONAL INFORMATION• Certain occupations and establishments are exempt from the minimum wage, and/or overtime pay provisions.

• Special provisions apply to workers in American Samoa, the Commonwealth of the Northern Mariana Islands, and 

the Commonwealth of Puerto Rico.• Some state laws provide greater employee protections; employers must comply with both.

• Some employers incorrectly classify workers as “independent contractors” when they are actually employees under 

the FLSA. It is important to know the difference between the two because employees (unless exempt) are entitled to 

the FLSA’s minimum wage and overtime pay protections and correctly classified independent contractors are not.

• Certain full-time students, student learners, apprentices, and workers with disabilities may be paid less than the 

minimum wage under special certificates issued by the Department of Labor.

DEPARTMENT OF LABOR UNITED STATES OF AMERICA WHD WAGE AND HOUR DIVISION UNITED STATES DEPARTMENT OF LABOR 1‑866‑487‑9243 TTY: 1-877-889-5627  www.dol.gov/whd
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Employee Rights Under the Fair Labor Standards Act

REV. 07/2016

REV. 05/2022

All workers have the right to: � A safe workplace. � Raise a safety or health concern with
your employer or OSHA, or report a work-
related injury or illness, without being 
retaliated against.  � Receive information and training on job

hazards, including all hazardous substances 
in your workplace.  � Request a confidential OSHA inspection

of your workplace if you believe there are 
unsafe or unhealthy conditions. You have 
the right to have a representative contact 
OSHA on your behalf. � Participate (or have your representative

participate) in an OSHA inspection and 
speak in private to the inspector. � File a complaint with OSHA within 30 days

(by phone, online or by mail) if you have been
retaliated against for using your rights. 

 � See any OSHA citations issued to your
employer.

 � Request copies of your medical records, tests
that measure hazards in the workplace, and 
the workplace injury and illness log.

Employers must:
 � Provide employees a workplace free from
recognized hazards. It is illegal to retaliate 
against an employee for using any of their 
rights under the law, including raising a health 

and safety concern with you or with OSHA, or 

reporting a work-related injury or illness.
 � Comply with all applicable OSHA standards.
 � Notify OSHA within 8 hours of a workplace
fatality or within 24 hours of any work-related
inpatient hospitalization, amputation, or loss 
of an eye.

 � Provide required training to all workers in a
language and vocabulary they can understand. 

 � Prominently display this poster in the workplace.
 � Post OSHA citations at or near the place of
the alleged violations.

On-Site Consultation services are available to 

small and medium-sized employers, without 
citation or penalty, through OSHA-supported 
consultation programs in every state.

Contact OSHA. We can help. 

1-800-321-OSHA (6742)  •  TTY 1-877-889-5627  •  www.osha.gov

This poster is available free from OSHA.
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U.S. Department of Labor

LEAVE ENTITLEMENTSEligible employees who work for a covered employer can take up to 12 weeks of unpaid, job-protected leave in a 12-month 

period for the following reasons:• The birth of a child or placement of a child for adoption or foster care;

• To bond with a child (leave must be taken within 1 year of the child’s birth or placement);

• To care for the employee’s spouse, child, or parent who has a qualifying serious health condition;

• For the employee’s own qualifying serious health condition that makes the employee unable to perform the 

employee’s job;• For qualifying exigencies related to the foreign deployment of a military member who is the employee’s spouse, 

child, or parent.An eligible employee who is a covered servicemember’s spouse, child, parent, or next of kin may also take up to 26 weeks of 

FMLA leave in a single 12-month period to care for the servicemember with a serious injury or illness.

An employee does not need to use leave in one block. When it is medically necessary or otherwise permitted, employees 

may take leave intermittently or on a reduced schedule.
Employees may choose, or an employer may require, use of accrued paid leave while taking FMLA leave. If an employee 

substitutes accrued paid leave for FMLA leave, the employee must comply with the employer’s normal paid leave policies.

BENEFITS & PROTECTIONSWhile employees are on FMLA leave, employers must continue health insurance coverage as if the employees were  

not on leave.
Upon return from FMLA leave, most employees must be restored to the same job or one nearly identical to it with 

equivalent pay, benefits, and other employment terms and conditions.

An employer may not interfere with an individual’s FMLA rights or retaliate against someone for using or trying to use FMLA 

leave, opposing any practice made unlawful by the FMLA, or being involved in any proceeding under or related to the FMLA.

ELIGIBILITY REQUIREMENTSAn employee who works for a covered employer must meet three criteria in order to be eligible for FMLA leave. The 

employee must:
• Have worked for the employer for at least 12 months;

• Have at least 1,250 hours of service in the 12 months before taking leave;* and

• Work at a location where the employer has at least 50 employees within 75 miles of the employee’s worksite.

*Special “hours of service” requirements apply to airline flight crew employees.

REQUESTING LEAVEGenerally, employees must give 30-days’ advance notice of the need for FMLA leave. If it is not possible to give 30-days’ 

notice, an employee must notify the employer as soon as possible and, generally, follow the employer’s usual procedures.

Employees do not have to share a medical diagnosis, but must provide enough information to the employer so it can 

determine if the leave qualifies for FMLA protection. Sufficient information could include informing an employer that the 

employee is or will be unable to perform his or her job functions, that a family member cannot perform daily activities, 

or that hospitalization or continuing medical treatment is necessary. Employees must inform the employer if the need for 

leave is for a reason for which FMLA leave was previously taken or certified.

Employers can require a certification or periodic recertification supporting the need for leave. If the employer determines 

that the certification is incomplete, it must provide a written notice indicating what additional information is required.

EMPLOYER RESPONSIBILITIESOnce an employer becomes aware that an employee’s need for leave is for a reason that may qualify under the FMLA, the 

employer must notify the employee if he or she is eligible for FMLA leave and, if eligible, must also provide a notice of rights 

and responsibilities under the FMLA. If the employee is not eligible, the employer must provide a reason for ineligibility.

Employers must notify its employees if leave will be designated as FMLA leave, and if so, how much leave will be 

designated as FMLA leave.ENFORCEMENTEmployees may file a complaint with the U.S. Department of Labor, Wage and Hour Division, or may bring a private lawsuit 

against an employer.The FMLA does not affect any federal or state law prohibiting discrimination or supersede any state or local law or collective 

bargaining agreement that provides greater family or medical leave rights.

DEPARTMENT OF LABOR UNITED STATES OF AMERICA WHD
For additional information or to file a complaint:1-866-4-USWAGE (1-866-487-9243)  TTY: 1-877-889-5627 www.dol.gov/whdU.S. Department of Labor • Wage and Hour Division • WH1420

United States Department of Labor

FLSA

Employee Rights Under the Family and Medical Leave Act

The United States Department of Labor Wage and Hour Division

FMLA

Discrimination

U.S. Equal Employment Opportunity Commission

REV. 04/2016United States Department of Labor

United States Department of Labor
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MONTANAMONTANA
Labor LawsLabor Laws

Montana Department of LABOR & INDUSTRY Employment Relations DivisionMONTANA’S MINIMUM WAGE(Effective 1/1/2023)

$9.95**The minimum wage is subject to a cost-of-living adjustment based on the Consumer Price Index no later than September 

30th of each year. Montana’s minimum wage is to be the greater of the federal or current state minimum wage.

Exception: A business not covered by the Fair Labor Standards Act whose gross annual sales are $110,000 or less may pay $4.00 

per hour. However, if an individual employee is producing or moving goods between states or otherwise covered by the Fair Labor 

Standards Act, that employee must be paid the greater of either the federal minimum wage or Montana’s minimum wage.

NO TIP CREDIT, TRAINING WAGE OR MEAL CREDIT IS ALLOWED IN THE STATE OF MONTANA
OVERTIME PAY

Employees who work in excess of 40 hours in a workweek must receive overtime compensation at a rate of at least 1½ times their 

regular hourly rate for those hours worked over 40. There are exclusions from overtime pay. This information can be obtained by calling 

our office at (406) 444-6543.

PAYMENT OF WAGES

WHILE STILL EMPLOYED: An employee must be paid within 10 business days after the end of the pay period.

WHEN SEPARATED FROM EMPLOYMENT: When an employee quits, wages are due on the next scheduled pay day for the period in 

which the employee was separated, or 15 calendar days, whichever occurs first.

TERMINATED FOR CAUSE: When an employee is laid off or discharged, all wages are due immediately (within four hours or end of 

the business day, whichever occurs first), unless the employer has a preexisting, written policy that extends the time for payment. The 

wages cannot be delayed beyond the next pay day for the period in which the separation occurred, or 15 calendar days, whichever 

occurs first.

FOR ADDITIONAL INFORMATION PLEASE CONTACT:
DEPARTMENT OF LABOR & INDUSTRY 

COMPLIANCE & INVESTIGATIONS BUREAU 
PO BOX 201503 HELENA MT 59620-1503 PHONE (406) 444-6543 EMAIL: DLIERDWage@mt.govPlease visit us on the web at: www.mtwagehourbopa.com

Employment Discrimination is Against the Law

NOTICE: This state requires an employer to display a Workers’ Compensation posting furnished by the employer’s insurance carrier or a state 

agency. Employers should contact their insurance carrier or the appropriate state agency to obtain a copy of this state’s Workers’ Compensation 

posting or notice of compliance/certificate of insurance. Employees should refer to the Workers’ Compensation posting or notice of compliance/

certificate of insurance furnished by the state or the employer’s insurance carrier for information about Workers’ Compensation.

THIS NOTICE IS FOR INFORMATIONAL PURPOSES ONLY. IT DOES NOT FULFILL  

THIS STATE’S WORKERS’ COMPENSATION POSTING REQUIREMENT.

NOTICE: This state has its own minimum wage law. Employers are also required to display the federal Employee Rights Under the Fair 

Labor Standards Act posting, which indicates the federal minimum wage. Where federal and state rates both apply to an employee, the U.S. 

Department of Labor dictates that the employee is entitled to the higher minimum wage rate.
THIS NOTICE IS FOR INFORMATIONAL PURPOSES ONLY.

NOTICE: Employers must contact their local unemployment office or the state agency responsible for unemployment compensation to receive 

the official Unemployment Insurance posting. Employees should contact their local unemployment office for information on how to claim 

unemployment benefits.

THIS NOTICE IS FOR INFORMATIONAL PURPOSES ONLY. IT DOES NOT FULFILL  

THIS STATE’S UNEMPLOYMENT INSURANCE POSTING REQUIREMENT.

Department of Labor & Industry, Employment Relations Division

Employment 
Employment Discrimination

Discrimination

Minimum Wage
Minimum Wage

Discrimination
Discrimination

MONTANA LAW PHOHIBITS DISCRIMINATION & RETALIATION

in employment, housing, education, public accommodations, credit, finance, insurance, 

& state / local government.Discrimination is unlawful if based on one of these protected classes:ANY AGE
PHYSICAL DISABILITY MENTAL DISABILITY

RACE/COLOR
NATIONAL ORIGIN

MARITAL STATUS

RELIGION/CREED VACCINATION STATUS FAMILIAL STATUS  (IN HOUSING)

SEX  (INCLUDING PREGNANCY, SEXUAL  
ORIENTATION, & GENDER IDENTITY) POLITICAL BELIEFS  

(IN GOVERNMENTAL SERIVCES OR  
GOVERNMENT EMPLOYMENT)

FOR MORE INFO CONTACT THE MONTANA HUMAN RIGHTS BUREAU
P.O. BOX 1728, HELENA, MT 59624-1728 

(406) 444-2884 OR 1 (800) 542-0807 (RELAY SERVICE 711) 
MONTANADISCRIMINATION.COM

Montana Human Rights Bureau

Discrimination in Employment is Prohibited if  
Based on These Protected Classes

Age (all ages)
Religion, Creed

Physical or Mental DisabilityMarital Status
Race, Color, National Origin

Sex (includes maternity,  pregnancy, and sexual  harassment)
Political Belief  (state and local government employment or service)What Is Illegal Discrimination?

The following practices (if based on one or more of the above classes) 

are illegal:
• To discharge, to refuse to hire, or to discriminate against a person with 

respect to compensation or privileges of employment

• To deny a reasonable maternity leave or refuse to reinstate an 

employee following leave• For labor unions to deny membership or otherwise discriminate 

against a person or member• For employment agencies to fail or refuse to refer for employment

• To retaliate against a person who filed a complaint, participated in the 

investigation or opposed discriminatory practicesEmployer Alert!
• Questions on applications should be related to skills, experience, and 

education important to performing the job
• Anyone who hires one or more persons is subject to the Montana 

Human Rights Act• Avoid questions about an applicant’s race, age, religion, medical 

condition, marital status, or family responsibilitiesSexual Harassment & Unlawful Harassment

Sexual harassment includes unwelcome verbal or physical conduct of 

a sexual nature when:• Submission to the conduct is explicitly or implicitly made a term or 

condition of employment• Submission to, or rejection of, the conduct is used as the basis for an 

employment decision• The conduct has the effect of unreasonably interfering with work 

performance, or creates an intimidating, hostile or offensive work 

environment• Harassment directed toward a person because of gender

• A pattern of favoritism toward sexual partnersExamples of Sexual Harassment
• Propositions or pressure to engage in sexual activity

• Repeated body contact• Repeated sexual jokes, innuendoes or comments

• Constant leering or staring• Inappropriate comments concerning appearance

• Hiring or promoting a sex partner over more qualified persons

• Harassment based upon gender in nontraditional employmentWhat You Should Do
If you are offended by sexual jokes, comments, or other sexual or gender-

based conduct in your workplace, immediately inform your supervisor.

If your complaints are not resolved, or your supervisor is the alleged 

harasser, you should take the following steps:
• Report the sexual harassment to another supervisor or your employer

• Keep written records of the dates and facts of all sexual harassment 

and the names of witnesses

Employer Alert!
Employers may be liable for monetary compensation and other forms of 

relief to employees who are victims of sexual harassment by:

• The owner or manager• Supervisors, whether or not the employer knew of the sexual 

harassment
• Co-workers and non-employees in the workplace, when the employer 

knew, or should have known of the sexual harassment and failed to 

take immediate corrective actionHarassment based on any protected class is unlawful discrimination!
Pregnancy & BreastfeedingPregnant Employees Have These Rights

• Nondiscrimination in hiring• Continued employment during pregnancy
• Reasonable maternity leave• No mandatory unreasonable leave

• Use of accrued benefits and leave time
• Equal treatment in employee benefits and plans
• Reinstatement after maternity leave
• Employer must provide reasonable accommodations as they would 

for any other employee with medical limitationsWhat is Reasonable Maternity Leave?
• It is determined on a case-by-case basis. In the case of normal 

pregnancy and delivery, medical providers typically consider a 

reasonable leave to be 6-8 weeks after delivery.
• Rely on the judgment of the employee’s physician or other medical 

provider.
• An employer is required to provide medically necessary maternity 

leave for the period of the employee’s actual disability.

• An employer may require the employee to provide medical 

verification.

Employer Alert!
• Know your company’s disability benefit policies and policies 

regarding sick, vacation and annual leave.
• Communicate with your pregnant employee about the anticipated 

need for maternity leave and put it in writing.

• Be sure the employee understands her obligations to return to work 

on a specified date and provide medical verification of required. Make 

sure the employee knows how to request an extension of her leave 

should complications arise.• Replacement employees should understand that his or her 

employment is temporary, unless the pregnant employee resigns 

or you make other arrangements for reinstatement to her same or 

equivalent job after the maternity leave.
• If an employee plans to voluntarily resign because of her pregnancy, 

obtain the resignation in writing after making sure she is aware that 

you are prepared to grant a reasonable leave of absence as required 

by law.

Advised Accommodation for Breastfeeding Mothers

In 2007, the Montana Legislature passed legislation requiring public 

employers ensure that employees are provided with adequate facilities for 

breastfeeding or the expression of milk for their child.Rights of Persons with Disabilities in Employment

The Montana Human Rights Act and Americans with Disabilities Act 

prohibit discrimination in employment to an applicant or employee 

because of a physical or mental disability. An employer may have 

additional obligations under the federal Family Medical Leave Act.Employment Rights
• Qualified persons with physical and mental disabilities:

 º May not be refused an application, interview or employment 

because of their disability º May not be terminated or discharged because of their disability

 º Have the right to a reasonable accommodation, which would 

allow them to perform the essential functions of their positionWho is Covered?
• To be protected under the Montana Human Rights Act and the ADA, 

an applicant or employee with a disability must:
 º Have a physical or mental impairment the substantially limits one 

or more major life activities; or º Have a record of such an impairment; or
 º Be regarded or perceived as having such an impairment; and

 º Be able to perform the essential functions of the position with or 

without a reasonable accommodation.Requests For Reasonable Accommodation Employers

• If an employee should request a reasonable accommodation to 

perform the essential functions of their job, engage in a dialogue with 

the employee to determine the most appropriate accommodation

• Make a reasonable accommodation, required by a person with a 

disability, to perform the essential job functions
• Employees should notify the employer if they need an 

accommodation and tell the employer what modifications are needed 

to perform the job.

Reasonable Accommodation
• Whether or not a suggested accommodation is “reasonable” will 

depend on factors such as cost, availability, necessity, and whether a 

less expensive or more convenient accommodation is available

• The employer is not required to provide the accommodation 

suggested by the employee, if there is an effective alternative 

accommodation• An accommodation is not reasonable if it endangers any employee’s 

health or safety, or it creates an undue hardship on the employer
Examples of Reasonable Accommodation

• Making all application processes accessible to persons with 

disabilities
• Making existing facilities used by employees readily accessible to and 

usable by employees with disabilities
• Restructuring the job; offering part-time or modified work schedules

• Acquiring or modifying equipment or devices
• Adjusting or modifying examinations or training materials or policies 

as appropriate• Providing qualified readers or interpretersPerceived Disability
Those who are “perceived” as having disabilities are protected 

from employment discrimination based on stereotypes, fears, or 

misconceptions about disability. This protection applies to decisions 

based on unsubstantiated concerns about productivity, safety, insurance, 

liability, attendance, the costs of accommodation, accessibility, worker’s 

compensation costs or acceptance by co-workers and customers.
For more information on discrimination  

in the workplace, visit our website: 
www.montanadiscrimination.comMontana Department of Labor & Industry 

Employment Relations Division
For information on the Human Rights Bureau process, discrimination 

issues and filing a discrimination complaint, please contact the
Montana Human Rights BureauP.O. BOX 1728 HELENA, MT 59624-1728 PHONE (406) 444-2884 OR 1-800-542-0807 RELAY SERVICE 711www.montanadiscrimination.com

The Human Rights Bureau is committed to making its services 

available to persons with disabilities in compliance with Title II of the 

Americans with Disabilities Act and relevant state law. The Bureau 

will not exclude persons with disabilities from participating at its 

meetings or otherwise deny them services, programs or activities. 

The Bureau will also provide and accept information in alternative 

formats to accommodate disabilities. Persons with disabilities 

requiring accommodation in order to take advantage of the Bureau’s 

services should contact the Bureau’s staff at 1-800-542-0807.

