
 

• Employees (current and former), includ-
ing managers and temporary employees 

• Job applicants 
 

• Most private employers 

• State and local governments (as employ-
ers) 

 
 

• Race 

• Color 

• Religion 

• National Origin 

• Sex (including pregnancy, childbirth, 
and related conditions, sexual orienta-
tion, or gender identity) 

• Age (40 or older) 
 

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 or 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 preemept 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 action. 
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EQUAL EMPLOYMENT OPPORTUNITY  IS THE LAW 

EMPLOYEE 
RIGHTS 

 

UNDER THE FAIR LABOR   
STANDARDS ACT (FLSA) 

 
THE UNITED STATES  

DEPT OF LABOR  
WAGE AND HOUR 

DIVISION 
 
OVERTIME PAY:       At least 1 1/2 
times your 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 and 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. 

EMPLOYEE POLYGRAPH PROTECTION 
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Federal Minimum Wage 

$7.25  
PER HOUR 

BEGINNING  
JULY 24, 2009 

Programs or Activities Receiving Federal Financial Assistance 

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.  

EMPLOYEE RIGHTS 

 

• Union Members and applicants for mem-
bership in a union 

 
 

• Educational institutions  (as employers) 

• Unions 

• Staffing Agencies 
 

• Disability 

• Genetic information (including employer 
requests for, or purchase, use, or disclosure of 
genetic tests, genetic services, or family medi-
cal history) 

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

• Interference, coercion, or threats related to 
exercising rights regarding disability discrimi-

nation or pregnancy accommodation  

Who is Protected? 

What Organizations are Covered? 

What types of Employment Discrimination are Illegal? 

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 Feder-
al 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 

What Employment Practices can be Challenged as Discriminatory? 
All aspects of employment, including: 

• Discharge, firing, or lay-off 

• Harassment (including unwelcome ver-
bal 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, ob-
servance, or practice 

• Benefits 

• Job training 

• Classification 

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 nation-
al 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 Amend-
ments of 1972 prohibits employment discrimina-
tion on the basis of sex in educational programs or 
activities which receive Federal financial assis-
tance.  

INDIVIDUALS WITH DISABILITIES 
 

Section 504 of the Rehabilitation Act of 1973, as 
amended, prohibits employment amended, prohib-
its employment discrimination on the basis of 
disability in any program or activity which re-
ceives Federal financial assistance. Discrimination 
is prohibited in all aspects of employment against 
persons with disabilities who, with or without 
reasonable accommodation, can perform the essen-
tial 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 immedi-
ately contact the Federal agency providing such 
assistance.  

• Referral 

• Obtaining or disclosing genetic        
information of employees 

• Requesting or disclosing medical    in-
formation of employees 

• Conduct that might reasonably discour-
age someone from opposing discrimina-
tion, filing a charge, or participating in 
an  investigation or proceeding 

• Conduct that coerces, intimidates, threat-
ens, or interferes with someone exercis-
ing their rights, regarding disability dis-
crimination (including accommodation) 
or pregnancy accommodation 

What Can You Do if You Believe Discrimination has Occurred? 

Contact 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 
 
Email info@eeoc.gov 

Call   1-800-669-4000 (toll free) 
          1-800-669-6280 (TTY) 
          1-844-234-5122 (ASL video phone) 
 
Visit an EEOC field office (information at 
https://www.eeoc.gov/field-office) 

Employers Holding Federal Contracts or Subcontracts 

Race, Color, Religion, Sex, Sexual Orienta-
tion, Gender Identity, National Origin  
Executive Order 11246, as amended, prohibits 
employment discrimination by Federal contrac-
tors based on race, color, religion, sex, sexual 
orientation, gender identity, or national origin, 
and requires affirmative action to ensure equali-
ty 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 employ-
ees.  
 
Disability  
Section 503 of the Rehabilitation Act of 1973, 
as amended, protects qualified individuals with 
disabilities from discrimination in hiring, pro-
motion, discharge, pay, fringe benefits, job 
training, classification, referral, and other as-
pects of employment by Federal contractors. 
Disability discrimination includes not making 
reasonable accommodation to the known physi-
cal or mental limitations of an otherwise quali-
fied individual with a disability who is an appli-
cant 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 individu-
als with disabilities at all levels of employment, 
including the executive level.  
Protected Veteran Status  
The Vietnam Era Veterans’ Readjustment Assis-
tance Act of 1974, as amended, 38 U.S.C. 4212, 

prohibits employment discrimination against, 
and requires affirmative action to recruit, em-
ploy, 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 veter-
ans. 
 