Department of LABOR & INDUSTRY
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REMOTE WORKER TREND RAISES POSTING QUESTIONS
More employees are working from home, walking down the hall to their home office 
rather than driving to a worksite. 

Your remote workers probably don't miss battling traffic every day, although there is 
one thing they might be missing out on. And no, it's not free coffee.

Labor law posters need to be posted in a conspicuous location where employees 
report to work each day. When employees come to the office that can be 
accomplished fairly easily. Employees view posters placed in break rooms, near 
common entrances, or next to a time clock. But what do you do when employees are 
working from home?

COMPLYING WITH POSTING REGULATIONS – MANY, MANY 
POSTING REGULATIONS
To understand how to comply with posting requirements for remote workers, it helps 
to look at why employment posters are displayed. The short answer is, it’s the law. 

It’s not just one law, however. Every time a law is passed, it includes many provisions, 
and one of them could require employers to display a poster that includes 
information about the law. This isn’t part of every law, but there are more than  
350 federal, state, and local laws that contain a posting requirement. 

The goal of these requirements is to make employees aware of the law and their 
rights. These provisions are often found in laws relating to federal, state, or local 
minimum wage rates, anti-discrimination rights, and family and medical leave. In 
addition, they’re part of a myriad of other statutes relating to employee rights.

REMOTE WORKER POSTING REQUIREMENTS
How do you comply when workers are at home? 

POSTING 
REQUIREMENTS 
CAN BE FOUND IN 
FEDERAL, STATE, 
AND LOCAL LAWS.
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HERE’S WHAT A FEW OF THESE REQUIREMENTS LOOK LIKE:

EQUAL EMPLOYMENT OPPORTUNITY COMMISSION
Code of Federal Regulations, Title 29, §1627.10 NOTICES TO BE POSTED.

Every employer, employment agency, and labor organization which has an 
obligation under the Age Discrimination in Employment Act of 1967 shall 
post and keep posted in conspicuous places upon its premises the notice 
pertaining to the applicability of the Act prescribed by the Commission or 
its authorized representative. Such a notice must be posted in prominent 
and accessible places where it can readily be observed by employees, 
applicants for employment and union members.

FAIR LABOR STANDARDS ACT
Code of Federal Regulations, Title 29, §516.4 POSTING OF NOTICES

Every employer employing any employees subject to the Act’s minimum 
wage provisions shall post and keep posted a notice explaining the Act, 
as prescribed by the Wage and Hour Division, in conspicuous places in 
every establishment where such employees are employed so as to permit 
them to observe readily a copy.

OCCUPATIONAL SAFETY AND HEALTH ACT
Code of Federal Regulations, Title 29, §1903.2 POSTING OF NOTICE

(a)(1) Each employer shall post and keep posted a notice or notices, to 
be furnished by the Occupational Safety and Health Administration, 
U.S. Department of Labor, informing employees of the protections and 
obligations provided for in the Act, and that for assistance and information, 
including copies of the Act and of specific safety and health standards, 
employees should contact the employer or the nearest office of the 
Department of Labor. Such notice or notices shall be posted by the 
employer in each establishment in a conspicuous place or places where 
notices to employees are customarily posted. Each employer shall take 
steps to insure that such notices are not altered, defaced, or covered by 
other material.

• ��Employee Rights Under the 
Fair Labor Standards Act

• ��Employee Polygraph 
Protection Act

• ��Job Safety and Health It’s 
the Law (Occupational 
Safety and Health Act, 
OSHA)

• ��Know Your Rights: 
Workplace Discrimination 
is Illegal (If you have 15 or 
more employees)

• ��Your Employee Rights 
Under the Family and 
Medical Leave Act (If you 
have 50 or more employees)

• ��Your Rights Under 
USERRA (Uniformed 
Services Employment and 
Reemployment Rights 
Act) (This can be posted or 
provided in another way, 
such as via email)

MOST EMPLOYERS  
NEED TO POST 
THESE FEDERAL 
POSTERS:
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INTERNET? WHAT’S THAT?
These laws all require posters to be displayed conspicuously, but none 
mention what this means for remote workers. Businesses must also comply 
with state and local posting requirements, and the majority of these are also 
silent on the issue of posting for employees who work from home.

A few laws do contain additional details about things such as a poster’s size 
or color. The Job Safety and Health poster from the Occupational Safety and 
Health Administration (OSHA) needs to be at least 8½" x 14" in size and the 
text size must be at least 10 point, for example. And if you’re in Maryland, the 
workers’ compensation poster needs to be printed on gold or yellow paper.

Most of these laws were written before the internet was a consideration, 
however. As a result, most don't address electronic posting. When a law 
refers to "posting," it typically means placing a physical poster on the wall.

YOU’VE GOT MAIL … AND OTHER ONLINE OPTIONS
In a few newer laws, electronic posting is mentioned. This could be an option  
or a requirement, depending on how the law is written. A few examples are 
shown here:

FAMILY AND MEDICAL LEAVE ACT:  
The Family and Medical Leave Act (FMLA), a relative youngster in the regulatory world with 
an enactment date of February 5, 1993, notes that “Electronic posting is sufficient to meet 
this posting requirement as long as it otherwise meets the requirements of this section.”  
The other requirements include making sure:

• It’s posted prominently, 

• It’s placed where it can be readily seen by employees and applicants, and

• The poster and text are large enough to be easily read. 	

UNIFORMED SERVICES EMPLOYMENT AND REEMPLOYMENT  
RIGHTS ACT (USERRA):  
Another 1990s-era law that mentions an electronic option is the Uniformed Services 
Employment and Reemployment Rights Act (USERRA). The law took effect on  
October 13, 1994, and includes a notice requirement that may be met by posting the  
text or providing it in another way, such as via email.

NOTIFICATION OF EMPLOYEE RIGHTS UNDER FEDERAL LABOR LAWS:  
It’s rare that a poster must be displayed both on paper and online, but one posting for 
federal contractors includes this requirement. The Notification of Employee Rights Under 
Federal Labor Laws poster for federal contractors needs to be displayed in an office or plant. 
It must also be posted online if an employer posts notices to employees electronically.

WHEN THE LAW REFERS 
TO “POSTING,” IT USUALLY 
MEANS PLACING A PHYSICAL 
POSTER ON THE WALL.
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GUIDANCE FROM THE DEPARTMENT OF LABOR
While few laws provide clear instructions on how to comply with posting requirements for remote workers, 
some federal agencies have stepped in with guidance. This helps fill the information gap. 

The growing popularity of remote work led the Department of Labor (DOL) to issue guidance on electronic 
posting in late 2020. It recognized that employers had questions and looked to the statutes for answers. The 
agency analyzed posting requirements in the Fair Labor Standards Act (FLSA), Family and Medical Leave Act 
(FMLA), and Employee Polygraph Protection Act (EPPA) and determined how employers could best make 
postings conspicuous and accessible to remote workers.

WORKFORCE MAKEUP
When it comes to whether or not electronic posters are required for remote workers, the DOL considers 
the makeup of a company’s workforce. The agency draws a distinction between employers with no remote 
workers, some remote workers, and employers whose workforce is completely remote.

ELECTRONIC POSTING COMPLIANCE
To comply with electronic posting requirements for remote workers, employers need to make sure workers 
can easily access the posters. This means employers need to ensure that:

• Employees do not need to ask for permission to view a file or access a computer.

• Employees have been told how to access posters electronically.

• Employees can easily determine which postings apply to them.

To meet these requirements, electronic posters can be placed on an internal or external website, shared 
network drive, or in a file system that is always accessible to employees. 

Employers can place information about how to access the posters in an employee handbook. This helps 
show that employees have been made aware of how to access the electronic posters.

To make electronic postings accessible, employers can consider offering a link on an intranet. To help 
employees understand which postings apply, employers can group them as federal postings (which apply to 
all covered workers) and by state. Postings that apply to employees who are working on federal contracts can 
be grouped together as well.

• �Paper posters must be 
conspicuously displayed 
where they are visible to 
workers.

• �Electronic posting can be 
used to supplement physical 
posters.

• ��The DOL encourages 
employers to use electronic 
postings for remote workers. 

• ��Hard-copy posters must be 
displayed in an employer’s 
physical locations, even 
when electronic postings are 
available.

Electronic posting alone meets 
posting requirements if: 
• �All employees exclusively work 

remotely.

• �Employees usually get 
information from the employer 
electronically.

• �Employees have readily available 
access to electronic postings at 
all times.

NO REMOTE 
WORKERS

All workers report 
to a worksite.

SOME REMOTE 
WORKERS

A business has some employees 
who work from home and some 

who work in an office.

ALL WORKERS ARE 
REMOTE

All employees telecommute.
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SPECIAL CONSIDERATIONS
The DOL also addresses how electronic posting applies when the law 
allows a notice to be directly delivered to an employee. This is the case 
with the Service Contracts Act (SCA) notice for federal contractors and 
the subminimum wage notice.

SERVICE CONTRACTS ACT (SCA): Federal contractors with a 
service contract of more than $2,500 need to use a poster and any 
applicable wage determination to make workers aware of required 
compensation and fringe benefits. The notice can be delivered 
via email, if this is how employers usually communicate with  
employees. The notice can also be posted, and the posting  
requirement can be met with electronic posting if all employees  
work remotely, they usually receive information electronically, 
and the posting is readily accessible.

SUBMINIMUM WAGE CERTIFICATE: Employers with workers 
employed under a Section 14(c) minimum wage certificate need 
to display a poster and may satisfy this requirement by providing 
the poster to all covered employees. To meet this requirement, 
the poster can be mailed or emailed.

GUIDANCE FROM THE EEOC

Another federal agency that provides some realistic remote 
worker posting guidance is the Equal Employment Opportunity 
Commission (EEOC).

The EEOC oversees laws that protect employees from discrimination and 
summarizes employee rights under these laws on the Know Your Rights: 
Workplace Discrimination is Illegal poster. On the poster website, the 
agency addresses how to make the poster available to employees who 
don’t regularly come into the office. The EEOC states that:

“These posters should be placed in a conspicuous location in 
the workplace where notices to applicants and employees are 
customarily posted. In addition to physically posting, covered 
employers are encouraged to post the notice digitally on their web 
sites in a conspicuous location. In most cases, electronic posting 
supplements the physical posting requirement. In some situations 
(for example, for employers without a physical location or for 
employees who telework or work remotely and do not visit the 
employer's workplace on a regular basis), it may be the only posting.”

The EEOC makes it clear that electronic posting is not a substitute for 
displaying the physical posters at locations where employees come into the 
office to work. However, if an employee is working from home, and doesn’t 
regularly visit the office, electronic posting may be necessary.

The Know Your Rights: Workplace Discrimination is Illegal poster is the only 
federal poster the EEOC oversees. However, this is some good, practical 
advice on how to make your remote workers aware of their rights under 
employment laws.
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The Employee Polygraph Protection Act prohibits most private employers from using lie detector tests either for 
pre‑employment screening or during the course of employment.
PROHIBITIONS
Employers are generally prohibited from requiring or requesting any employee or job applicant to take a lie detector test, and from 
discharging, disciplining, or discriminating against an employee or prospective employee for refusing to take a test or for exercising 
other rights under the Act. 
EXEMPTIONS
Federal, State and local governments are not affected by the law. Also, the law does not apply to tests given by the Federal 
Government to certain private individuals engaged in national security-related activities.
The Act permits polygraph (a kind of lie detector) tests to be administered in the private sector, subject to restrictions, to certain 
prospective employees of security service firms (armored car, alarm, and guard), and of pharmaceutical manufacturers, distributors 
and dispensers.

The Act also permits polygraph testing, subject to restrictions, of certain employees of private firms who are reasonably suspected 
of involvement in a workplace incident (theft, embezzlement, etc.) that resulted in economic loss to the employer.
The law does not preempt any provision of any State or local law or any collective bargaining agreement which is more restrictive 
with respect to lie detector tests.
EXAMINEE RIGHTS
Where polygraph tests are permitted, they are subject to numerous strict standards concerning the conduct and length of the test. 
Examinees have a number of specific rights, including the right to a written notice before testing, the right to refuse or discontinue 
a test, and the right not to have test results disclosed to unauthorized persons.
ENFORCEMENT
The Secretary of Labor may bring court actions to restrain violations and assess civil penalties against violators.  
Employees or job applicants may also bring their own court actions.

THE LAW REQUIRES EMPLOYERS TO DISPLAY THIS POSTER WHERE EMPLOYEES AND JOB APPLICANTS CAN READILY SEE IT.

DEPARTMENT OF LABOR 
UNITED STATES OF AMERICA WHD WAGE AND HOUR DIVISION 

UNITED STATES DEPARTMENT OF LABOR

1‑866‑487‑9243 
TTY: 1-877-889-5627  
www.dol.gov/whd WH1462

Employee Rights  
Employee Polygraph Protection Act

REV. 07/2016

USERRA protects the job rights of individuals who voluntarily or involuntarily leave employment positions to undertake military service or certain types of service in the National Disaster Medical System. 
USERRA also prohibits employers from discriminating against past and present members of the uniformed services, and applicants to the uniformed services.

REEMPLOYMENT RIGHTS
You have the right to be reemployed in your civilian job if you leave that job to perform service in the uniformed service and:
• you ensure that your employer receives advance written or verbal notice of your service;
• you have five years or less of cumulative service in the uniformed services while with that particular employer;
• you return to work or apply for reemployment in a timely manner after conclusion of service; and
• you have not been separated from service with a disqualifying discharge or under other than honorable conditions.
If you are eligible to be reemployed, you must be restored to the job and benefits you would have attained if you had not been 
absent due to military service or, in some cases, a comparable job.

RIGHT TO BE FREE FROM DISCRIMINATION AND RETALIATION
If you:
• are a past or present member of the uniformed service;
• have applied for membership in the uniformed service; 

or

• are obligated to serve in the uniformed service;

then an employer may not deny you:
• initial employment;
• reemployment;
• retention in employment;

• promotion; or
• any benefit of employment

because of this status.
In addition, an employer may not retaliate against anyone assisting in the enforcement of USERRA rights, including testifying or 
making a statement in connection with a proceeding under USERRA, even if that person has no service connection.

HEALTH INSURANCE PROTECTION
• If you leave your job to perform military service, you have the right to elect to continue your existing employer-based health 

plan coverage for you and your dependents for up to 24 months while in the military.
• Even if you don’t elect to continue coverage during your military service, you have the right to be reinstated in your 

employer’s health plan when you are reemployed, generally without any waiting periods or exclusions (e.g., pre-existing 
condition exclusions) except for service-connected illnesses or injuries.

ENFORCEMENT
• The U.S. Department of Labor, Veterans Employment and Training Service (VETS) is authorized to investigate and resolve 

complaints of USERRA violations.
• For assistance in filing a complaint, or for any other information on USERRA, contact VETS at 1‑866‑4‑USA‑DOL or 

visit its website at https://www.dol.gov/agencies/vets/. An interactive online USERRA Advisor can be viewed at 
https://webapps.dol.gov/elaws/vets/userra.

• If you file a complaint with VETS and VETS is unable to resolve it, you may request that your case be referred to the 
Department of Justice or the Office of Special Counsel, as applicable, for representation.

• You may also bypass the VETS process and bring a civil action against an employer for violations of USERRA.
The rights listed here may vary depending on the circumstances. The text of this notice was prepared by VETS, and may be viewed 
on the internet at this address: https://www.dol.gov/agencies/vets/programs/userra/poster Federal law requires employers to 
notify employees of their rights under USERRA, and employers may meet this requirement by displaying the text of this notice 
where they customarily place notices for employees.

U.S. Department of Labor • 1‑866‑487‑2365 U.S. Department of Justice Office of Special Counsel  
Employer Support of the Guard and Reserve • 1‑800‑336‑4590

Your Rights Under USERRA  
The Uniformed Services Employment and Reemployment Rights Act

The U.S. Equal Employment Opportunity Commission (EEOC) enforces Federal laws that protect you from discrimination in employment. If you believe you’ve been discriminated against at 
work or in applying for a job, the EEOC may be able to help.
Who is Protected?
• Employees (current and former), including managers 

and temporary employees
• Job applicants
• Union members and applicants for membership in 

a union

What Organizations are Covered?
• Most private employers
• State and local governments (as employers)
• Educational institutions (as employers)
• Unions
• Staffing agencies

What Types of Employment Discrimination are 
Illegal?
Under the EEOC’s laws, an employer may not discriminate 
against you, regardless of your immigration status, on the 
bases of:
• Race
• Color
• Religion
• National origin
• Sex (including pregnancy and related conditions, 

sexual orientation, or gender identity)
• Age (40 and older)
• Disability
• Genetic information (including employer requests 

for, or purchase, use, or disclosure of genetic tests, 
genetic services, or family medical history)

• Retaliation for filing a charge, reasonably opposing 
discrimination, or participating in a discrimination 
lawsuit, investigation, or proceeding.

What Employment Practices can be Challenged as 
Discriminatory?
All aspects of employment, including:
• Discharge, firing, or lay-off
• Harassment (including unwelcome verbal or physical 

conduct)
• Hiring or promotion
• Assignment
• Pay (unequal wages or compensation)

• Failure to provide reasonable accommodation for 
a disability or a sincerely-held religious belief, 
observance or practice

• Benefits
• Job training
• Classification
• Referral
• Obtaining or disclosing genetic information of 

employees
• Requesting or disclosing medical information of 

employees
• Conduct that might reasonably discourage someone 

from opposing discrimination, filing a charge, or 
participating in an investigation or proceeding.

What can You Do if You Believe Discrimination has 
Occurred?
Contact the EEOC promptly if you suspect discrimination. Do 
not delay, because there are strict time limits for filing a charge 
of discrimination (180 or 300 days, depending on where you 
live/work). You can reach the EEOC in any of the following 
ways:
Submit an inquiry through the EEOC’s public portal: 
 https://publicportal.eeoc.gov/Portal/Login.aspx
Call 1–800–669–4000 (toll free) 
 1–800–669–6820 (TTY) 
 1–844–234–5122 (ASL video phone)
Visit an EEOC field office (information at 
 www.eeoc.gov/field-office)
E‑Mail info@eeoc.gov

Additional information about the 
EEOC, including information about 
filing a charge of discrimination, is 
available at www.eeoc.gov.

EMPLOYERS HOLDING FEDERAL CONTRACTS 
OR SUBCONTRACTS

The Department of Labor’s Office of Federal Contract 
Compliance Programs (OFCCP) enforces the nondiscrimination 
and affirmative action commitments of companies doing 
business with the Federal Government. If you are applying for 
a job with, or are an employee of, a company with a Federal 
contract or subcontract, you are protected under Federal law 
from discrimination on the following bases:

Race, Color, Religion, Sex, Sexual Orientation, 
Gender Identity, National Origin
Executive Order 11246, as amended, prohibits employment 
discrimination by Federal contractors based on race, color, 
religion, sex, sexual orientation, gender identity, or national 
origin, and requires affirmative action to ensure equality of 
opportunity in all aspects of employment.

Asking About, Disclosing, or Discussing Pay
Executive Order 11246, as amended, protects applicants and 
employees of Federal contractors from discrimination based on 
inquiring about, disclosing, or discussing their compensation 
or the compensation of other applicants or employees.

Disability
Section 503 of the Rehabilitation Act of 1973, as amended, 
protects qualified individuals with disabilities from 
discrimination in hiring, promotion, discharge, pay, 
fringe benefits, job training, classification, referral, and 
other aspects of employment by Federal contractors. 
Disability discrimination includes not making reasonable 
accommodation to the known physical or mental limitations 
of an otherwise qualified individual with a disability who 
is an applicant or employee, barring undue hardship to the 
employer. Section 503 also requires that Federal contractors 
take affirmative action to employ and advance in employment 
qualified individuals with disabilities at all levels of 
employment, including the executive level.

Protected Veteran Status
The Vietnam Era Veterans’ Readjustment Assistance Act of 
1974, as amended, 38 U.S.C. 4212, prohibits employment 
discrimination against, and requires affirmative action to 
recruit, employ, and advance in employment, disabled 
veterans, recently separated veterans (i.e., within three years 
of discharge or release from active duty), active duty wartime 
or campaign badge veterans, or Armed Forces service medal 
veterans.

Retaliation
Retaliation is prohibited against a person who files a complaint 
of discrimination, participates in an OFCCP proceeding, or 
otherwise opposes discrimination by Federal contractors under 
these Federal laws.
Any person who believes a contractor has violated its 
nondiscrimination or affirmative action obligations under 
OFCCP’s authorities should contact immediately:

The Office of Federal Contract Compliance Programs (OFCCP) 
U.S. Department of Labor 
200 Constitution Avenue, N.W. 
Washington, D.C. 20210 
1–800–397–6251 (toll-free)
If you are deaf, hard of hearing, or have a speech disability, 
please dial 7–1–1 to access telecommunications relay services. 
OFCCP may also be contacted by submitting a question online 
to OFCCP’s Help Desk at https://ofccphelpdesk.dol.gov/s/, 
or by calling an OFCCP regional or district office, listed 
in most telephone directories under U.S. Government, 
Department of Labor and on OFCCP’s “Contact Us” webpage at 
https://www.dol.gov/agencies/ofccp/contact.

PROGRAMS OR ACTIVITIES RECEIVING 
FEDERAL FINANCIAL ASSISTANCE

Race, Color, National Origin, Sex
In addition to the protections of Title VII of the Civil Rights Act 
of 1964, as amended, Title VI of the Civil Rights Act of 1964, 
as amended, prohibits discrimination on the basis of race, 
color or national origin in programs or activities receiving 
Federal financial assistance. Employment discrimination is 
covered by Title VI if the primary objective of the financial 
assistance is provision of employment, or where employment 
discrimination causes or may cause discrimination in providing 
services under such programs. Title IX of the Education 
Amendments of 1972 prohibits employment discrimination 
on the basis of sex in educational programs or activities which 
receive Federal financial assistance.

Individuals with Disabilities
Section 504 of the Rehabilitation Act of 1973, as amended, 
prohibits employment discrimination on the basis of disability 
in any program or activity which receives Federal financial 
assistance. Discrimination is prohibited in all aspects of 
employment against persons with disabilities who, with or 
without reasonable accommodation, can perform the essential 
functions of the job.
If you believe you have been discriminated against in a 
program of any institution which receives Federal financial 
assistance, you should immediately contact the Federal agency 
providing such assistance.

Know Your Rights: Workplace Discrimination is Illegal

REV. 10/20/2022

FEDERAL MINIMUM WAGE 
$7.25 PER HOUR 

BEGINNING JULY 24, 2009
The law requires employers to display this poster where employees can readily see it.

OVERTIME PAY
At least 1½ times the regular rate of pay for all hours worked over 40 in a workweek.

CHILD LABOR
An employee must be at least 16 years old to work in most non-farm jobs and at least 18 to work in non-farm jobs 
declared hazardous by the Secretary of Labor. Youths 14 and 15 years old may work outside school hours in various non-
manufacturing, non-mining, non-hazardous jobs with certain work hours restrictions. Different rules apply in agricultural 
employment.

TIP CREDIT
Employers of “tipped employees” who meet certain conditions may claim a partial wage credit based on tips received by 
their employees. Employers must pay tipped employees a cash wage of at least $2.13 per hour if they claim a tip credit 
against their minimum wage obligation. If an employee’s tips combined with the employer’s cash wage of at least $2.13 
per hour do not equal the minimum hourly wage, the employer must make up the difference.

NURSING MOTHERS
The FLSA requires employers to provide reasonable break time for a nursing mother employee who is subject to the FLSA’s 
overtime requirements in order for the employee to express breast milk for her nursing child for one year after the child’s 
birth each time such employee has a need to express breast milk. Employers are also required to provide a place, other than 
a bathroom, that is shielded from view and free from intrusion from coworkers and the public, which may be used by the 
employee to express breast milk.

ENFORCEMENT
The Department has authority to recover back wages and an equal amount in liquidated damages in instances of 
minimum wage, overtime, and other violations. The Department may litigate and/or recommend criminal prosecution. 
Employers may be assessed civil money penalties for each willful or repeated violation of the minimum wage or overtime 
pay provisions of the law. Civil money penalties may also be assessed for violations of the FLSA’s child labor provisions. 
Heightened civil money penalties may be assessed for each child labor violation that results in the death or serious injury of 
any minor employee, and such assessments may be doubled when the violations are determined to be willful or repeated. 
The law also prohibits retaliating against or discharging workers who file a complaint or participate in any proceeding 
under the FLSA.

ADDITIONAL INFORMATION
• Certain occupations and establishments are exempt from the minimum wage, and/or overtime pay provisions.
• Special provisions apply to workers in American Samoa, the Commonwealth of the Northern Mariana Islands, and 

the Commonwealth of Puerto Rico.
• Some state laws provide greater employee protections; employers must comply with both.
• Some employers incorrectly classify workers as “independent contractors” when they are actually employees under 

the FLSA. It is important to know the difference between the two because employees (unless exempt) are entitled to 
the FLSA’s minimum wage and overtime pay protections and correctly classified independent contractors are not.

• Certain full-time students, student learners, apprentices, and workers with disabilities may be paid less than the 
minimum wage under special certificates issued by the Department of Labor.
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UNITED STATES OF AMERICA WHD WAGE AND HOUR DIVISION 
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Employee Rights Under the Fair Labor Standards Act

REV. 07/2016

REV. 05/2022

All workers have the right to:

 � A safe workplace.

 � Raise a safety or health concern with
your employer or OSHA, or report a work-
related injury or illness, without being 
retaliated against. 

 � Receive information and training on job
hazards, including all hazardous substances 
in your workplace. 

 � Request a confidential OSHA inspection
of your workplace if you believe there are 
unsafe or unhealthy conditions. You have 
the right to have a representative contact 
OSHA on your behalf.

 � Participate (or have your representative
participate) in an OSHA inspection and 
speak in private to the inspector.

 � File a complaint with OSHA within 30 days
(by phone, online or by mail) if you have been
retaliated against for using your rights. 

 � See any OSHA citations issued to your
employer.

 � Request copies of your medical records, tests
that measure hazards in the workplace, and 
the workplace injury and illness log.

Employers must:

 � Provide employees a workplace free from
recognized hazards. It is illegal to retaliate 
against an employee for using any of their 
rights under the law, including raising a health 
and safety concern with you or with OSHA, or 
reporting a work-related injury or illness.

 � Comply with all applicable OSHA standards.

 � Notify OSHA within 8 hours of a workplace
fatality or within 24 hours of any work-related
inpatient hospitalization, amputation, or loss 
of an eye.

 � Provide required training to all workers in a
language and vocabulary they can understand. 

 � Prominently display this poster in the workplace.

 � Post OSHA citations at or near the place of
the alleged violations.

On-Site Consultation services are available to 
small and medium-sized employers, without 
citation or penalty, through OSHA-supported 
consultation programs in every state.

Contact OSHA. We can help. 

1-800-321-OSHA (6742)  •  TTY 1-877-889-5627  •  www.osha.gov

This poster is available free from OSHA.
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IT’S THE LAW!U.S. Department of Labor

LEAVE ENTITLEMENTS
Eligible employees who work for a covered employer can take up to 12 weeks of unpaid, job-protected leave in a 12-month 
period for the following reasons:
• The birth of a child or placement of a child for adoption or foster care;
• To bond with a child (leave must be taken within 1 year of the child’s birth or placement);
• To care for the employee’s spouse, child, or parent who has a qualifying serious health condition;
• For the employee’s own qualifying serious health condition that makes the employee unable to perform the 

employee’s job;
• For qualifying exigencies related to the foreign deployment of a military member who is the employee’s spouse, 

child, or parent.
An eligible employee who is a covered servicemember’s spouse, child, parent, or next of kin may also take up to 26 weeks of 
FMLA leave in a single 12-month period to care for the servicemember with a serious injury or illness.
An employee does not need to use leave in one block. When it is medically necessary or otherwise permitted, employees 
may take leave intermittently or on a reduced schedule.
Employees may choose, or an employer may require, use of accrued paid leave while taking FMLA leave. If an employee 
substitutes accrued paid leave for FMLA leave, the employee must comply with the employer’s normal paid leave policies.

BENEFITS & PROTECTIONS
While employees are on FMLA leave, employers must continue health insurance coverage as if the employees were  
not on leave.
Upon return from FMLA leave, most employees must be restored to the same job or one nearly identical to it with 
equivalent pay, benefits, and other employment terms and conditions.
An employer may not interfere with an individual’s FMLA rights or retaliate against someone for using or trying to use FMLA 
leave, opposing any practice made unlawful by the FMLA, or being involved in any proceeding under or related to the FMLA.

ELIGIBILITY REQUIREMENTS
An employee who works for a covered employer must meet three criteria in order to be eligible for FMLA leave. The 
employee must:
• Have worked for the employer for at least 12 months;
• Have at least 1,250 hours of service in the 12 months before taking leave;* and
• Work at a location where the employer has at least 50 employees within 75 miles of the employee’s worksite.
*Special “hours of service” requirements apply to airline flight crew employees.

REQUESTING LEAVE
Generally, employees must give 30-days’ advance notice of the need for FMLA leave. If it is not possible to give 30-days’ 
notice, an employee must notify the employer as soon as possible and, generally, follow the employer’s usual procedures.
Employees do not have to share a medical diagnosis, but must provide enough information to the employer so it can 
determine if the leave qualifies for FMLA protection. Sufficient information could include informing an employer that the 
employee is or will be unable to perform his or her job functions, that a family member cannot perform daily activities, 
or that hospitalization or continuing medical treatment is necessary. Employees must inform the employer if the need for 
leave is for a reason for which FMLA leave was previously taken or certified.
Employers can require a certification or periodic recertification supporting the need for leave. If the employer determines 
that the certification is incomplete, it must provide a written notice indicating what additional information is required.

EMPLOYER RESPONSIBILITIES
Once an employer becomes aware that an employee’s need for leave is for a reason that may qualify under the FMLA, the 
employer must notify the employee if he or she is eligible for FMLA leave and, if eligible, must also provide a notice of rights 
and responsibilities under the FMLA. If the employee is not eligible, the employer must provide a reason for ineligibility.
Employers must notify its employees if leave will be designated as FMLA leave, and if so, how much leave will be 
designated as FMLA leave.

ENFORCEMENT
Employees may file a complaint with the U.S. Department of Labor, Wage and Hour Division, or may bring a private lawsuit 
against an employer.
The FMLA does not affect any federal or state law prohibiting discrimination or supersede any state or local law or collective 
bargaining agreement that provides greater family or medical leave rights.

DEPARTMENT OF LABOR 
UNITED STATES OF AMERICA WHD

For additional information or to file a complaint:
1-866-4-USWAGE 
(1-866-487-9243)  

TTY: 1-877-889-5627 
www.dol.gov/whd
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The Employee Polygraph Protection Act prohibits most private employers from using lie detector tests either for 
pre‑employment screening or during the course of employment.
PROHIBITIONS
Employers are generally prohibited from requiring or requesting any employee or job applicant to take a lie detector test, and from 
discharging, disciplining, or discriminating against an employee or prospective employee for refusing to take a test or for exercising 
other rights under the Act. 
EXEMPTIONS
Federal, State and local governments are not affected by the law. Also, the law does not apply to tests given by the Federal 
Government to certain private individuals engaged in national security-related activities.
The Act permits polygraph (a kind of lie detector) tests to be administered in the private sector, subject to restrictions, to certain 
prospective employees of security service firms (armored car, alarm, and guard), and of pharmaceutical manufacturers, distributors 
and dispensers.

The Act also permits polygraph testing, subject to restrictions, of certain employees of private firms who are reasonably suspected 
of involvement in a workplace incident (theft, embezzlement, etc.) that resulted in economic loss to the employer.
The law does not preempt any provision of any State or local law or any collective bargaining agreement which is more restrictive 
with respect to lie detector tests.
EXAMINEE RIGHTS
Where polygraph tests are permitted, they are subject to numerous strict standards concerning the conduct and length of the test. 
Examinees have a number of specific rights, including the right to a written notice before testing, the right to refuse or discontinue 
a test, and the right not to have test results disclosed to unauthorized persons.
ENFORCEMENT
The Secretary of Labor may bring court actions to restrain violations and assess civil penalties against violators.  
Employees or job applicants may also bring their own court actions.

THE LAW REQUIRES EMPLOYERS TO DISPLAY THIS POSTER WHERE EMPLOYEES AND JOB APPLICANTS CAN READILY SEE IT.
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Employee Rights  
Employee Polygraph Protection Act

REV. 07/2016

USERRA protects the job rights of individuals who voluntarily or involuntarily leave employment positions to undertake military service or certain types of service in the National Disaster Medical System. 
USERRA also prohibits employers from discriminating against past and present members of the uniformed services, and applicants to the uniformed services.

REEMPLOYMENT RIGHTS
You have the right to be reemployed in your civilian job if you leave that job to perform service in the uniformed service and:
• you ensure that your employer receives advance written or verbal notice of your service;
• you have five years or less of cumulative service in the uniformed services while with that particular employer;
• you return to work or apply for reemployment in a timely manner after conclusion of service; and
• you have not been separated from service with a disqualifying discharge or under other than honorable conditions.
If you are eligible to be reemployed, you must be restored to the job and benefits you would have attained if you had not been 
absent due to military service or, in some cases, a comparable job.

RIGHT TO BE FREE FROM DISCRIMINATION AND RETALIATION
If you:
• are a past or present member of the uniformed service;
• have applied for membership in the uniformed service; 

or

• are obligated to serve in the uniformed service;

then an employer may not deny you:
• initial employment;
• reemployment;
• retention in employment;

• promotion; or
• any benefit of employment

because of this status.
In addition, an employer may not retaliate against anyone assisting in the enforcement of USERRA rights, including testifying or 
making a statement in connection with a proceeding under USERRA, even if that person has no service connection.

HEALTH INSURANCE PROTECTION
• If you leave your job to perform military service, you have the right to elect to continue your existing employer-based health 

plan coverage for you and your dependents for up to 24 months while in the military.
• Even if you don’t elect to continue coverage during your military service, you have the right to be reinstated in your 

employer’s health plan when you are reemployed, generally without any waiting periods or exclusions (e.g., pre-existing 
condition exclusions) except for service-connected illnesses or injuries.

ENFORCEMENT
• The U.S. Department of Labor, Veterans Employment and Training Service (VETS) is authorized to investigate and resolve 

complaints of USERRA violations.
• For assistance in filing a complaint, or for any other information on USERRA, contact VETS at 1‑866‑4‑USA‑DOL or 

visit its website at https://www.dol.gov/agencies/vets/. An interactive online USERRA Advisor can be viewed at 
https://webapps.dol.gov/elaws/vets/userra.

• If you file a complaint with VETS and VETS is unable to resolve it, you may request that your case be referred to the 
Department of Justice or the Office of Special Counsel, as applicable, for representation.

• You may also bypass the VETS process and bring a civil action against an employer for violations of USERRA.
The rights listed here may vary depending on the circumstances. The text of this notice was prepared by VETS, and may be viewed 
on the internet at this address: https://www.dol.gov/agencies/vets/programs/userra/poster Federal law requires employers to 
notify employees of their rights under USERRA, and employers may meet this requirement by displaying the text of this notice 
where they customarily place notices for employees.

U.S. Department of Labor • 1‑866‑487‑2365 U.S. Department of Justice Office of Special Counsel  
Employer Support of the Guard and Reserve • 1‑800‑336‑4590

Your Rights Under USERRA  
The Uniformed Services Employment and Reemployment Rights Act

The U.S. Equal Employment Opportunity Commission (EEOC) enforces Federal laws that protect you from discrimination in employment. If you believe you’ve been discriminated against at 
work or in applying for a job, the EEOC may be able to help.
Who is Protected?
• Employees (current and former), including managers 

and temporary employees
• Job applicants
• Union members and applicants for membership in 

a union

What Organizations are Covered?
• Most private employers
• State and local governments (as employers)
• Educational institutions (as employers)
• Unions
• Staffing agencies

What Types of Employment Discrimination are 
Illegal?
Under the EEOC’s laws, an employer may not discriminate 
against you, regardless of your immigration status, on the 
bases of:
• Race
• Color
• Religion
• National origin
• Sex (including pregnancy and related conditions, 

sexual orientation, or gender identity)
• Age (40 and older)
• Disability
• Genetic information (including employer requests 

for, or purchase, use, or disclosure of genetic tests, 
genetic services, or family medical history)

• Retaliation for filing a charge, reasonably opposing 
discrimination, or participating in a discrimination 
lawsuit, investigation, or proceeding.

What Employment Practices can be Challenged as 
Discriminatory?
All aspects of employment, including:
• Discharge, firing, or lay-off
• Harassment (including unwelcome verbal or physical 

conduct)
• Hiring or promotion
• Assignment
• Pay (unequal wages or compensation)

• Failure to provide reasonable accommodation for 
a disability or a sincerely-held religious belief, 
observance or practice

• Benefits
• Job training
• Classification
• Referral
• Obtaining or disclosing genetic information of 

employees
• Requesting or disclosing medical information of 

employees
• Conduct that might reasonably discourage someone 

from opposing discrimination, filing a charge, or 
participating in an investigation or proceeding.

What can You Do if You Believe Discrimination has 
Occurred?
Contact the EEOC promptly if you suspect discrimination. Do 
not delay, because there are strict time limits for filing a charge 
of discrimination (180 or 300 days, depending on where you 
live/work). You can reach the EEOC in any of the following 
ways:
Submit an inquiry through the EEOC’s public portal: 
 https://publicportal.eeoc.gov/Portal/Login.aspx
Call 1–800–669–4000 (toll free) 
 1–800–669–6820 (TTY) 
 1–844–234–5122 (ASL video phone)
Visit an EEOC field office (information at 
 www.eeoc.gov/field-office)
E‑Mail info@eeoc.gov

Additional information about the 
EEOC, including information about 
filing a charge of discrimination, is 
available at www.eeoc.gov.