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.  



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. 
 

ELIBILITY 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 prohibit discrimination or supersedes any state or local law or collective bargaining agreement that provides greater family or 
medical leave rights.  
 
 

YOUR RIGHTS UNDER USERRA 

EMPLOYEE RIGHTS 
UNDER THE FAMILY AND MEDICAL LEAVE ACT 
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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: http://www.dol.gov/vets/
programs/userra/poster.htm. 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  

1-800-336-4590 
Publication Date — May 2022 

THE UNIFORMED SERVICES 
EMPLOYMENT AND   

REEMPLOYMENT RIGHTS ACT 
 
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 UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION 

For additional information or to file a complaint 
 

1-8666-4-USWAGE 
 

(1866-487-9243)   TTY:1877-899-5627 
 

www.dol.gov/whd 
 

U.S. Department of Labor | Wage and Hour Division 
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This employer will provide the Social Security Admin-

istration (SSA) and, if necessary, the Department of 

Homeland Security (DHS), with information from each 

new employee’s Form I-9 to confirm work authoriza-

tion.  
 

IMPORTANT: If the Government cannot confirm that 

you are authorized to work, this employer is required to  

give you written instructions and an opportunity to 

contact DHS and/or the SSA before taking adverse 

action against you, including terminating your employ-

ment.   
 

Employers may not use E-Verify to pre-screen job 

applicants and may not limit or influence the choice of 

documents presented for use on the Form 1-9.    

 

To determine whether Form I-9 documentation is valid, 

this employer uses E-Verify’s photo matching tool to 

match the photograph appearing on some permanent 

resident cards, employment authorization cards, and 

U.S. government photograph. E-Verify also checks 

data from driver’s licenses and identification cards 

issues by some states.   
 

If you believe that your employer has violated its re-

sponsibilities under this program or has discriminated 

against you during the employment verification process 

based upon your national origin or citizenship status, 

please call the Office of Special Counsel for Immigra-

tion Related Unfair Employment Practices at 800-255-

7688, 800-237-2515 (TDD) or at www.justice.gov/crt/

osc. 

Este Organizacion 
 Participa en E-Verify 

This Organization 
 Participates in E-Verify 

FEDERAL EMPLOYMENT POSTERS PART 3 OF 3 

 IF YOU HAVE THE RIGHT TO WORK 

Don’t let anyone take it away.  

There are laws to protect you from 
discrimination in the workplace. 

 

If any of these things happen to you, 
contact the Immigrant and Employee 
Rights Section (IER).  

Contact IER  
 
For assistance in your own language 
Phone: 1-800-255-7688  
TTY: 1-800-237-2515  
 
Email us  
    IER@usdoj.gov  
 
Or write to  
U.S. Department of Justice – CRT           
Immigrant and Employee Rights –  
NYA 950 Pennsylvania Ave., NW 
Washington, DC 20530  

   Immigrant and Employee Rights Section  
     U.S. Department of Justice, Civil Rights Division             www.justice.gov/ier 

You should know that…  
 
In most cases, employers cannot 
deny you a job or fire you because 
of your national origin or citizen-
ship status or refuse to accept your 
legally acceptable documents.  
 
Employers cannot reject documents 
because they have a future expira-
tion date.  
 
Employers cannot terminate you 
because of E-Verify without giving 
you an opportunity to resolve the 
problem.  
 
In most cases, employers cannot 
require you to be a U.S. citizen or a 
lawful permanent resident.  

 

 

 SI USTED TIENE DERECHO A TRABAJAR 

No deje que nadie se lo quite.  

Existen leyes que lo protegen contra 
la discriminación en el trabajo.  

 

Si alguna de estas cosas le ha sucedido, co-
muníquese con la Sección de Derechos de 
Inmigrantes y Empleados (IER, por sus siglas 
en inglés)  

Comuníquese con la IER  
 
Para ayuda en su propio idioma: 
Teléfono: 1-800-255-7688  
TTY: 1-800-237-2515  
 
Mándenos un correo: 
IER@usdoj.gov  
 
O escríbanos a:  
U.S. Department of Justice – CRT 
Immigrant and Employee Rights – 
NYA 950 Pennsylvania Ave., NW 
Washington, DC 20530  

Sección de Derechos de Inmigrantes y Empleados  
Departamento de Justica de los EE. UU., División de Derechos Civiles  

Usted debe saber que…  
 
En la mayoría de los casos, los 
empleadores no pueden negarle un 
empleo o despedirlo debido a su 
nacionalidad de origen o estatus de 
ciudadanía, ni tampoco negarse a 
aceptar sus documentos válidos y 
legales.  
 
Los empleadores no pueden 
rechazar documentos porque tengan 
una fecha de vencimiento futura.  
 
Los empleadores no pueden 
despedirlo debido a E-Verify sin 
darle una oportunidad de resolver el 
problema  
 
En la mayoría de los casos, los 
empleadores no pueden exigir que 
usted sea ciudadano estadounidense 
o residente legal permanente.  

www.justice.gov/ier 
www.justice.gov/
crtabout/espanol/ier  

Este empleador proporcionará a la Administra-
ción del Seguro Social (SSA, por sus siglas en 
inglés) y, de ser necesario, al Departamento de 
Seguridad Nacional (DHS, por sus siglas en 
inglés) la información incluida en el Formulario I
-9 de todo empleado nuevo con el propósito de 
confirmar su autorización de trabajo.  
 
IMPORTANTE: Si el gobierno no puede confir-
mar que usted tiene autorización para trabajar, el 
empleador debe suministrarle las instrucciones 
por escrito y darle la oportunidad de ponerse en 
contacto con DHS o SSA antes de sancionarlo de 
cualquier forma o finalizar la relación laboral.  
 
Los empleadores no pueden utilizar E-Verify 
para realizarpreselecciones de solicitantes y no 
pueden limitar ni influenciar la selección de los 
documentos que usted presente para su inclusión 
en el Formulario I-9.  
 
 

Para determinar si los documentos incluidos en 
el Formulario I-9 son válidos, este empleador 
utiliza la técnica de comparación fotográfica para 
comparar la fotografía que aparece en las Tar-
jetas de Residente Permanente, Tarjetas de Au-
torización de Empleo y pasaportes de los EE. 
UU. con la fotografía oficial del gobierno de los 
EE. UU. Asimismo, E-Verify verifica los datos 
incluidos en licencias de conducir y tarjetas de 
identificación emitidas por algunos estados.  
 
Si considera que su empleador ha infringido sus 
responsabilidades en virtud de este programa o lo 
ha discriminado durante el proceso de verifi-
cación de la elegibilidad de empleo por su origen 
nacional o estatus de ciudadanía, comuníquese 
con la Oficina del Consejero Especial llamando 
al 800-255-7688, 800-237-2515 (para personas 
con impedimentos auditivos) o visitando 
www.justice.gov/crt/osc  



INTRODUCTION:  
The intent of the Indiana Occupational Safety and Health Act of 
1974, Indiana Code 22-8-1.1, is to assure, so far as possible, safe 
and healthful working conditions for the workers in the State  
 
The Indiana Department of Labor has primary responsibility for 
administering and enforcing the Act and the safety and health 
standards promulgated under its provisions.  
 
Requirements of the Act include the following:  
 
EMPLOYERS:  
Each employer shall establish and maintain conditions of work 
which are reasonably safe and healthful for employees and free 
from recognized hazards that are causing or likely to cause death 
or serious physical harm to employees. The Act further requires 
that employers comply with the Occupational Safety and Health 
Standards, Rules, and Regulations.  
 
EMPLOYEES:  
All employees shall comply with Occupational Safety and 
Health Standards and all rules, regulations, and orders issued 
under the Act, which are applicable to their own actions and 
conduct.  
 
INSPECTION:  
The Act requires that an opportunity be provided for employees 
and their representatives to bring possible safety and health vio-
lations to the attention of the Department of Labor inspector in 
order to aid the inspection. This requirement may be fulfilled by 
allowing a representative of the employees and a representative 
of the employer to accompany the inspector during inspection. 
Where there is no employee representative, the inspector shall 
consult with a reasonable number of employees.  
 
COMPLAINT:  
Employees have the right to file a complaint with the Depart-
ment of Labor. There shall be an inspection where reasonable 
grounds exist for the Department of Labor to believe there may 
be a hazard. Unless permission is given by the employees com-
plaining to release their names, they will be withheld from the 
employer. Telephone Number (317) 232-2693.  
 