EMPLOYERS HOLDING FEDERAL CONTRACTS 
OR SUBCONTRACTS

The Department of Labor’s Office of Federal Contract 
Compliance Programs (OFCCP) enforces the nondiscrimination 
and affirmative action commitments of companies doing 
business with the Federal Government. If you are applying for 
a job with, or are an employee of, a company with a Federal 
contract or subcontract, you are protected under Federal law 
from discrimination on the following bases:

Race, Color, Religion, Sex, Sexual Orientation, 
Gender Identity, National Origin
Executive Order 11246, as amended, prohibits employment 
discrimination by Federal contractors based on race, color, 
religion, sex, sexual orientation, gender identity, or national 
origin, and requires affirmative action to ensure equality of 
opportunity in all aspects of employment.

Asking About, Disclosing, or Discussing Pay
Executive Order 11246, as amended, protects applicants and 
employees of Federal contractors from discrimination based on 
inquiring about, disclosing, or discussing their compensation 
or the compensation of other applicants or employees.

Disability
Section 503 of the Rehabilitation Act of 1973, as amended, 
protects qualified individuals with disabilities from 
discrimination in hiring, promotion, discharge, pay, 
fringe benefits, job training, classification, referral, and 
other aspects of employment by Federal contractors. 
Disability discrimination includes not making reasonable 
accommodation to the known physical or mental limitations 
of an otherwise qualified individual with a disability who 
is an applicant or employee, barring undue hardship to the 
employer. Section 503 also requires that Federal contractors 
take affirmative action to employ and advance in employment 
qualified individuals with disabilities at all levels of 
employment, including the executive level.

Protected Veteran Status
The Vietnam Era Veterans’ Readjustment Assistance Act of 
1974, as amended, 38 U.S.C. 4212, prohibits employment 
discrimination against, and requires affirmative action to 
recruit, employ, and advance in employment, disabled 
veterans, recently separated veterans (i.e., within three years 
of discharge or release from active duty), active duty wartime 
or campaign badge veterans, or Armed Forces service medal 
veterans.

Retaliation
Retaliation is prohibited against a person who files a complaint 
of discrimination, participates in an OFCCP proceeding, or 
otherwise opposes discrimination by Federal contractors under 
these Federal laws.
Any person who believes a contractor has violated its 
nondiscrimination or affirmative action obligations under 
OFCCP’s authorities should contact immediately:

The Office of Federal Contract Compliance Programs (OFCCP) 
U.S. Department of Labor 
200 Constitution Avenue, N.W. 
Washington, D.C. 20210 
1–800–397–6251 (toll-free)
If you are deaf, hard of hearing, or have a speech disability, 
please dial 7–1–1 to access telecommunications relay services. 
OFCCP may also be contacted by submitting a question online 
to OFCCP’s Help Desk at https://ofccphelpdesk.dol.gov/s/, 
or by calling an OFCCP regional or district office, listed 
in most telephone directories under U.S. Government, 
Department of Labor and on OFCCP’s “Contact Us” webpage at 
https://www.dol.gov/agencies/ofccp/contact.

PROGRAMS OR ACTIVITIES RECEIVING 
FEDERAL FINANCIAL ASSISTANCE

Race, Color, National Origin, Sex
In addition to the protections of Title VII of the Civil Rights Act 
of 1964, as amended, Title VI of the Civil Rights Act of 1964, 
as amended, prohibits discrimination on the basis of race, 
color or national origin in programs or activities receiving 
Federal financial assistance. Employment discrimination is 
covered by Title VI if the primary objective of the financial 
assistance is provision of employment, or where employment 
discrimination causes or may cause discrimination in providing 
services under such programs. Title IX of the Education 
Amendments of 1972 prohibits employment discrimination 
on the basis of sex in educational programs or activities which 
receive Federal financial assistance.

Individuals with Disabilities
Section 504 of the Rehabilitation Act of 1973, as amended, 
prohibits employment discrimination on the basis of disability 
in any program or activity which receives Federal financial 
assistance. Discrimination is prohibited in all aspects of 
employment against persons with disabilities who, with or 
without reasonable accommodation, can perform the essential 
functions of the job.
If you believe you have been discriminated against in a 
program of any institution which receives Federal financial 
assistance, you should immediately contact the Federal agency 
providing such assistance.

Know Your Rights: Workplace Discrimination is Illegal

REV. 10/20/2022

FEDERAL MINIMUM WAGE 
$7.25 PER HOUR 

BEGINNING JULY 24, 2009
The law requires employers to display this poster where employees can readily see it.

OVERTIME PAY
At least 1½ times the regular rate of pay for all hours worked over 40 in a workweek.

CHILD LABOR
An employee must be at least 16 years old to work in most non-farm jobs and at least 18 to work in non-farm jobs 
declared hazardous by the Secretary of Labor. Youths 14 and 15 years old may work outside school hours in various non-
manufacturing, non-mining, non-hazardous jobs with certain work hours restrictions. Different rules apply in agricultural 
employment.

TIP CREDIT
Employers of “tipped employees” who meet certain conditions may claim a partial wage credit based on tips received by 
their employees. Employers must pay tipped employees a cash wage of at least $2.13 per hour if they claim a tip credit 
against their minimum wage obligation. If an employee’s tips combined with the employer’s cash wage of at least $2.13 
per hour do not equal the minimum hourly wage, the employer must make up the difference.

NURSING MOTHERS
The FLSA requires employers to provide reasonable break time for a nursing mother employee who is subject to the FLSA’s 
overtime requirements in order for the employee to express breast milk for her nursing child for one year after the child’s 
birth each time such employee has a need to express breast milk. Employers are also required to provide a place, other than 
a bathroom, that is shielded from view and free from intrusion from coworkers and the public, which may be used by the 
employee to express breast milk.

ENFORCEMENT
The Department has authority to recover back wages and an equal amount in liquidated damages in instances of 
minimum wage, overtime, and other violations. The Department may litigate and/or recommend criminal prosecution. 
Employers may be assessed civil money penalties for each willful or repeated violation of the minimum wage or overtime 
pay provisions of the law. Civil money penalties may also be assessed for violations of the FLSA’s child labor provisions. 
Heightened civil money penalties may be assessed for each child labor violation that results in the death or serious injury of 
any minor employee, and such assessments may be doubled when the violations are determined to be willful or repeated. 
The law also prohibits retaliating against or discharging workers who file a complaint or participate in any proceeding 
under the FLSA.

ADDITIONAL INFORMATION
• Certain occupations and establishments are exempt from the minimum wage, and/or overtime pay provisions.
• Special provisions apply to workers in American Samoa, the Commonwealth of the Northern Mariana Islands, and 

the Commonwealth of Puerto Rico.
• Some state laws provide greater employee protections; employers must comply with both.
• Some employers incorrectly classify workers as “independent contractors” when they are actually employees under 

the FLSA. It is important to know the difference between the two because employees (unless exempt) are entitled to 
the FLSA’s minimum wage and overtime pay protections and correctly classified independent contractors are not.

• Certain full-time students, student learners, apprentices, and workers with disabilities may be paid less than the 
minimum wage under special certificates issued by the Department of Labor.
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TTY: 1-877-889-5627  
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Employee Rights Under the Fair Labor Standards Act

REV. 07/2016

REV. 05/2022

All workers have the right to:

 � A safe workplace.

 � Raise a safety or health concern with
your employer or OSHA, or report a work-
related injury or illness, without being 
retaliated against. 

 � Receive information and training on job
hazards, including all hazardous substances 
in your workplace. 

 � Request a confidential OSHA inspection
of your workplace if you believe there are 
unsafe or unhealthy conditions. You have 
the right to have a representative contact 
OSHA on your behalf.

 � Participate (or have your representative
participate) in an OSHA inspection and 
speak in private to the inspector.

 � File a complaint with OSHA within 30 days
(by phone, online or by mail) if you have been
retaliated against for using your rights. 

 � See any OSHA citations issued to your
employer.

 � Request copies of your medical records, tests
that measure hazards in the workplace, and 
the workplace injury and illness log.

Employers must:

 � Provide employees a workplace free from
recognized hazards. It is illegal to retaliate 
against an employee for using any of their 
rights under the law, including raising a health 
and safety concern with you or with OSHA, or 
reporting a work-related injury or illness.

 � Comply with all applicable OSHA standards.

 � Notify OSHA within 8 hours of a workplace
fatality or within 24 hours of any work-related
inpatient hospitalization, amputation, or loss 
of an eye.

 � Provide required training to all workers in a
language and vocabulary they can understand. 

 � Prominently display this poster in the workplace.

 � Post OSHA citations at or near the place of
the alleged violations.

On-Site Consultation services are available to 
small and medium-sized employers, without 
citation or penalty, through OSHA-supported 
consultation programs in every state.

Contact OSHA. We can help. 

1-800-321-OSHA (6742)  •  TTY 1-877-889-5627  •  www.osha.gov

This poster is available free from OSHA.
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LEAVE ENTITLEMENTS
Eligible employees who work for a covered employer can take up to 12 weeks of unpaid, job-protected leave in a 12-month 
period for the following reasons:
• The birth of a child or placement of a child for adoption or foster care;
• To bond with a child (leave must be taken within 1 year of the child’s birth or placement);
• To care for the employee’s spouse, child, or parent who has a qualifying serious health condition;
• For the employee’s own qualifying serious health condition that makes the employee unable to perform the 

employee’s job;
• For qualifying exigencies related to the foreign deployment of a military member who is the employee’s spouse, 

child, or parent.
An eligible employee who is a covered servicemember’s spouse, child, parent, or next of kin may also take up to 26 weeks of 
FMLA leave in a single 12-month period to care for the servicemember with a serious injury or illness.
An employee does not need to use leave in one block. When it is medically necessary or otherwise permitted, employees 
may take leave intermittently or on a reduced schedule.
Employees may choose, or an employer may require, use of accrued paid leave while taking FMLA leave. If an employee 
substitutes accrued paid leave for FMLA leave, the employee must comply with the employer’s normal paid leave policies.

BENEFITS & PROTECTIONS
While employees are on FMLA leave, employers must continue health insurance coverage as if the employees were  
not on leave.
Upon return from FMLA leave, most employees must be restored to the same job or one nearly identical to it with 
equivalent pay, benefits, and other employment terms and conditions.
An employer may not interfere with an individual’s FMLA rights or retaliate against someone for using or trying to use FMLA 
leave, opposing any practice made unlawful by the FMLA, or being involved in any proceeding under or related to the FMLA.

ELIGIBILITY REQUIREMENTS
An employee who works for a covered employer must meet three criteria in order to be eligible for FMLA leave. The 
employee must:
• Have worked for the employer for at least 12 months;
• Have at least 1,250 hours of service in the 12 months before taking leave;* and
• Work at a location where the employer has at least 50 employees within 75 miles of the employee’s worksite.
*Special “hours of service” requirements apply to airline flight crew employees.

REQUESTING LEAVE
Generally, employees must give 30-days’ advance notice of the need for FMLA leave. If it is not possible to give 30-days’ 
notice, an employee must notify the employer as soon as possible and, generally, follow the employer’s usual procedures.
Employees do not have to share a medical diagnosis, but must provide enough information to the employer so it can 
determine if the leave qualifies for FMLA protection. Sufficient information could include informing an employer that the 
employee is or will be unable to perform his or her job functions, that a family member cannot perform daily activities, 
or that hospitalization or continuing medical treatment is necessary. Employees must inform the employer if the need for 
leave is for a reason for which FMLA leave was previously taken or certified.
Employers can require a certification or periodic recertification supporting the need for leave. If the employer determines 
that the certification is incomplete, it must provide a written notice indicating what additional information is required.

EMPLOYER RESPONSIBILITIES
Once an employer becomes aware that an employee’s need for leave is for a reason that may qualify under the FMLA, the 
employer must notify the employee if he or she is eligible for FMLA leave and, if eligible, must also provide a notice of rights 
and responsibilities under the FMLA. If the employee is not eligible, the employer must provide a reason for ineligibility.
Employers must notify its employees if leave will be designated as FMLA leave, and if so, how much leave will be 
designated as FMLA leave.

ENFORCEMENT
Employees may file a complaint with the U.S. Department of Labor, Wage and Hour Division, or may bring a private lawsuit 
against an employer.
The FMLA does not affect any federal or state law prohibiting discrimination or supersede any state or local law or collective 
bargaining agreement that provides greater family or medical leave rights.

DEPARTMENT OF LABOR 
UNITED STATES OF AMERICA WHD

For additional information or to file a complaint:
1-866-4-USWAGE 
(1-866-487-9243)  

TTY: 1-877-889-5627 
www.dol.gov/whd

U.S. Department of Labor • Wage and Hour Division • WH1420
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Employee Rights Under the Family and Medical Leave Act
The United States Department of Labor Wage and Hour Division

FMLA

Discrimination
U.S. Equal Employment Opportunity Commission

REV. 04/2016

United States Department of Labor

United States Department of Labor

EPPA

USERRA

THE EEOC ENFORCES LAWS 
RELATING TO ANTI-DISCRIMINATION 
RIGHTS. THESE LAWS INCLUDE:

• �Title VII (which prohibits 
employment discrimination based 
on race, color, religion, sex and 
national origin),

• �The Age Discrimination in 
Employment Act,

•� �The Americans with Disabilities Act 
(ADA), and 

• �The Genetic Information 
Nondiscrimination Act (GINA). 

• Pregnant Workers Fairness Act



ELECTRONIC POSTERS AND REMOTE WORKERS
Complying when employees work from home7

POSTING TREND?
With more employees working from home, it’s likely that 
electronic posting for remote workers will be mentioned more 
often in new employee rights legislation. Colorado passed a 
paid sick leave law with a requirement to make the posting 
available to employees who aren’t regularly in the office. It 
says: 

“If an employer does not have a physical workplace, or an 
employee teleworks or performs work through a web-
based platform, the employer shall provide the notice 
through electronic communication or a conspicuous 
posting on the web-based platform.” 

The law doesn’t forget about physical posters, however. A paid 
sick leave poster still needs to be displayed at the worksite, so 
it’s visible to employees who report to work there.

This dual approach to posting requirements — physical posting for onsite 
workers and electronic posting for remote employees — could very likely 
be the way posting regulations are heading. Electronic posting makes 
sense for workers who aren’t coming into the office yet still need to know 
about workplace rights. Physical posting is still a viable solution for onsite 
workers since it’s a visible way to share information about the law. Posting 
information exclusively online would diminish the impact physical posters 
convey. However, online posters are a practical option for workers who aren’t 
regularly in the office.

THE ELECTRONIC POSTING SOLUTION
It’s important to keep up with posting requirements, as federal, state, 
and local agencies take posting compliance seriously. Federal fines for 
noncompliance increase each year, and new state and local laws continue to 
require posters. 

Yet more workers than ever don’t see these posters regularly, as they aren’t 
coming into an office for work. The teleworking trend was starting to take 
hold when the COVID-19 pandemic emerged in 2020 and kicked it into high 
gear. Many employees are working virtually, with the kitchen as their break 
room and a computer as their time clock. The labor law posters that used to 
be part of their everyday work life are now miles away. 

The way we work is changing, and posting requirements are slowly catching 
up. When you’re looking for a way to share employment law posters with 
remote workers, electronic posting is a great way to do that.

If all your employees are working remotely, the DOL requires electronic 
posting, and it is strongly recommended if you have any remote workers. 
Displaying posters onsite can show that employees have been made aware 
of their rights under the law. Providing remote employees with electronic 
postings can show that an employer is making a good faith effort to provide 
this information to every employee, including those who don't regularly visit 
the office.

A REMOTE 
WORKER:

• Works at home

• Is an employee

• �Is not an independent 
contractor

• �Benefits from receiving 
labor law posting 
information through 
electronic posters

A REMOTE 
WORKER IS NOT:

• �A worker in a  
small office

• �A salesperson who 
stops by the main 
office each week

• �A worker at a  
satellite location

• �A worker onsite at a 
customer’s office

• �A worker at a 
construction site

When employees are 
onsite, placing physical 
posters in conspicuous 
areas fulfills posting 
requirements.

WHO’S WHO



When are electronic 
postings required?
When all employees work remotely, the DOL 
says a business can use electronic posting to 
satisfy posting requirements. Essentially, they are 
required if everyone is remote. 

The DOL also notes that, for electronic posters to 
be compliant, employees need to have readily 
available access to them. In addition, workers need 
to usually get information electronically. 

Some of our employees are remote 
and others are in the office. Do we 
need electronic posters?
The DOL encourages the use of electronic posters 
in this situation but doesn’t require them. The EEOC, 
which oversees the Know Your Rights: Workplace 
Discrimination is Illegal posting, says electronic 
posters may be used to meet posting requirements 
for remote workers. 

It’s certainly a best practice to make them 
available, as they’re a great way to show that 
you’re providing workers with information about 
their rights. They might also be required under a 
state law.

At the office, you’ll need to display phycical 
posters.

Which electronic posters 
do I need?
All employees need access to federal postings. 
They also need access to state and local postings 
that relate to where they are working. Employees 
who work from home should be provided with 
electronic posters for the state (and maybe the 
city) they live in.

An employee working in Hawaii, for example, 
needs access to the Hawaii posters. An employee 
for the same company who works in Alaska would 
need access to the Alaska posters.

Our employees work at a customer’s 
location. Do they need electronic 
posters?
If your employees have access to labor law posters 
at the customer’s site, they have the opportunity to 
view physical posters so electronic posters would 
not be required. Check with the customer and 
make sure they have required, up-to-date posters 
displayed in an area where your employees can 
view them.

Our sales associates travel 
but stop by the office each week 
for a meeting. Do they need 
electronic posters?
No, posting requirements are covered at the 
worksite if visits to the office are frequent enough 
and posters are visibly displayed.

What about remote employees who 
visit our office a few times a year?
Electronic posting is recommended. Having access 
to paper posters a few times a year isn’t enough.

What do we do for construction 
employees who report to the 
construction site each day?
Physical posters should be displayed at the 
construction site. 

Options include placing the posters in a job trailer 
or on a piece of plywood at the site entrance.

REMOTE EMPLOYEE 
POSTING FAQS7
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WE’RE HERE TO HELP

As the nation’s leader in regulatory compliance and best practices expertise, J. J. Keller is

your reliable source for help in complying with employment law and reducing the risk of

litigation. In addition to DOL, we cover DOT, OSHA, EPA, and other agencies.

LABOR LAW POSTERS
J. J. Keller offers federal, state, local, and wage order posters for all 50 states, the  

District of Columbia, and Puerto Rico. Printed and distributed onsite, our posters set  

the standard for quality and comprehension and come backed by our trusted team  

of in-house experts — acknowledged leaders in the safety, regulatory and compliance  

fields with over 500 years of combined experience. We also offer comprehensive  

update and monitoring services to help streamline compliance.