The Act provides that no employer shall discharge, suspend, or 
otherwise discriminate in terms of conditions of employment 
against any employees for their failure or refusal to engage in 
unsafe practices or for filing a complaint, testifying, or otherwise 
acting to exercise their rights under the Act.  
 
Employees who believe they have been discriminated against 
may file a complaint with the Department of Labor within 30 
days of the alleged discrimination. Please note that extensions of 
the 30- day filing requirement may be granted under certain spe-
cial circumstances, such as where the employer has concealed or 
misled the employee regarding the grounds for discharge. How-
ever, a grievance-arbitration proceeding, which is pending, 
would not be considered justification for an extension of the 30- 
day filing period. The Commissioner of Labor shall investigate 
said complaint and upon finding discrimination in violation of 
the Act, shall order the employer to provide necessary relief to 
the employees. This relief may include rehiring, reinstatement to 
the job with back pay, and restoration of seniority.  
 
All employees are also afforded protection from discrimination 
under Federal Occupational Safety and Health Act and may file 
a complaint with the U.S. Secretary of Labor within 30 days of 
the alleged discrimination  
 
VIOLATION NOTICE:  
When an alleged violation of any provision of the Act has oc-
curred, the Department of Labor shall promptly issue a written 
order to the employer, who shall be required to post it promi-
nently at or near the place where the alleged violation occurred 
until it is made safe and required safeguards are provided or 3 
days, whichever is longer.  
 
 
 
 

PROPOSED PENALTIES:  
The Act provides for CIVIL penalties of not more than $7,000 
for each serious violation and CIVIL penalties of up to $7,000 
for each non-serious violation. Any employer who fails to cor-
rect a violation within the prescribed abatement period may be 
assessed a CIVIL penalty of not more than $7,000 for each day 
beyond the abatement date during which such violation contin-
ues. Except as otherwise provided below involving a worker fa-
tality, any employer who knowingly or repeatedly violates the 
Act may be assessed CIVIL penalties of not more than $70,000 
for each violation and a penalty of not less than $5,000 shall be 
imposed for each knowing violation. A violation of posting re-
quirements can bring a penalty of up to $7,000.  
 
Proposed Penalties in Conjunction with a Worker Fatality  
An employer who knowingly violates the Act and where any 
such violation can reasonably be determined to have contributed 
to an employee fatality, shall be assessed a civil penalty of not 
less than $9,472 for each violation and may be assessed a civil 
penalty of up to $132,598 for each violation.  
 
VOLUNTARY ACTIVITY:  
The Act encourages efforts by labor and management, before the 
Department of Labor inspections, to reduce injuries and illnesses 
arising out of employment.  
 
The Act encourages employers and employees to reduce work-
place hazards voluntarily and to develop and improve safety and 
health programs in all workplaces and industries.  
 
Such cooperative action would initially focus on the identifica-
tion and elimination of hazards that could cause death, injury, or 
illness to employees and supervisors.  
 
The Act provides a consultation service to assist in voluntary 
compliance and give recommendations for the abatement of cit-
ed violations. This service is available upon a written request 
from the employer to INSafe. Telephone Number (317) 232-
2688.  
 
COVERAGE:  
The Act does not cover those hired for domestic service in or 
about a private home and those covered by a federal agency. 
Those exempted from the Act’s coverage include employees in 
maritime services, who are covered by the U.S. Department of 
Labor, and employees in atomic energy activities who are cov-
ered by the Atomic Energy Commission.  
 
NOTE:  
Under a plan approved March 6, 1974, by the U.S. Department 
of Labor, Occupational Safety and Health Administration 
(OSHA), the State of Indiana is providing job safety and health 
protection for workers throughout the State. OSHA will monitor 
the operation of this plan to assure that continued approval is 
merited. Any person may make a complaint regarding the State 
administration of this plan directly to the OSHA Regional Of-
fice, Regional Administrator, Region V, U.S. Department of La-
bor, Occupational Safety and Health Administration, 230 South 
Dearborn Street, Chicago, Illinois 60604, Telephone Number 
(312) 353-2220.  
 