UPDATE SERVICE
Covering you at the federal, state, and local level, J. J. Keller’s worry-free update 

service makes labor law compliance a breeze. Sign-up today and receive new posters 

— free of charge — anytime there’s a mandatory change. Plus, easily manage your 

account and communicate with remote workers using J. J. Keller’s LABOR LAW 

POSTER MANAGEMENT CENTER.

ELECTRONIC UPDATE SERVICE
J. J. Keller’s electronic update service makes it easy to share key compliance 

information with employees no matter their location. Subscribe today and easily:

• Reference federal, state and local change notices at any time on any device

• Share change notices with employees via email or company intranet

• View and track which employees have reviewed change notices

FEDERAL CONTRACTOR POSTERS
Available in English and Spanish, federal labor law posters from J. J. Keller combine 

eight commonly required postings for federal contractors and subcontractors (NRLA, 

DBA, PCA, SCA, Know Your Rights: Workplace Discrimination is Illegal, MWC, Pay 

Transparency Policy Statement, and Paid Sick Leave) on one convenient poster, 

and come backed by our in-house team of regulatory experts. Laminated poster 

measures 24" x 40".

For more information, call 800-327-6868 or visit JJKeller.com/LaborLaw

Copyright 2022 J. J. Keller & Associates, Inc. • Neenah, WI • Printed in the USA This poster is in compliance with federal posting requirements.
OCT2022

TWO ways to verify poster compliance!

QR CODE

ONLINE

Scan with phone camera:
OR

62620

To update your labor law posters contact  J. J. Keller & Associates, Inc. JJKeller.com/laborlaw 
800-327-6868Go to: JJKeller.com/LLPverify

Enter this code: 62620-102022
65696F FED-ENG

FEDERALFEDERAL
Labor LawsLabor Laws

The Employee Polygraph Protection Act prohibits most private employers from using lie detector tests either for 
pre‑employment screening or during the course of employment.PROHIBITIONS

Employers are generally prohibited from requiring or requesting any employee or job applicant to take a lie detector test, and from 
discharging, disciplining, or discriminating against an employee or prospective employee for refusing to take a test or for exercising 
other rights under the Act. 
EXEMPTIONS
Federal, State and local governments are not affected by the law. Also, the law does not apply to tests given by the Federal 
Government to certain private individuals engaged in national security-related activities.The Act permits polygraph (a kind of lie detector) tests to be administered in the private sector, subject to restrictions, to certain 

prospective employees of security service firms (armored car, alarm, and guard), and of pharmaceutical manufacturers, distributors 
and dispensers.

The Act also permits polygraph testing, subject to restrictions, of certain employees of private firms who are reasonably suspected 
of involvement in a workplace incident (theft, embezzlement, etc.) that resulted in economic loss to the employer.
The law does not preempt any provision of any State or local law or any collective bargaining agreement which is more restrictive 
with respect to lie detector tests.
EXAMINEE RIGHTS
Where polygraph tests are permitted, they are subject to numerous strict standards concerning the conduct and length of the test. 
Examinees have a number of specific rights, including the right to a written notice before testing, the right to refuse or discontinue 
a test, and the right not to have test results disclosed to unauthorized persons.ENFORCEMENT

The Secretary of Labor may bring court actions to restrain violations and assess civil penalties against violators.  
Employees or job applicants may also bring their own court actions.THE LAW REQUIRES EMPLOYERS TO DISPLAY THIS POSTER WHERE EMPLOYEES AND JOB APPLICANTS CAN READILY SEE IT.DEPARTMENT OF LABOR 

UNITED STATES OF AMERICA WHD WAGE AND HOUR DIVISION UNITED STATES DEPARTMENT OF LABOR
1‑866‑487‑9243 

TTY: 1-877-889-5627  www.dol.gov/whd WH1462

Employee Rights  Employee Polygraph Protection Act

REV. 07/2016

USERRA protects the job rights of individuals who voluntarily or involuntarily leave employment positions to undertake military service or certain types of service in the National Disaster Medical System. 

USERRA also prohibits employers from discriminating against past and present members of the uniformed services, and applicants to the uniformed services.

REEMPLOYMENT RIGHTS
You have the right to be reemployed in your civilian job if you leave that job to perform service in the uniformed service and:
• you ensure that your employer receives advance written or verbal notice of your service;• you have five years or less of cumulative service in the uniformed services while with that particular employer;

• you return to work or apply for reemployment in a timely manner after conclusion of service; and
• you have not been separated from service with a disqualifying discharge or under other than honorable conditions.
If you are eligible to be reemployed, you must be restored to the job and benefits you would have attained if you had not been 
absent due to military service or, in some cases, a comparable job.RIGHT TO BE FREE FROM DISCRIMINATION AND RETALIATIONIf you:

• are a past or present member of the uniformed service;• have applied for membership in the uniformed service; or
• are obligated to serve in the uniformed service;

then an employer may not deny you:
• initial employment;
• reemployment;
• retention in employment;

• promotion; or
• any benefit of employment

because of this status.
In addition, an employer may not retaliate against anyone assisting in the enforcement of USERRA rights, including testifying or 
making a statement in connection with a proceeding under USERRA, even if that person has no service connection.

HEALTH INSURANCE PROTECTION• If you leave your job to perform military service, you have the right to elect to continue your existing employer-based health 
plan coverage for you and your dependents for up to 24 months while in the military.• Even if you don’t elect to continue coverage during your military service, you have the right to be reinstated in your 
employer’s health plan when you are reemployed, generally without any waiting periods or exclusions (e.g., pre-existing 
condition exclusions) except for service-connected illnesses or injuries.ENFORCEMENT

• The U.S. Department of Labor, Veterans Employment and Training Service (VETS) is authorized to investigate and resolve 
complaints of USERRA violations.• For assistance in filing a complaint, or for any other information on USERRA, contact VETS at 1‑866‑4‑USA‑DOL or 
visit its website at https://www.dol.gov/agencies/vets/. An interactive online USERRA Advisor can be viewed at 
https://webapps.dol.gov/elaws/vets/userra.• If you file a complaint with VETS and VETS is unable to resolve it, you may request that your case be referred to the 
Department of Justice or the Office of Special Counsel, as applicable, for representation.• You may also bypass the VETS process and bring a civil action against an employer for violations of USERRA.

The rights listed here may vary depending on the circumstances. The text of this notice was prepared by VETS, and may be viewed 
on the internet at this address: https://www.dol.gov/agencies/vets/programs/userra/poster Federal law requires employers to 
notify employees of their rights under USERRA, and employers may meet this requirement by displaying the text of this notice 
where they customarily place notices for employees.

U.S. Department of Labor • 1‑866‑487‑2365 U.S. Department of Justice Office of Special Counsel  Employer Support of the Guard and Reserve • 1‑800‑336‑4590

Your Rights Under USERRA  The Uniformed Services Employment and Reemployment Rights Act

The U.S. Equal Employment Opportunity Commission (EEOC) enforces Federal laws that protect you from discrimination in employment. If you believe you’ve been discriminated against at 

work or in applying for a job, the EEOC may be able to help.Who is Protected?
• Employees (current and former), including managers and temporary employees• Job applicants

• Union members and applicants for membership in a union
What Organizations are Covered?• Most private employers
• State and local governments (as employers)• Educational institutions (as employers)• Unions

• Staffing agencies
What Types of Employment Discrimination are Illegal?
Under the EEOC’s laws, an employer may not discriminate against you, regardless of your immigration status, on the bases of:

• Race
• Color
• Religion
• National origin
• Sex (including pregnancy and related conditions, sexual orientation, or gender identity)• Age (40 and older)

• Disability
• Genetic information (including employer requests for, or purchase, use, or disclosure of genetic tests, genetic services, or family medical history)• Retaliation for filing a charge, reasonably opposing discrimination, or participating in a discrimination lawsuit, investigation, or proceeding.What Employment Practices can be Challenged as Discriminatory?

All aspects of employment, including:• Discharge, firing, or lay-off• Harassment (including unwelcome verbal or physical conduct)
• Hiring or promotion
• Assignment
• Pay (unequal wages or compensation)

• Failure to provide reasonable accommodation for a disability or a sincerely-held religious belief, observance or practice
• Benefits
• Job training
• Classification
• Referral
• Obtaining or disclosing genetic information of employees
• Requesting or disclosing medical information of employees
• Conduct that might reasonably discourage someone from opposing discrimination, filing a charge, or participating in an investigation or proceeding.What can You Do if You Believe Discrimination has Occurred?

Contact the EEOC promptly if you suspect discrimination. Do not delay, because there are strict time limits for filing a charge of discrimination (180 or 300 days, depending on where you live/work). You can reach the EEOC in any of the following ways:
Submit an inquiry through the EEOC’s public portal:  https://publicportal.eeoc.gov/Portal/Login.aspxCall 1–800–669–4000 (toll free)  1–800–669–6820 (TTY)  1–844–234–5122 (ASL video phone)Visit an EEOC field office (information at  www.eeoc.gov/field-office)E‑Mail info@eeoc.gov

Additional information about the EEOC, including information about filing a charge of discrimination, is available at www.eeoc.gov.

EMPLOYERS HOLDING FEDERAL CONTRACTS OR SUBCONTRACTSThe Department of Labor’s Office of Federal Contract Compliance Programs (OFCCP) enforces the nondiscrimination and affirmative action commitments of companies doing business with the Federal Government. If you are applying for a job with, or are an employee of, a company with a Federal contract or subcontract, you are protected under Federal law from discrimination on the following bases:

Race, Color, Religion, Sex, Sexual Orientation, Gender Identity, National OriginExecutive Order 11246, as amended, prohibits employment discrimination by Federal contractors based on race, color, religion, sex, sexual orientation, gender identity, or national origin, and requires affirmative action to ensure equality of opportunity in all aspects of employment.
Asking About, Disclosing, or Discussing PayExecutive Order 11246, as amended, protects applicants and employees of Federal contractors from discrimination based on inquiring about, disclosing, or discussing their compensation or the compensation of other applicants or employees.Disability

Section 503 of the Rehabilitation Act of 1973, as amended, protects qualified individuals with disabilities from discrimination in hiring, promotion, discharge, pay, fringe benefits, job training, classification, referral, and other aspects of employment by Federal contractors. Disability discrimination includes not making reasonable accommodation to the known physical or mental limitations of an otherwise qualified individual with a disability who is an applicant or employee, barring undue hardship to the employer. Section 503 also requires that Federal contractors take affirmative action to employ and advance in employment qualified individuals with disabilities at all levels of employment, including the executive level.
Protected Veteran Status
The Vietnam Era Veterans’ Readjustment Assistance Act of 1974, as amended, 38 U.S.C. 4212, prohibits employment discrimination against, and requires affirmative action to recruit, employ, and advance in employment, disabled veterans, recently separated veterans (i.e., within three years of discharge or release from active duty), active duty wartime or campaign badge veterans, or Armed Forces service medal veterans.

Retaliation
Retaliation is prohibited against a person who files a complaint of discrimination, participates in an OFCCP proceeding, or otherwise opposes discrimination by Federal contractors under these Federal laws.

Any person who believes a contractor has violated its nondiscrimination or affirmative action obligations under OFCCP’s authorities should contact immediately:

The Office of Federal Contract Compliance Programs (OFCCP) U.S. Department of Labor 
200 Constitution Avenue, N.W. Washington, D.C. 20210 
1–800–397–6251 (toll-free)
If you are deaf, hard of hearing, or have a speech disability, please dial 7–1–1 to access telecommunications relay services. OFCCP may also be contacted by submitting a question online to OFCCP’s Help Desk at https://ofccphelpdesk.dol.gov/s/, or by calling an OFCCP regional or district office, listed in most telephone directories under U.S. Government, Department of Labor and on OFCCP’s “Contact Us” webpage at https://www.dol.gov/agencies/ofccp/contact.

PROGRAMS OR ACTIVITIES RECEIVING FEDERAL FINANCIAL ASSISTANCERace, Color, National Origin, SexIn addition to the protections of Title VII of the Civil Rights Act of 1964, as amended, Title VI of the Civil Rights Act of 1964, as amended, prohibits discrimination on the basis of race, color or national origin in programs or activities receiving Federal financial assistance. Employment discrimination is covered by Title VI if the primary objective of the financial assistance is provision of employment, or where employment discrimination causes or may cause discrimination in providing services under such programs. Title IX of the Education Amendments of 1972 prohibits employment discrimination on the basis of sex in educational programs or activities which receive Federal financial assistance.
Individuals with Disabilities
Section 504 of the Rehabilitation Act of 1973, as amended, prohibits employment discrimination on the basis of disability in any program or activity which receives Federal financial assistance. Discrimination is prohibited in all aspects of employment against persons with disabilities who, with or without reasonable accommodation, can perform the essential functions of the job.

If you believe you have been discriminated against in a program of any institution which receives Federal financial assistance, you should immediately contact the Federal agency providing such assistance.

Know Your Rights: Workplace Discrimination is Illegal

REV. 10/20/2022

FEDERAL MINIMUM WAGE 
$7.25 PER HOUR 

BEGINNING JULY 24, 2009The law requires employers to display this poster where employees can readily see it.
OVERTIME PAY
At least 1½ times the regular rate of pay for all hours worked over 40 in a workweek.CHILD LABOR

An employee must be at least 16 years old to work in most non-farm jobs and at least 18 to work in non-farm jobs 
declared hazardous by the Secretary of Labor. Youths 14 and 15 years old may work outside school hours in various non-
manufacturing, non-mining, non-hazardous jobs with certain work hours restrictions. Different rules apply in agricultural 
employment.
TIP CREDIT
Employers of “tipped employees” who meet certain conditions may claim a partial wage credit based on tips received by 
their employees. Employers must pay tipped employees a cash wage of at least $2.13 per hour if they claim a tip credit 
against their minimum wage obligation. If an employee’s tips combined with the employer’s cash wage of at least $2.13 
per hour do not equal the minimum hourly wage, the employer must make up the difference.NURSING MOTHERS

The FLSA requires employers to provide reasonable break time for a nursing mother employee who is subject to the FLSA’s 
overtime requirements in order for the employee to express breast milk for her nursing child for one year after the child’s 
birth each time such employee has a need to express breast milk. Employers are also required to provide a place, other than 
a bathroom, that is shielded from view and free from intrusion from coworkers and the public, which may be used by the 
employee to express breast milk.

ENFORCEMENT
The Department has authority to recover back wages and an equal amount in liquidated damages in instances of 
minimum wage, overtime, and other violations. The Department may litigate and/or recommend criminal prosecution. 
Employers may be assessed civil money penalties for each willful or repeated violation of the minimum wage or overtime 
pay provisions of the law. Civil money penalties may also be assessed for violations of the FLSA’s child labor provisions. 
Heightened civil money penalties may be assessed for each child labor violation that results in the death or serious injury of 
any minor employee, and such assessments may be doubled when the violations are determined to be willful or repeated. 
The law also prohibits retaliating against or discharging workers who file a complaint or participate in any proceeding 
under the FLSA.
ADDITIONAL INFORMATION
• Certain occupations and establishments are exempt from the minimum wage, and/or overtime pay provisions.
• Special provisions apply to workers in American Samoa, the Commonwealth of the Northern Mariana Islands, and 

the Commonwealth of Puerto Rico.
• Some state laws provide greater employee protections; employers must comply with both.• Some employers incorrectly classify workers as “independent contractors” when they are actually employees under 

the FLSA. It is important to know the difference between the two because employees (unless exempt) are entitled to 
the FLSA’s minimum wage and overtime pay protections and correctly classified independent contractors are not.

• Certain full-time students, student learners, apprentices, and workers with disabilities may be paid less than the 
minimum wage under special certificates issued by the Department of Labor.DEPARTMENT OF LABOR 

UNITED STATES OF AMERICA WHD WAGE AND HOUR DIVISION UNITED STATES DEPARTMENT OF LABOR
1‑866‑487‑9243 

TTY: 1-877-889-5627  
www.dol.gov/whd
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Employee Rights Under the Fair Labor Standards Act

REV. 07/2016

REV. 05/2022

All workers have the right to:
 � A safe workplace.
 � Raise a safety or health concern withyour employer or OSHA, or report a work-related injury or illness, without being retaliated against. 

 � Receive information and training on jobhazards, including all hazardous substances in your workplace. 
 � Request a confidential OSHA inspectionof your workplace if you believe there are unsafe or unhealthy conditions. You have the right to have a representative contact OSHA on your behalf.

 � Participate (or have your representativeparticipate) in an OSHA inspection and speak in private to the inspector.
 � File a complaint with OSHA within 30 days(by phone, online or by mail) if you have beenretaliated against for using your rights. 
 � See any OSHA citations issued to youremployer.
 � Request copies of your medical records, teststhat measure hazards in the workplace, and the workplace injury and illness log.

Employers must:
 � Provide employees a workplace free fromrecognized hazards. It is illegal to retaliate against an employee for using any of their rights under the law, including raising a health and safety concern with you or with OSHA, or reporting a work-related injury or illness.

 � Comply with all applicable OSHA standards. � Notify OSHA within 8 hours of a workplacefatality or within 24 hours of any work-relatedinpatient hospitalization, amputation, or loss of an eye.
 � Provide required training to all workers in alanguage and vocabulary they can understand.  � Prominently display this poster in the workplace. � Post OSHA citations at or near the place ofthe alleged violations.

On-Site Consultation services are available to small and medium-sized employers, without citation or penalty, through OSHA-supported consultation programs in every state.

Contact OSHA. We can help. 

1-800-321-OSHA (6742)  •  TTY 1-877-889-5627  •  www.osha.gov

This poster is available free from OSHA.
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IT’S THE LAW!

U.S. Department of Labor

LEAVE ENTITLEMENTS
Eligible employees who work for a covered employer can take up to 12 weeks of unpaid, job-protected leave in a 12-month 
period for the following reasons:
• The birth of a child or placement of a child for adoption or foster care;• To bond with a child (leave must be taken within 1 year of the child’s birth or placement);• To care for the employee’s spouse, child, or parent who has a qualifying serious health condition;

• For the employee’s own qualifying serious health condition that makes the employee unable to perform the 
employee’s job;

• For qualifying exigencies related to the foreign deployment of a military member who is the employee’s spouse, 
child, or parent.

An eligible employee who is a covered servicemember’s spouse, child, parent, or next of kin may also take up to 26 weeks of 
FMLA leave in a single 12-month period to care for the servicemember with a serious injury or illness.An employee does not need to use leave in one block. When it is medically necessary or otherwise permitted, employees 
may take leave intermittently or on a reduced schedule.Employees may choose, or an employer may require, use of accrued paid leave while taking FMLA leave. If an employee 
substitutes accrued paid leave for FMLA leave, the employee must comply with the employer’s normal paid leave policies.
BENEFITS & PROTECTIONS
While employees are on FMLA leave, employers must continue health insurance coverage as if the employees were  
not on leave.
Upon return from FMLA leave, most employees must be restored to the same job or one nearly identical to it with 
equivalent pay, benefits, and other employment terms and conditions.An employer may not interfere with an individual’s FMLA rights or retaliate against someone for using or trying to use FMLA 
leave, opposing any practice made unlawful by the FMLA, or being involved in any proceeding under or related to the FMLA.
ELIGIBILITY REQUIREMENTSAn employee who works for a covered employer must meet three criteria in order to be eligible for FMLA leave. The 
employee must:
• Have worked for the employer for at least 12 months;• Have at least 1,250 hours of service in the 12 months before taking leave;* and• Work at a location where the employer has at least 50 employees within 75 miles of the employee’s worksite.