MORE INFORMATION:  
 
INDIANA DEPARTMENT OF LABOR  
402 West Washington Street, Room W195  
Indianapolis, Indiana 46204  
Telephone: (317) 232-2655  
TT/Voice: (800) 743-3333  
Fax: (317) 233-3790  
Internet: http://www.in.gov/labor  
 

SAFETY AND HEALTH PROTECTION ON 
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$7.25 per hour  

Effective July 24, 2009 
 
Indiana Law requires this poster 
to be displayed in a 
conspicuous place in the area 
where employees are employed. 

 
Most Indiana employers and 
employees are covered by the 
minimum wage and overtime 
provisions of the federal Fair 
labor Standards Act (FLSA); 
however those not covered 
under the federal law may still 
be covered by the Indiana 
Minimum Wage Law. 
 

Both the federal and Indiana 
state minimum wage will 
increase from $6.55 per hour to 
$7.25 per hour, effective July 
24, 2009. 
 
Indiana Minimum Wage Law 
generally requires employers to 
pay employees at least the 
minimum wage for all hours 
worked and to pay employees 1 
1/2 time their regular rate of 
pay (“overtime compensation”) 
when employees work more 
that forty (40) hours during a 
work week.  However, there are 
many exceptions to the 
overtime pay requirement.  
Most of those exceptions can be 
found at Indiana Code 22-2-2-3  
(a) - (p). 

 
Indiana law requires every 
employer subject to the Indiana 
Minimum Wage Law to furnish 
each employee a statement of 
the hours worked by the 
employee, the wages paid to the 
employee, and a listing of the 
deductions made.  The Indiana 
Minimum Wage Law also 
prohibits pay discrimination on 
the basis of sex. 
 
Tipped Employees– Generally, 
Employers must pay tipped 
employees at least $2.13 per 
hour if the employer claims a 
tip credit.  If the employee's tips 
combined with the hourly wage 
do not equal the minimum 
wage, the employer must make 

up the difference.  
 
Training Wage – Indiana 
employers may pay $4.25 per 
hour to employees under 20 
years of age during their first 90 
consecutive calendar days after 
the employee is initially 
employed by the employer. 
 
Violations — Indiana law 
provides for both civil and 
criminal penalties for violation 
of the Indiana Minimum Wage 
Law. 
 
For additional information -  
please contact the Indiana 
Department of Labor’s Wage 
and Hour Division by email at 
wagehour@dol.in.gov or 

phone (317) 232-2655. 
 

402 West Washington Street,  
Room W195 
Indianapolis, IN 46204 
(317) 232-2655 
www.in.gov\dol 
 
 

INDIANA  MINIMUM WAGE LAW 

STATE OF INDIANA EMPLOYMENT POSTER 

The Law requires employers to display this Poster where employees can readily read it.  Revised 06/23 

         
 
 
 
 
 
 
 
 
 
 
 

16 Year Olds 
Your work permit allows you 
to work 

• 8 hours per day 

• 30 hours per week 

• No more than 6 days per week  

• Not before 6:00 a.m. 

• Until 10:00 p.m.  
 

With written parental 
permission you may work  

• 9 hours per day 

• 40 hours per school week 

• 48 hours per non-school week 

• Until 11:00 p.m. on nights 
followed by a school day 

• Until 12:00 a.m. on nights not 
followed by a school day 

 

17 Year Olds 
Your work permit allows you 
to work 

• 8 hours per day 

• 30 hours per school week 

• No more than 6 days per week 

• Not before 6:00 am on school 
days  

• Until 10:00 p.m. on nights 
followed by a school day 

• No restricted end time on days 

not followed by a school day 
 

With written parental 
permission you may work 

• 9 hours per day 

• 40 hours per school week 

• 48 hours per non-school week 

• Until 11:30 p.m. on nights 
followed by a school day,  or  

• Until 1:00 a.m. on nights 
followed by a school day 

No more than twice/week; 
not consecutively 

 

BREAK REQUIREMENTS 
FOR MINORS 
Workers under the age of 18 
who work 6.0 hours or more are 
required to take 30 minutes of 
documented breaks. The minor 
may take two breaks totaling 30 
minutes.   
 

WORKING BEFORE 6:00 
A.M. OR AFTER 10:00 P.M. 
Workers under the age of 18 
must be accompanied by a co-
worker who is at least 18 years 
of age when working before 
6:00 a.m. or after 10:00 p.m. 
in an establishment that is 
open to the public.  
 