*Special “hours of service” requirements apply to airline flight crew employees.

REQUESTING LEAVE
Generally, employees must give 30-days’ advance notice of the need for FMLA leave. If it is not possible to give 30-days’ 
notice, an employee must notify the employer as soon as possible and, generally, follow the employer’s usual procedures.
Employees do not have to share a medical diagnosis, but must provide enough information to the employer so it can 
determine if the leave qualifies for FMLA protection. Sufficient information could include informing an employer that the 
employee is or will be unable to perform his or her job functions, that a family member cannot perform daily activities, 
or that hospitalization or continuing medical treatment is necessary. Employees must inform the employer if the need for 
leave is for a reason for which FMLA leave was previously taken or certified.Employers can require a certification or periodic recertification supporting the need for leave. If the employer determines 
that the certification is incomplete, it must provide a written notice indicating what additional information is required.
EMPLOYER RESPONSIBILITIESOnce an employer becomes aware that an employee’s need for leave is for a reason that may qualify under the FMLA, the 
employer must notify the employee if he or she is eligible for FMLA leave and, if eligible, must also provide a notice of rights 
and responsibilities under the FMLA. If the employee is not eligible, the employer must provide a reason for ineligibility.
Employers must notify its employees if leave will be designated as FMLA leave, and if so, how much leave will be 
designated as FMLA leave.
ENFORCEMENT
Employees may file a complaint with the U.S. Department of Labor, Wage and Hour Division, or may bring a private lawsuit 
against an employer.
The FMLA does not affect any federal or state law prohibiting discrimination or supersede any state or local law or collective 
bargaining agreement that provides greater family or medical leave rights.
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NOTICE: This state has its own minimum wage law. Employers are also required to display the federal Employee Rights Under the Fair Labor Standards Act posting, which indicates the federal minimum wage. Where federal and state rates both apply to an 
employee, the U.S. Department of Labor dictates that the employee is entitled to the higher minimum wage rate.

THIS NOTICE IS FOR INFORMATIONAL PURPOSES ONLY.

NOTICE TO WORKERS

YOU HAVE THE RIGHT TO BE:
• Properly classified as an employee or an independent contractor

• Paid accurately and timely for the services you perform

There are resources available to you if you believe you are being subject to improper classification or inaccurate payment practices by your employer. For more information, go to 
WorkRight.cdle.co.
Employers are required to follow the law when paying hourly wages, overtime, and properly covering you for unemployment insurance and workers’ compensation purposes. As a 
worker, you have certain rights as an employee vs. independent contractor.
Improper classification (often called misclassification) of employees as independent contractors and other labor law violations create many problems, both for law-abiding businesses 
and for workers in Colorado.
If you believe you have been improperly classified as an independent contractor and are really performing duties that fit the criteria of an employee, visit 
colorado.gov/cdle/TipForm, or call us at 303-318-9100 and select Option 4. To be classified as an employee, you must meet the criteria in Colorado Revised Statute 8-70-115. You can 
read the law online and find out more at coloradoui.gov/ProperClassification. 
As an employee, you are entitled to unemployment insurance benefits if you become unemployed through no fault of your own. Your employer contributes to unemployment 
insurance and cannot deduct this from your wages.  
If you become unemployed and wish to file for unemployment insurance benefits, go to coloradoui.gov and click on File a Claim. If your hours of work and pay are reduced, you may be 
entitled to partial unemployment benefits. 
If you cannot access a computer, call one of the following numbers: 303-318-9000 (Denver-metro area) or 1-800-388-5515 (outside Denver-metro area); hearing impaired 303-318-
9016 (TDD Denver-metro area) or 1-800-894-7730 (TDD outside Denver-metro area).

EMPLOYERS ARE REQUIRED BY LAW TO POST THIS NOTICE
Colorado Employment Security Act, 8-74-101(2); Regulations Concerning Employment Security 7.3.1 through 7.3.5  

Employers can download copies of this poster at coloradoui.gov/employer, then click on Forms / Publications.

CO\CDLE COLORADO
Department of 
Labor and Employment

IT STARTS WITH YOU
Building a better Colorado

C.R.S. § 24-34-401 et seq.
IT SHALL BE A DISCRIMINATORY OR UNFAIR EMPLOYMENT PRACTICE:

to REFUSE TO HIRE, to DISCHARGE, to PROMOTE or DEMOTE, to HARASS during the course of employment, or to discriminate IN MATTERS of COMPENSATION, TERMS, CONDITIONS, or 
PRIVILEGES of employment.

BECAUSE OF:
 DISABILITY, RACE, CREED, COLOR, SEX, SEXUAL ORIENTATION, GENDER IDENTITY, GENDER EXPRESSION, RELIGION, AGE, NATIONAL ORIGIN or ANCESTRY, or, in certain circumstances, 

MARRIAGE TO A COWORKER.

REASONABLE ACCOMMODATIONS FOR DISABILITIES:
An employee with a disability is entitled to a reasonable accommodation(s) which is necessary to perform the essential functions of the job. An accommodation is not reasonable if its 

provision would result in an undue hardship on the employer’s business.

PREGNANT WORKERS FAIRNESS ACT — C.R.S. § 24-34-402.3
An employee with a health condition(s) related to pregnancy or physical recovery from childbirth is entitled to a reasonable accommodation(s) necessary to perform the essential 

functions of the job. An accommodation is not reasonable if its provision would result in an undue hardship on the employer’s business.

RETALIATION PROHIBITED — C.R.S. § 24-34-402(e)
It is a discriminatory act to retaliate against a person who opposes a discriminatory practice or who participates in a discrimination investigation, proceeding or hearing.

SHARING WAGE INFORMATION PROTECTED — C.R.S. § 24-34-402(i)
An employer shall not discharge, discipline, discriminate against, coerce, intimidate, threaten, or interfere with an employee or person due to an inquiry, disclosure or discussion of 

wages. An employer shall not require an employee to waive the right to disclose wage information.

CROWN Act of 2020:
Discrimination on the basis of one’s race includes hair texture, hair type, or a protective hairstyle commonly or historically associated with race, such as braids, locs, twists, tight coils or 

curls, cornrows, Bantu knots, Afros, and headwraps. eff. 9/13/20.

TO FILE A COMPLAINT OF DISCRIMINATION, OR FOR MORE INFORMATION CONTACT THE COLORADO CIVIL RIGHTS DIVISION; 1560 
BROADWAY, LOBBY WELCOME CENTER, SUITE # 110, DENVER, CO 80202

MAIN PHONE: 303-894-2997; HOTLINE ESPANOL: 720-432-4294; TOLL-FREE: 800-262-4845; V/TTD  
RELAY: 711; FAX: 303-894-7830; EMAIL: DORA_CCRD@STATE.CO.US

CLAIMS ASSERTING EMPLOYMENT DISCRIMINATION MUST BE FILED AS A FORMAL COMPLAINT WITHIN 300-DAYS* FROM NOTICE OF THE 
EMPLOYMENT ACTION.

*With respect to discriminatory Employment incidents occurring on or before August 9, 2022,  
a statutory six (6) month filing deadline applies.

Division Director, Aubrey Elenis, Esq. ccrd.colorado.gov

C O L O R A D O
Family and Medical Leave 
Insurance Program (FAMLI)
Department of Labor and Employment

2023 FAMLI Program Notice
Deductions from Employee Wages start January 1, 2023
• The employee share of FAMLI premiums is set at 0.45% of employee wages 

through 2024. For 2025 and beyond, the director of the FAMLI Division sets the 
premium rate according to a formula based on the monetary value of the fund 
each year. Employers with a total of ten or more employees nationwide must 
also contribute an additional 0.45% of wages for a total of 0.9%, but employers 
with nine or fewer employees are only responsible for sending the 0.45% 
employee share to the FAMLI Division.

• Starting in 2023, employers may begin deducting up to 0.45% from 
employees’ wages for FAMLI contributions. This can be done through a 
simple payroll deduction, and employees will notice the deduction on their 
regular paychecks. Employers are responsible for collecting those deductions 
and sending them into the FAMLI Division on behalf of their employees once a 
quarter.

Benefits start January 1, 2024
• Starting in 2024, paid family and medical leave benefits are available to most 

Colorado employees who have a qualifying condition and who earned $2,500 
over the previous year for work performed in Colorado.

• The qualifying conditions for paid family and medical leave are:
• Caring for a new child during the first year after the birth, adoption, or 

foster care placement of that child.
• Caring for a family member with a serious health condition.
• Caring for your own serious health condition.
• Making arrangements for a family member’s military deployment.
• Obtaining safe housing, care, and/or legal assistance in response to 

domestic violence, stalking, sexual assault, or sexual abuse.
• Covered employees are entitled to up to 12 weeks of paid family and medical 

leave per year. Individuals with serious health conditions caused by pregnancy 
complications or childbirth complications are entitled to up to 4 more weeks of 
paid family and medical leave per year for a total of 16 weeks.

• Leave may be taken continuously, intermittently, or in the form of a reduced 
schedule.

• Leave will be paid at a rate of up to 90% of the employee’s average weekly 
wage, based on a sliding scale. Employees may estimate their benefits by using 
the benefits calculator available at famli.colorado.gov.

• You don’t have to work for your employer a minimum amount of time in order 
to qualify for paid family and medical leave benefits.

• If FAMLI leave is used for a reason that also qualifies as leave under the federal 
FMLA, then the leave will also count as FMLA leave used.

• Employees may choose to use sick leave or other paid time off before using 
FAMLI benefits, but they are not required to do so.

• Employers and employees may mutually agree to supplement FAMLI benefits 
with sick leave or other paid time off in order to provide full wage replacement.

Filing Claims
• Employees will not be able to file for benefits until the last quarter of 2023. 

Benefits will be available starting January 2024. Instructions on how to apply 
for benefits will be available on famli.colorado.gov in the last quarter of 2023.

• Employees or their designated representatives apply for FAMLI benefits by 
submitting an application, along with required documentation, directly to the 
FAMLI Division. Employers cannot make employees apply for FAMLI benefits.

• Applications may be submitted in advance of the absence from work, and in 
some circumstances, they may be submitted after the absence has begun.

• Approved applications will be paid by the FAMLI Division within two weeks after 
the claim is properly filed, and every two weeks thereafter for the duration of 
the approved leave.

• Employees can appeal claim determinations to the FAMLI Division.
• Individuals who attempt to defraud the FAMLI program may be disqualified 

from receiving benefits.

Job protection and continued benefits
• Employers must maintain health care benefits for employees while they are on 

FAMLI leave, and both the employer and the employee remain responsible for 
paying for those benefits in the same amounts as before the leave began.

• An employee who has worked for the employer for at least 180 days is entitled 
to return to the same position, or an equivalent position, upon their return from 
FAMLI leave.

Retaliation, Discrimination, and Interference Prohibited
• Employers may not interfere with employees’ rights under FAMLI, and may not 

discriminate or retaliate against them for exercising those rights.
• Employees who suffer retaliation, discrimination, or interference may file suit in 

court, or may file a complaint with the FAMLI Division.

Other Important Information
• An employer may offer a private plan that provides the same benefits as the 

state FAMLI plan, and imposes no additional costs or restrictions. Private plans 
must be approved by the FAMLI Division.

• Employees and employers are encouraged to report 
FAMLI violations to the FAMLI Division.

REV. 08/2022REV. 08/2022

Department of Regulatory Agencies,  
Colorado Civil Rights Division

Department of Labor and Employment
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Employment  Employment  
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NOTICE
IF YOU ARE INJURED ON THE JOB, YOU HAVE RIGHTS UNDER THE COLORADO WORKERS’ 
COMPENSATION ACT. YOUR EMPLOYER IS REQUIRED BY LAW TO HAVE WORKERS’ COMPENSATION 
INSURANCE. THE COST OF THE INSURANCE IS PAID ENTIRELY BY YOUR EMPLOYER. IF YOUR EMPLOYER 
DOES NOT HAVE WORKERS’ COMPENSATION INSURANCE, YOU STILL HAVE RIGHTS UNDER THE LAW.
IT IS AGAINST THE LAW FOR YOUR EMPLOYER TO HAVE A POLICY CONTRARY TO THE REPORTING 
REQUIREMENTS SET FORTH IN THE COLORADO WORKERS’ COMPENSATION ACT. YOUR EMPLOYER IS 
INSURED THROUGH:

(Please write or type your insurance carrier name and contact information here.)

IF YOU ARE INJURED ON THE JOB, NOTIFY YOUR EMPLOYER AS SOON AS YOU ARE ABLE, AND REPORT 
YOUR INJURY TO YOUR EMPLOYER IN WRITING WITHIN 10 DAYS AFTER THE INJURY. IF YOU DO NOT 
REPORT YOUR INJURY PROMPTLY, YOU MAY STILL PURSUE A CLAIM.
ADVISE YOUR EMPLOYER IF YOU NEED MEDICAL TREATMENT. IF YOU OBTAIN MEDICAL CARE, BE SURE 
TO REPORT TO YOUR EMPLOYER AND HEALTH-CARE PROVIDER HOW, WHEN, AND WHERE THE INJURY 
OCCURRED.
YOU MAY FILE A WORKER’S CLAIM FOR COMPENSATION WITH THE DIVISION OF WORKERS’ 
COMPENSATION. TO OBTAIN FORMS OR INFORMATION REGARDING THE WORKERS’ COMPENSATION 
SYSTEM,THE CUSTOMER SERVICE CONTACT INFORMATION FOR THE DIVISION OF WORKERS’ 
COMPENSATION IS:

Division of Workers’ Compensation 
633 17th Street, Suite 400 
Denver, CO 80202
303-318-8700 
1-888-390-7936 (Toll-Free) 
cdle.colorado.gov/dwc

WC50 REV. 08/2022

COLORADO OVERTIME & MINIMUM PAY STANDARDS 
ORDER (“COMPS Order”) #38, POSTER & NOTICE

Division of Labor Standards & Statistics
Effective 1/1/23: must update annually;  

new poster available each mid-December 

Colorado Minimum Wage: $13.65/hour, or $10.63 for Tipped Employees, in 2023 (Rule 3) 
• The minimum wage is adjusted each year for inflation, so the above amounts are for only 2023
• All employees must be paid at least the minimum wage (unless exempt in Rule 2), whether paid hourly or another way 

(salary, commission, piecework, etc.), except unemancipated minors can be paid 15% under full minimum wage
• Use the highest standard if other labor laws also apply, such as Denver’s minimum wage ($17.29 in 2023)

Overtime: 1½ times regular pay rates for hours over 40 weekly, 12 daily, or 12 consecutive 
(Rule 4) 
• Overtime is required each week over 40 hours, or day over 12, even if 2 or more weeks or days average fewer hours
• Employers cannot provide time off (“comp time”) instead of time-and-a-half premium pay for overtime hours
• Key variances/exemptions (all are detailed in Rules 2.3-2.4):

 – Modified overtime in a small number of health care jobs; exemption for certain heavy vehicle drivers
 – No 40-hour weekly overtime in downhill ski/snowboard jobs (but 56-hour overtime for many under federal 

law)
 – Agriculture, as of 11/1/22: overtime after 60 hours; half-hour paid break in days over 12 hours, extra pay if 

over 15

Meal Periods: 30 minutes uninterrupted and duty-free, for shifts over 5 hours (Rule 1.9) 
• Can be unpaid, but only if employees are completely relieved of all duties, and allowed to pursue personal activities
• If work makes uninterrupted meal periods impractical, eating on-duty must be permitted, and the time must be paid
• To the extent practical, meal periods must be at least 1 hour after starting and 1 hour before ending shifts

Rest Periods: 10 minutes, paid, every 4 hours (Rule 5.2)

#Work 
Hours:

Up to 2 >2, up 
to 6

>6, up 
to 10

>10, up 
to 14

>14, up 
to 18

>18, up 
to 22

>22

#Rest 
Periods:

0 1 2 3 4 5 6

• Need not be off-site, but must not include work, and should be in the middle of the 4 hours to the extent practical
• Rest periods are time worked for minimum wage and overtime purposes, and if employers do not authorize and permit 

rest periods, they must pay extra for time that would have been rest periods, including for non-hourly-paid employees
• Key variances/exemptions:  

 – In some circumstances, 10-minute rest periods can be divided into two of 5 minutes (Rule 5.2.1)
 – Agriculture: certain work requires more breaks; other is exempt (Rule 2.3, & Agricultural Labor Conditions 

Rules)

Time Worked: Pay for time employers allow performing labor/service for their benefit (Rule 
1.9)
• All time on-premises, on duty, or at workplaces (but not just letting off-duty employees be on-premises), including:

 – putting on/removing work clothes/gear (but not clothes worn outside work), cleanup/setup, or other 
off-clock duty,

 – waiting for assignments at work, or receiving or sharing work-related information,
 – security/safety screening, or clocking/checking in or out, or
 – waiting for any of the above tasks.

• Travel for employer benefit is time worked; normal home/work travel is not (details in Rule 1.9.2)
• Sleep time, if sufficiently uninterrupted and lengthy, can be excluded in certain situations (details in Rule 1.9.3).

Deductions, Credits, Charges, & Withheld Pay (Rule 6, and Article 4 of C.R.S. Title 8)
• Final pay: Owed promptly (if a termination by employer) or at next pay date (if employee resigned)
• Vacation pay: Departing employees must be paid all accrued and unused vacation pay, including paid time off usable for 

vacation, without deducting or declaring forfeiture based on cause for termination, lack of resignation notice, etc.
• Deductions from pay: Allowed if listed below or in C.R.S. 8-4-105 (including deductions required by law, in a written 

agreement for the benefit of the employee, for theft in a police report, or for property loss after audit/notice)
• Tip credits: Employers can pay up to $3.02 under minimum wage ($10.63 in 2023, or $14.27 in Denver), if : (a) tips (not 

mandatory service charges) raise pay to full minimum, & (b) tips aren’t diverted to non-tipped staff/owners
• Meal credits/deductions: Allowed for the cost or value (without employer profit) of voluntarily accepted meals
• Lodging credits/deductions: Allowed if housing is voluntarily accepted by the employee, primarily for the employee’s (not 

the employer’s) benefit, recorded in writing, and limited to $25 or $100 per week (based on housing type)
• Uniforms: Must be provided at no cost unless they are ordinary clothes without special material or design; employers 

must pay for any special cleaning required, and cannot require deposits or deduct for ordinary wear and tear

Exemptions from COMPS (Rule 2.2 lists all; key exemptions are below) 
• Executives/supervisors, administrators, and professionals paid at least a salary (not hourly wages) of $50,000 in 2023 

($55,000 in 2024, then inflation-adjusted), except $31.41/hour for highly technical computer work 
• Other highly compensated, non-manual-labor employees paid at least 2.25 the above salary ($112,500 in 2023)
• 20% owners, or at a nonprofit the highest-paid/highest-ranked employee, if actively engaged in management
• Various (not all) types of salespersons, taxi drivers, camp/outdoor education field staff, or property managers

Record-Keeping & Notices of Rights (Rule 7) 
• Employers must give all employees (and keep for three years) pay statements that include time worked, pay rate 

(including any tips and credits), and total pay
• This year’s poster must be displayed where easily accessible, or if not practical (such as for remote workers), provided 

within one month of beginning work and when employees request a copy
• Employers must include a copy of this poster, or a COMPS Order, in any employment handbook or manual
• Violation of notice of rights rules (posting or distribution), including by providing information undercutting this poster, 

may yield fines and/or ineligibility for employee-specific credits, deductions, or exemptions in COMPS

Complaint & Anti-Retaliation Rights (Rule 8)
• Employees can send the Division (contact info below) complaints or tips about violations, or file lawsuits in court
• Employers cannot retaliate against, or interfere with, employees exercising their rights
• Anonymous tips are accepted; anonymity or confidentiality are protected if requested (Wage Protection Rule 4.7)
• Owners and other individuals with control over work may be liable for certain violations — not just the business, even if 

the business is a corporation, partnership, or other entity separate from its owner(s) (Rule 1.6)
• Immigration status is irrelevant to these labor rights: the Division will not ask or report status in investigations or rulings, 

and it is illegal for anyone to use immigration status to interfere with these rights (Wage Protection Rule 4.8)

 
This Poster is a summary and cannot be relied on as complete labor law information . For all rules, fact sheets, 

translations, questions, or complaints, contact:

DIVISION OF LABOR STANDARDS & STATISTICS, ColoradoLaborLaw.gov, cdle_labor_standards@state.co.us,  
303-318-8441 / 888-390-7936 

Department of Labor and Employment, Division of Labor Standards & Statistics
Minimum WageMinimum Wage

C O L O R A D O

Department of  
Labor and Employment

Colorado Workplace Public Health Rights Poster:

PAID LEAVE, WHISTLEBLOWING, & PROTECTIVE EQUIPMENT

Updated June 1, 2022: may be updated 
annually; up-to-date poster available 
each mid-December

 

THE HEALTHY FAMILIES & WORKPLACES ACT (“HFWA”): Paid Leave Rights
Coverage: All Colorado employers, of any size, must provide paid leave

• All employees earn 1 hour of paid leave per 30 hours worked (“accrued leave”), up to 48 hours a year.
• Up to 80 hours of supplemental leave applies in a public health emergency (PHE), until 4 weeks after the 

PHE ends.*
• Employees are required to be paid their regular pay rate during leave, and the employer must continue 

their benefits.
• Up to 48 hours of unused accrued leave carries over for use during the next year.
• For details on specific situations (irregular hours, non-hourly pay, etc.), see Wage Protection Rule 3.5, 7 

CCR 1103-7.

Employees can use accrued leave for the following safety or health needs:

(1) a mental or physical illness, injury, or health condition that prevents work, including diagnosis or preventive care;
(2) domestic abuse, sexual assault, or criminal harassment leading to health, relocation, legal, or other services needs;
(3) caring for a family member experiencing a condition described in category (1) or (2); or
(4) in a PHE, a public official closed the workplace, or the school or place of care of the employee’s child.

In a public health emergency (PHE), employees can use supplemental PHE leave for the following needs*:

(1) self-isolating or work exclusion due to exposure, symptoms, or diagnosis of the communicable illness in the PHE;
(2) seeking a diagnosis, treatment, or care (including preventive care) of such an illness;
(3) being unable to work due to a health condition that may increase susceptibility to or risk of such an illness; or
(4) caring for a child or other family in category (1)-(3), or whose school or child care is unavailable due to the PHE.
During a PHE, employees still earn up to 48 hours of accrued leave and may use supplemental leave before accrued leave.

Employer Policies (Notice; Documentation; Incremental Use; Privacy; and Paid Leave Records)

• Written notice and posters. Employers must (1) provide notice to new employees no later than other 
onboarding documents/policies; and (2) display updated posters, and provide updated notices to current 
employees, by end of year.

• Notice for “foreseeable” leave. Employers may adopt “reasonable procedures” in writing as to how 
employees should provide notice if they require “foreseeable” leave, but cannot deny paid leave for 
noncompliance with such a policy.

• An employer can require documentation to show that accrued leave was for a qualifying reason only if 
leave was for four or more consecutive work days (i.e. days when an employee would have worked, not 
calendar days).

• Documentation is not required to take accrued leave, but can be required as soon as an employee returns 
to work or seperates from work (whichever is sooner). No documentation can be required for PHE leave.

• To document leave for an employee’s (or an employee’s family member’s) health-related need, an 
employee may provide: (1) a document from a health or social services provider if services were received 
and a document can be obtained in reasonable time and without added expense; otherwise (2) the 
employee’s own writing.

• To document that an employee (or an employee’s family member) required leave for a need related to 
domestic abuse, sexual assault, or criminal harassment, an employee may provide: a document or writing 
under (1) above (e.g. from a provider of legal or shelter services) or (2) above, or a legal document (e.g., a 
restraining order or police report).

• If an employer reasonably deems an employee’s documentation deficient, the employer must: (A) notify 
the employee within seven days of either receiving the documentation or the employee’s return to work 
or separation (whichever is sooner), and (B) give the employee at least seven days to cure the deficiency.

• Incremental Use. Depending on employer policy, employees can use leave in either hourly or six-minute 
increments.

• Employee Privacy. Employers cannot require employees to disclose “details” about an employee’s (or their 
family’s) HFWA-related health or safety information; such information must be treated as a confidential 
medical record.

• Records must be retained and provided upon request. Employers must provide documentation of the 
current amount of paid leave employees have (1) available for use, and (2) already used during the 
current benefit year, including any supplemental PHE leave. Information may be requested once per 
month or when the need for HFWA leave arises.

Retaliation or Interference with HFWA Rights

• Paid leave cannot be counted as an “absence” that may result in firing or another kind of adverse action.
• An employee can’t be required to find a “replacement worker” or job coverage when taking paid leave.
• An employer cannot fire, threaten, or otherwise retaliate against, or interfere with use of leave by, an 

employee who: (1) requests or takes HFWA leave; (2) informs or assists another person in exercising HFWA 
rights; (3) files a HFWA complaint; or (4) cooperates/assists in investigation of a HFWA violation.

• If an employee’s reasonable, good-faith HFWA complaint, request, or other activity is incorrect, an 
employer need not agree or grant it, but cannot act against the employee for it. Employees can face 
consequences for misusing leave.

PROTECTED HEALTH/SAFETY EXPRESSION & WHISTLEBLOWING (“PHEW”): 
Worker Rights to Express Workplace Health/Safety Concerns & Use Protective Equipment

Coverage: All Employers and Employees, Plus Certain Independent Contractors

• PHEW covers not just “employers” and “employees,” but all “principals” (an employer or a business with 
at least 5 independent contractors) and “workers ” (employees or independent contractors working for a 
“principal”).

Worker Rights to Oppose Workplace Health/Safety Violations:

• It is unlawful to retaliate against, or interfere with, the following acts:
(1) raising reasonable concerns, including informally, to the principal, other workers, the government, or the 

public, about workplace violations of government health or safety rules, or a significant workplace health or 
safety threat;

(2) opposing or testifying, assisting, or participating in an investigation or proceeding about retaliation for, or 
interference with, the above-listed conduct.

• A principal need not address a worker’s PHEW-related concern, but it still cannot fire or take other action 
against the worker for raising such a concern, as long as the concern was reasonable and in good-faith.

Workers’ Rights to Use Their Own Personal Protective Equipment (“PPE”):

• A worker must be allowed to voluntarily wear their own PPE (mask, faceguard, gloves, etc.) if the PPE 
(1) provides more protection than equipment provided at the workplace, (2) is recommended by a 
government health agency (federal, state, or local), and (3) does not make the worker unable to do the 
job.

COMPLAINT RIGHTS (under both HFWA & PHEW)
• Report violations to the Division as complaints or anonymous tips, or file in court after exhausting pre-

lawsuit remedies.

 

This Poster summarizes three Colorado workplace public health laws: SB 20-205 (paid leave), HB 20-1415 & SB 22-097(healthy and safety whistleblowing). It does not cover other health or safety laws, rules, and orders, including under the federal 
Occupational Safety and Health Act (OSHA), from the Colorado Department of Public Health and Environment (CDPHE), or from local public health agencies. Contact those agencies for such health and safety information.

This poster must be displayed where easily accessible to workers, shared with remote workers, provided in other languages as needed, and replaced with any annually updated versions.
This Poster is a summary and cannot be relied on as complete labor law information. For all rules, fact sheets, translations, questions, or complaints, 

or for the status of the public health emergency (*a qualifying emergency remains in effect as of June 2022), contact:  
DIVISION OF LABOR STANDARDS & STATISTICS, ColoradoLaborLaw.gov, cdle_labor_standards@state.co.us,  

303-318-8441 / 888-390-7936.

Department of Labor and Employment
Public Health RightsPublic Health Rights

www.colorado.gov/cdle/labor

NOTICE OF PAYDAYS
In accordance with 8-4-107, C.R.S.:

Every employer shall post and keep posted conspicuously at the place of work if practicable, or otherwise where it can be seen as employees come or go to their places of 
work, or at the office or nearest agency for payment kept by the employer a notice specifying the regular paydays and the time and place of payment, in accordance with the 
provisions of section 8-4-103, and also any changes concerning them that may occur from time to time.

Pay periods can be no greater duration than a calendar month or 30 days, whichever is longer. Paydays must occur no later than 10 days following the close of each pay period.  
8-4-103, C.R.S.

EMPLOYEES ARE PAID ON REGULAR PAYDAYS AS FOLLOWS:

Time:  

Place:  
This form is provided as a courtesy by the Colorado Division of Labor Standards and Statistics. Other Notice of Paydays Posters may be acceptable provided that they contain the elements 
and information required by 8-4-107, C.R.S.
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NoticesNotices
Department of LaborDepartment of Labor

EMPLOYEE RIGHTS 
ON GOVERNMENT CONTRACTS

THIS ESTABLISHMENT IS PERFORMING GOVERNMENT CONTRACT WORK SUBJECT TO: 
(CHECK ONE)

 SERVICE CONTRACT ACT (SCA)  
 PUBLIC CONTRACTS ACT (PCA)

MINIMUM WAGES Your rate must be no less than the federal minimum wage established by the Fair Labor Standards Act (FLSA).

A higher rate may be required for SCA contracts if a wage determination applies. Such wage determination will be posted as an attachment to this notice.

FRINGE BENEFITS SCA wage determinations may require fringe benefit payments (or a cash equivalent). PCA contracts do not require fringe benefits.

OVERTIME PAY You must be paid 1.5 times your basic rate of pay for all hours worked over 40 in a week. There are some exceptions.

CHILD LABOR No person under 16 years of age may be employed on a PCA contract.

SAFETY & HEALTH Work must be performed under conditions that are sanitary, and not hazardous or dangerous to employees’ health and safety.

ENFORCEMENT Specific DOL agencies are responsible for the administration of these laws. To file a complaint or obtain information, contact the Wage and Hour Division (WHD) by calling its toll-free help line at 
1-866-4-USWAGE (1-866-487-9243), or visit www.dol.gov/whd

Contact the Occupational Safety and Health Administration (OSHA) by calling 1-800-321-OSHA (1-800-321-6742), or visit www.osha.gov

DEPARTMENT OF LABOR 
UNITED STATES OF AMERICA WHD WAGE AND HOUR DIVISION 

UNITED STATES DEPARTMENT OF LABOR
1-866-487-9243 

TTY: 1-877-889-5627  
www.dol.gov/whd
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U.S. DEPARTMENT OF LABOR
The purpose of the discussion below is to advise contractors which are subject to the Walsh-Healey Public 
Contracts Act or the Service Contract Act of the principal provisions of these acts.

WALSH-HEALEY PUBLIC CONTRACTS ACT
General Provisions — This act applies to contracts which exceed or may exceed $10,000 entered into by any 
agency or instrumentality of the United States for the manufacture or furnishing of materials, supplies, articles, 
or equipment. The act establishes minimum wage, maximum hours, and safety and health standards for work on 
such contracts, and prohibits the employment on contract work of convict labor (unless certain conditions are 
met) and children under 16 years of age. The employment of homeworkers (except homeworkers with disabilities 
employed under the provisions of Regulations, 29 CFR Part 525) on a covered contract is not permitted.

In addition to its coverage of prime contractors, the act under certain circumstances applies to secondary 
contractors performing work under contracts awarded by the Government prime contractor.

All provisions of the act except the safety and health requirements are administered by the Wage and Hour 
Division.

Minimum Wage — Covered employees must currently be paid not less than the Federal minimum wage 
established in section 6(a)(1) of the Fair Labor Standards Act.

Overtime — Covered workers must be paid at least one and one-half times their basic rate of pay for all hours 
worked in excess of 40 a week. Overtime is due on the basis of the total hours spent in all work, Government and 
non-Government, performed by the employee in any week in which covered work is performed.

Child Labor — Employers may protect themselves against unintentional child labor violations by obtaining 
certificates of age. State employment or age certificates are acceptable.

Safety and Health — No covered work may be performed in plants, factories, buildings, or surroundings or 
under work conditions that are unsanitary or hazardous or dangerous to the health and safety of the employees 
engaged in the performance of the contract. The safety and health provisions of the Walsh-Healey Public 
Contracts Act are administered by the Occupational Safety and Health Administration.

Posting — During the period that covered work is being performed on a contract subject to the act, the 
contractor must post copies of Notice to Employees Working on Government Contracts in a sufficient number of 
places to permit employees to observe a copy on the way to or from their place of employment.

Responsibility for Secondary Contractors — Prime contractors are liable for violations of the act committed by 
their covered secondary contractors.

SERVICE CONTRACT ACT
General Provisions — The Service Contract Act applies to every contract entered into by the United States or the 
District of Columbia, the principal purpose of which is to furnish services in the United States through the use of 
service employees. Contractors and subcontractors performing on such Federal contracts must observe minimum 
wage and safety and health standards, and must maintain certain records, unless a specific exemption applies.

Wages and Fringe Benefits — Every service employee performing any of the Government contract work under 
a service contract in excess of $2,500 must be paid not less than the monetary wages, and must be furnished the 
fringe benefits, which the Secretary of Labor has determined to be prevailing in the locality for the classification in 
which the employee is working or the wage rates and fringe benefits (including any accrued or prospective wage 
rates and fringe benefits) contained in a predecessor contractor’s collective bargaining agreement. The wage 
rates and fringe benefits required are usually specified in the contract but in no case may employees doing work 
necessary for the performance of the contract be paid less than the minimum wage established in section 6(a)(1) 
of the Fair Labor Standards Act. Service contracts which do not exceed $2,500 are not subject to prevailing rate 
determinations or to the safety and health requirements of the act. However, the act does require that employees 
performing work on such contracts be paid not less than the minimum wage rate established in section 6(a)(1) of 
the Fair Labor Standards Act. 

Overtime — The Fair Labor Standards Act and the Contract Work Hours Safety Standards Act may require the 
payment of overtime at time and one-half the regular rate of pay for all hours work on the contract in excess of 40 
a week. The Contract Work Hours Safety Standards Act is more limited in scope than the Fair Labor Standards Act 
and generally applies to Government contracts in excess of $100,000 that require or involve the employment of 
laborers, mechanics, guards, watchmen.

Safety and Health — The act provides that no part of the services in contracts in excess of $2,500 may be 
performed in buildings or surroundings or under working conditions, provided by or under the control or 
supervision of the contractor or subcontractor, which are unsanitary or hazardous or dangerous to the health 
or safety of service employees engaged to furnish the services. The safety and health provisions of the Service 
Contract Act are administered by the Occupational Safety and Health Administration.

Notice to Employees — On the date a service employee commences work on a contract in excess of $2,500, the 
contractor (or subcontractor) must provide the employee with a notice of the compensation required by the act. 
The posting of the notice (including any applicable wage determination) contained on the reverse in a location 
where it may be seen by all employees performing on the contract will satisfy this requirement.

Notice in Subcontracts — The contractor is required to insert in all subcontracts the labor standards clauses 
specified by the regulations in 29 CFR Part 4 for Federal service contracts exceeding $2,500.

Responsibility for Secondary Contractors — Prime contractors are liable for violations of the act committed by 
their covered secondary contractors.

Other Obligations — Observance of the labor standards of these acts does not relieve the employer of any obligation he may have under any other laws or agreements providing for higher labor standards.

Additional Information — Additional Information and copies of the acts and applicable regulations and interpretations may be obtained from the nearest office of the Wage and Hour Division or the national office in Washington, 
D.C. Information pertaining to safety and health standards may be obtained from the nearest office of the Occupational Safety and Health Administration or the national office in Washington, D.C.
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EMPLOYEE RIGHTS 
UNDER THE DAVIS-BACON ACT

FOR LABORERS AND MECHANICS EMPLOYED ON FEDERAL OR FEDERALLY ASSISTED CONSTRUCTION PROJECTS
PREVAILING WAGES You must be paid not less than the wage rate listed in the Davis-Bacon Wage Decision posted with this Notice for the work you perform.

OVERTIME You must be paid not less than one and one-half times your basic rate of pay for all hours worked over 40 in a work week. There are few exceptions.

ENFORCEMENT Contract payments can be withheld to ensure workers receive wages and overtime pay due, and liquidated damages may apply if overtime pay requirements are not met. Davis-Bacon contract 
clauses allow contract termination and debarment of contractors from future federal contracts for up to three years. A contractor who falsifies certified payroll records or induces wage kickbacks may 
be subject to civil or criminal prosecution, fines and/or imprisonment.

APPRENTICES Apprentice rates apply only to apprentices properly registered under approved Federal or State apprenticeship programs.

PROPER PAY If you do not receive proper pay, or require further information on the applicable wages, contact the Contracting Officer listed below:

or contact the U.S. Department of Labor’s Wage and Hour Division.

DEPARTMENT OF LABOR 
UNITED STATES OF AMERICA WHD WAGE AND HOUR DIVISION 

UNITED STATES DEPARTMENT OF LABOR
1-866-487-9243 

TTY: 1-877-889-5627  
www.dol.gov/whd
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WORKER RIGHTS
UNDER EXECUTIVE ORDER 13706

PAID SICK LEAVE FOR FEDERAL CONTRACTORS
ONE HOUR OF PAID SICK LEAVE FOR EVERY 30 HOURS WORKED, UP TO 56 HOURS EACH YEAR

PAID SICK 
LEAVE

Executive Order 13706, Establishing Paid Sick Leave for Federal 
Contractors, requires certain employers that contract with the 
Federal Government to provide employees working on or in 
connection with those contracts with 1 hour of paid sick leave for 
every 30 hours they work—up to 56 hours of paid sick leave each 
year.
Employees must be permitted to use paid sick leave for their own 
illness, injury, or other health-related needs, including preventive 
care; to assist a family member who is ill, injured, or has other 
health-related needs, including preventive care; or for reasons 
resulting from, or to assist a family member who is the victim of, 
domestic violence, sexual assault, or stalking.
Employers are required to inform employees of their paid 
sick leave balances and must approve all valid requests to 
use paid sick leave. Rules about when and how employees 
should ask to use paid sick leave also apply. More information 
about the paid sick leave requirements is available at 
www.dol.gov/whd/govcontracts/eo13706

ENFORCEMENT The Wage and Hour Division (WHD), which is responsible for making 
sure employers comply with Executive Order 13706, has offices 
across the country. WHD can answer questions, in person or by 
telephone, about your workplace rights and protections. WHD can 
investigate employers and recover wages to which workers may 
be entitled. All services are free and confidential. If you are unable 
to file a complaint in English, WHD will accept the complaint in any 
language.
The law prohibits discriminating against or discharging workers who 
file a complaint or participate in any proceeding under the Executive 
Order.

ADDITIONAL 
INFORMATION

Executive Order 13706 applies to new contracts and replacements 
for expiring contracts with the Federal Government starting January 
1, 2017. It applies to federal contracts for construction and many 
types of federal contracts for services.
Some state and local laws also require that employees be provided 
with paid sick leave. Employers must comply with all applicable 
requirements.

DEPARTMENT OF LABOR 
UNITED STATES OF AMERICA WHD WAGE AND HOUR DIVISION 

UNITED STATES DEPARTMENT OF LABOR
1-866-487-9243 

TTY: 1-877-889-5627  
www.dol.gov/whd/govcontracts
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The U.S. Equal Employment Opportunity Commission (EEOC) enforces Federal laws that protect you from discrimination in 
employment. If you believe you’ve been discriminated against at work or in applying for a job, the EEOC may be able to help.
Who is Protected?
• Employees (current and former), including managers 

and temporary employees
• Job applicants
• Union members and applicants for membership in a 

union

What Organizations are Covered?
• Most private employers
• State and local governments (as employers)
• Educational institutions (as employers)
• Unions
• Staffing agencies

What Types of Employment Discrimination are 
Illegal?
Under the EEOC’s laws, an employer may not discriminate 
against you, regardless of your immigration status, on the 
bases of:
• Race
• Color
• Religion
• National origin
• Sex (including pregnancy and related conditions, 

sexual orientation, or gender identity)
• Age (40 and older)
• Disability
• Genetic information (including employer requests for, 

or purchase, use, or disclosure of genetic tests, genetic 
services, or family medical history)

• Retaliation for filing a charge, reasonably opposing 
discrimination, or participating in a discrimination 
lawsuit, investigation, or proceeding.

What Employment Practices can be Challenged as 
Discriminatory?
All aspects of employment, including:
• Discharge, firing, or lay-off
• Harassment (including unwelcome verbal or physical 

conduct)
• Hiring or promotion
• Assignment
• Pay (unequal wages or compensation)
• Failure to provide reasonable accommodation for a 

disability or a sincerely-held religious belief, observance 
or practice

• Benefits
• Job training
• Classification
• Referral
• Obtaining or disclosing genetic information of 

employees
• Requesting or disclosing medical information of 

employees
• Conduct that might reasonably discourage someone 

from opposing discrimination, filing a charge, or 
participating in an investigation or proceeding.

What can You Do if You Believe Discrimination has 
Occurred?
Contact the EEOC promptly if you suspect discrimination. 
Do not delay, because there are strict time limits for filing 
a charge of discrimination (180 or 300 days, depending on 
where you live/work). You can reach the EEOC in any of the 
following ways:
Submit an inquiry through the EEOC’s public portal: 
 https://publicportal.eeoc.gov/Portal/Login.aspx
Call 1–800–669–4000 (toll free) 
 1–800–669–6820 (TTY) 
 1–844–234–5122 (ASL video phone)
Visit an EEOC field office (information at 
 www.eeoc.gov/field-office)
E-Mail info@eeoc.gov

Additional information about the EEOC, 
including information about filing a 
charge of discrimination, is available at 
www.eeoc.gov.

EMPLOYERS HOLDING FEDERAL 
CONTRACTS OR SUBCONTRACTS

The Department of Labor’s Office of Federal Contract 
Compliance Programs (OFCCP) enforces the 
nondiscrimination and affirmative action commitments of 
companies doing business with the Federal Government. 
If you are applying for a job with, or are an employee of, a 
company with a Federal contract or subcontract, you are 
protected under Federal law from discrimination on the 
following bases:

Race, Color, Religion, Sex, Sexual Orientation, 
Gender Identity, National Origin
Executive Order 11246, as amended, prohibits employment 
discrimination by Federal contractors based on race, color, 
religion, sex, sexual orientation, gender identity, or national 
origin, and requires affirmative action to ensure equality of 
opportunity in all aspects of employment.

Asking About, Disclosing, or Discussing Pay
Executive Order 11246, as amended, protects applicants 
and employees of Federal contractors from discrimination 
based on inquiring about, disclosing, or discussing their 
compensation or the compensation of other applicants or 
employees.

Disability
Section 503 of the Rehabilitation Act of 1973, as amended, 
protects qualified individuals with disabilities from 
discrimination in hiring, promotion, discharge, pay, 
fringe benefits, job training, classification, referral, and 
other aspects of employment by Federal contractors. 
Disability discrimination includes not making reasonable 
accommodation to the known physical or mental limitations 
of an otherwise qualified individual with a disability who 
is an applicant or employee, barring undue hardship 
to the employer. Section 503 also requires that Federal 
contractors take affirmative action to employ and advance in 
employment qualified individuals with disabilities at all levels 
of employment, including the executive level.

Protected Veteran Status
The Vietnam Era Veterans’ Readjustment Assistance Act of 
1974, as amended, 38 U.S.C. 4212, prohibits employment 
discrimination against, and requires affirmative action to 
recruit, employ, and advance in employment, disabled 
veterans, recently separated veterans (i.e., within three years 
of discharge or release from active duty), active duty wartime 
or campaign badge veterans, or Armed Forces service medal 
veterans.

Retaliation
Retaliation is prohibited against a person who files a 
complaint of discrimination, participates in an OFCCP 
proceeding, or otherwise opposes discrimination by Federal 
contractors under these Federal laws.
Any person who believes a contractor has violated its 
nondiscrimination or affirmative action obligations under 
OFCCP’s authorities should contact immediately:
The Office of Federal Contract Compliance  
Programs (OFCCP) 
U.S. Department of Labor 
200 Constitution Avenue, N.W. 
Washington, D.C. 20210 
1–800–397–6251 (toll-free)
If you are deaf, hard of hearing, or have a speech disability, 
please dial 7–1–1 to access telecommunications relay services. 
OFCCP may also be contacted by submitting a question online 
to OFCCP’s Help Desk at https://ofccphelpdesk.dol.gov/s/, 
or by calling an OFCCP regional or district office, listed 
in most telephone directories under U.S. Government, 
Department of Labor and on OFCCP’s “Contact Us” webpage 
at https://www.dol.gov/agencies/ofccp/contact.

PROGRAMS OR ACTIVITIES RECEIVING 
FEDERAL FINANCIAL ASSISTANCE

Race, Color, National Origin, Sex
In addition to the protections of Title VII of the Civil Rights Act 
of 1964, as amended, Title VI of the Civil Rights Act of 1964, 
as amended, prohibits discrimination on the basis of race, 
color or national origin in programs or activities receiving 
Federal financial assistance. Employment discrimination is 
covered by Title VI if the primary objective of the financial 
assistance is provision of employment, or where employment 
discrimination causes or may cause discrimination in 
providing services under such programs. Title IX of the 
Education Amendments of 1972 prohibits employment 
discrimination on the basis of sex in educational programs or 
activities which receive Federal financial assistance.

Individuals with Disabilities
Section 504 of the Rehabilitation Act of 1973, as amended, 
prohibits employment discrimination on the basis of disability 
in any program or activity which receives Federal financial 
assistance. Discrimination is prohibited in all aspects of 
employment against persons with disabilities who, with 
or without reasonable accommodation, can perform the 
essential functions of the job.
If you believe you have been discriminated against in a 
program of any institution which receives Federal financial 
assistance, you should immediately contact the Federal 
agency providing such assistance.

REV. 10/20/2022

Know Your Rights: Workplace Discrimination is Illegal

Employers Holding Federal Contracts or Subcontracts Section Revisions 
The Executive Order 11246 section is revised as follows: 

RACE, COLOR, RELIGION, SEX, SEXUAL 
ORIENTATION, GENDER IDENTITY, NATIONAL ORIGIN 
Executive Order 11246, as amended, prohibits employment 
discrimination based on race, color, religion, sex, sexual 
orientation, gender identity, or national origin, and requires 
affirmative action to ensure equality of opportunity in all 
aspects of employment.

PAY SECRECY
Executive Order 11246, as amended, protects applicants 
and employees from discrimination based on inquiring 
about, disclosing, or discussing their compensation or the 
compensation of other applicants or employees.

The Individuals with Disabilities section is revised as follows:

INDIVIDUALS WITH DISABILITIES 
Section 503 of the Rehabilitation Act of 1973, as amended, 
protects qualified individuals with disabilities from 
discrimination in hiring, promotion, discharge, pay, fringe 
benefits, job training, classification, referral, and other aspects 
of employment. Disability discrimination includes not 
making reasonable accommodation to the known physical 
or mental limitations of an otherwise qualified individual 
with a disability who is an applicant or employee, barring 
undue hardship to the employer. Section 503 also requires 
that Federal contractors take affirmative action to employ and 
advance in employment qualified individuals with disabilities 
at all levels of employment, including the executive level. 

The Vietnam Era, Special Disabled Veterans section is revised as 
follows:

PROTECTED VETERANS 
The Vietnam Era Veterans’ Readjustment Assistance Act of 
1974, as amended, 38 U.S.C. 4212, prohibits employment 
discrimination against, and requires affirmative action to 
recruit, employ, and advance in employment, disabled 
veterans, recently separated veterans (i.e., within three years 
of discharge or release from active duty), active duty wartime 
or campaign badge veterans, or Armed Forces service medal 
veterans. 

Mandatory Supplement to EEOC P/E-1(Revised 11/09)  
“EEO is the Law” Poster.

If you believe that you have experienced discrimination contact OFCCP: 1-800-397-6251 | TTY 1-877-889-5627 | www.dol.gov.

“EEO is the Law” Poster Supplement 

The contractor will not discharge or in any other manner discriminate against employees or 
applicants because they have inquired about, discussed, or disclosed their own pay or the pay 
of another employee or applicant. However, employees who have access to the compensation 
information of other employees or applicants as a part of their essential job functions cannot 
disclose the pay of other employees or applicants to individuals who do not otherwise have 
access to compensation information, unless the disclosure is (a) in response to a formal 
complaint or charge, (b) in furtherance of an investigation, proceeding, hearing, or action, 
including an investigation conducted by the employer, or (c) consistent with the contractor’s 
legal duty to furnish information. 41 CFR 60-1.35(c)

If you believe that you have experienced discrimination contact OFCCP  
1.800.397.6251 | TTY 1.877.889.5627 | www.dol.gov/ofccp

DEPARTMENT OF LABOR 
UNITED STATES OF AMERICA 
OFFICE OF FEDERAL CONTRACT 
COMPLIANCE PROGRAMS 
OFCCP

200 CONSTITUTION AVENUE NW | WASHINGTON, DC 20210 | tel: 1-800-397-6251 |  
TTY: 1-877-889-5627 | www.dol.gov/ofccp

Pay Transparency Nondiscrimination Provision

WORKER RIGHTS
UNDER EXECUTIVE ORDER 13658

FEDERAL MINIMUM WAGE FOR CONTRACTORS

$12.15 PER HOUR 
EFFECTIVE JANUARY 1, 2023 – DECEMBER 31, 2023

The law requires certain federal contractors to display this poster where employees can easily see it.
MINIMUM 
WAGE

Federal construction and service contracts are generally subject to a 
minimum wage rate under either Executive Order (EO) 13658 or EO 
14026.

• If the contract was entered into on or between January 1, 2015, 
and January 29, 2022, EO 13658 generally requires that workers be 
paid at least $12.15 per hour for all time spent performing on or in 
connection with the contract in calendar year 2023.

• If the contract is renewed or extended on or after January 30, 2022, 
or a new contract is entered into on or after January 30, 2022, EO 
14026 generally requires that workers be paid at least $16.20 per 
hour for all time spent performing on or in connection with the 
contract in calendar year 2023.

EXCLUSIONS • The EO minimum wage may not apply to some workers who provide 
support in connection with covered federal contracts for less than 
20 percent of their hours worked in a week.

• The EO minimum wage may not apply to certain other occupations 
and workers.

ENFORCEMENT • The U.S. Department of Labor’s Wage and Hour Division (WHD) is 
responsible for enforcing this law. WHD can answer questions about 
your workplace rights and protections, investigate employers, and 
recover back wages. All WHD services are free and confidential. 
Employers cannot retaliate or discriminate against someone who 
files a complaint or participates in an investigation. WHD will accept 
a complaint in any language. You can find your nearest WHD office 
at www.dol.gov/agencies/whd/contact/local-offices or by calling 
toll-free 866-4US-WAGE (866-487-9243). We do not ask workers 
about their immigration status. We can help.

ADDITIONAL 
INFORMATION

• Workers with disabilities must be paid at least the EO minimum 
wage rate for time spent performing on or in connection with 
covered contracts.

• Some state or local laws may provide greater worker protections 
and employers must follow the law that requires the highest rate of 
pay.

• More information about the EO minimum wage is available online at 
www.dol.gov/agencies/whd/government-contracts/minimum-wage.

DEPARTMENT OF LABOR 
UNITED STATES OF AMERICA WHD WAGE AND HOUR DIVISION 

UNITED STATES DEPARTMENT OF LABOR
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WORKER RIGHTS
UNDER EXECUTIVE ORDER 14026

FEDERAL MINIMUM WAGE FOR CONTRACTORS

$16.20 PER HOUR 
EFFECTIVE JANUARY 1, 2023 – DECEMBER 31, 2023

The law requires certain employers to display this poster where employees can easily see it.
MINIMUM 
WAGE

Executive Order 14026 (EO) requires that federal contractors 
pay workers performing work on or in connection with covered 
contracts at least (1) $15.00 per hour beginning January 30, 2022, 
and (2) beginning January 1, 2023, and every year thereafter, an 
inflation-adjusted amount determined by the Secretary of Labor in 
accordance with the EO and appropriate regulations. The EO hourly 
minimum wage in effect from January 1, 2023 through December 
31, 2023 is $16.20.

TIPS Covered tipped employees must be paid a cash wage of at least 
$13.75 per hour effective January 1, 2023 through December 31, 
2023. If a worker’s tips combined with the required cash wage of at 
least $13.75 per hour paid by the contractor do not equal the EO 
hourly minimum wage for contractors, the contractor must increase 
the cash wage paid to make up the difference. Certain other 
conditions must also be met.

EXCLUSIONS • The EO minimum wage may not apply to some workers who provide 
support “in connection with” covered contracts for less than 20 
percent of their hours worked in a week.

• The EO minimum wage may not apply to certain other occupations 
and workers.

ENFORCEMENT The U.S. Department of Labor’s Wage and Hour Division (WHD) is 
responsible for enforcing this law. WHD can answer questions about 
your workplace rights and protections, investigate employers, and 
recover back wages. All WHD services are free and confidential. 
Employers cannot retaliate or discriminate against someone who 
files a complaint or participates in an investigation. WHD will 
accept a complaint in any language. You can find your nearest WHD 
office online at www.dol.gov/agencies/whd/contact/local-offices 
or calling toll-free 866-4US-WAGE (866-487-9243). We do not ask 
workers about their immigration status. We can help.

ADDITIONAL 
INFORMATION

• The EO applies only to new federal construction and service 
contracts, as defined by the Secretary in the regulations at 29 CFR 
part 23.

• Workers with disabilities whose wages are governed by special 
certificates issued under section 14(c) of the Fair Labor Standards 
Act must also receive no less than the full EO minimum wage rate.

• Some state or local laws may provide greater worker protections; 
employers must follow the law that requires the highest rate of pay.

• More information about the EO is available online at 
www.dol.gov/agencies/whd/government-contracts/eo14026.

DEPARTMENT OF LABOR 
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UNITED STATES DEPARTMENT OF LABOR
1-866-487-9243 

www.dol.gov/agencies/whd

WH1091

REV. 11/2022

REV. 11/2022 

https://www.jjkeller.com/learn/state-federal-labor-law-poster-compliance?cm_mmc=Sales-_-LawPosters-_-laborlaw-_-null
https://www.jjkellerlaborlawposters.com/Labor-Law-Poster-Services/Update-Service
https://www.jjkeller.com/Category/shop-electronic-labor-law-postings
https://www.jjkeller.com/shop/Product/Federal-Contractor-Poster#overview
http://www.jjkeller.com


ELECTRONIC POSTERS AND REMOTE WORKERS
Complying when employees work from home10

Since its beginning as a one-man consulting firm in 1953,  
J. J. Keller & Associates, Inc. has grown to become the most 
respected name in safety and regulatory compliance. Now 
over 2,000 associates strong, J. J. Keller serves over 500,000 
customers — including over 90% of the Fortune 1000® companies. 
The company’s subject-matter expertise spans nearly 1,500 
topics, and its diverse solutions include training via online courses, 
streaming video, DVD or USB video-based options; online 
management tools; managed services; consulting services; online 
and print compliance manuals and instructional publications; 
ELogs and mobile technology, forms and supplies. 

Safety professionals rely on J. J. Keller’s in-house expertise 
and wide selection of products and services to reduce risk and 
improve regulatory compliance, performance management, and 
operational efficiency. For more information, visit JJKeller.com. 
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Government regulations change frequently; therefore, J. J. Keller cannot assume responsibility or be held liable for any losses associated with omissions, errors or misprinting in this publication. This publication is 
designed to provide reasonably accurate information and is distributed with the understanding that J. J. Keller is not engaged in rendering legal, accounting, or other professional services. If legal or other expert 

advice is required, the services of a competent professional should be sought.
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posters, drug testing, marijuana legislation, and employee wellness. She is 
also a regional and national member of the Society for Human Resource 
Management (SHRM).

She stays on top of employment law poster updates and makes sure  
J. J. Keller’s labor law poster content is complaint. She also watches for 
changes to drug testing and marijuana laws and is co-editor of the Everyday 
Drug & Alcohol Program Management manual. In addition, Terri provides 
healthy living tips and wellness best practices in the Employee Health and 
Wellness Training Advisor/LivingRight.
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