WORKING DURING 
SCHOOL HOURS 
14 and 15 year olds may not 
work on a school day after 7:30 
a.m. and before 3:30 p.m. 16 and 
17 year olds may not work 
during school hours unless they 
have documented school 
permission.  
  

GRADUATES/WITHDRAWN 
FROM SCHOOL 
16 and 17 year olds who have 
graduated or withdrawn from 
high school may work unlimited 
hours. Documentation must be in 
personnel files.  

 

INDIANA DEPARTMENT 
OF LABOR/BUREAU OF 

CHILD LABOR  
402 W.Washington Street, Room 

W195, Indianapolis, IN 46204 
Phone: (317) 232-2655 
Fax: (317) 233-3790 

TT Voice: 1-800-743-3333 
E-MAIL:  childlabor@dol.in.gov 

 

WEB:   
www.in.gov/dol/
childlabor.htm  

 
 

TEEN WORK HOUR RESTRICTIONS 

Your employer is 
required to provide for 
payment of benefits 
under the Worker's 
Compensation Act of 
the State of Indiana. 
 
Any employee who is 
injured while at work 
should report the injury 
immediately to their 
supervisor, employer, or  
designated  
representative. 
   

The worker's 
compensation insurance 
carrier or the 
administrator for: 
 

State of Indiana 
JWF Speciality Co., 

Inc. 
PO Box 643 

Indianapolis,  IN  
46206-0643 

Phone:  
888-818-7795 

 
 

For more information 
about rights or 
procedures under the 
Indiana Worker's 
Compensation system, 
call or write: 
 
Worker’s Compensation 
Board of Indiana, 
Ombudsman Division 
402 W. Washington St., 
Rm. W196 
Indianapolis, IN 46204 
(317) 232-3808 or  
 1-800-824-2667 

WORKER’S 
COMPENSATION NOTICE 

This Business is Subject to 
Indiana’s Unemployment 

Insurance Laws 
If you lose your job or work less than full time, you may be eligible 

 for unemployment insurance benefits.  Information is available  
on-line at www.in.gov/dwd.  Computers are available at any  

Indiana WorkOne Center.   
 

No deductions are made from employees’ pay for unemployment insurance.  
This employer pays this tax.  

                                                                                                  

             www.in.gov/dwd                                               1-800-891-6499 

Applicants to and employees of most private employers, state and local       
governments, educational institutions, employment agencies and labor 
organizations with six or more persons are protected under State and Fed-
eral law from discrimination on the following bases: 

Race | Color | Sex |Disability | Ancestry | Religion | 
National Origin | Veteran Status 

This includes: 
 
Discriminatory hiring, firing, training, discipline, com-
pensation, promotion and other terms or   conditions of 
employment 
 
Denial of equal benefits or privileges 
 
Denying a reasonable accommodation to a qualified 
individual with a disability or an employee with deeply 
held religious beliefs 
 
Conducting medical examinations 
(except in limited circumstances) 
 
Harassing employees because of their membership in a 
protected class 
 
Retaliating against a person for filing a complaint, 
testifying at a hearing or assisting in an investigation 
 
Failing to hire an applicant based on their status as a 
veteran 

 
 
 
 
 
 
 

 

Contact Us 
Indiana Civil Rights Commission 
100 North Senate Avenue, Room N103 
Indianapolis, IN 46204 
 
Office: (317)232-2600 | Toll Free: (800) 628-2909 
Hearing Impaired: (800) 743-3333 | Fax: (317) 232-6580 
E-mail: icrc@crc.in.gov | Website: www.in.gov/icrc 

 
Employers of minors who are 14, 15, 16 or 17 years of age are re-
quired by law to post the maximum number of hours minors may be 
permitted to work in each day of the week. The information must be 
posted in a conspicuous place or in places where notices are cus-
tomarily posted. For additional copies of this poster or for further 
information, please visit www.in.gov/dol/childlabor.htm. 

14 and 15  Year Olds  
Please compare federal and state laws in the following chart: 

Indiana State Law for 14 and 
15 year olds 

Federal Law for 14 and 15 
year olds 

• 3 hours per school day, and 
8 hours on Fridays that are 
school days 

• 8 hours per non-school day, 
and Fridays that are school 
days 

• 18 hours per school week 

• 40 hours per non-school 
week 

• They may not work before 
7:00 a.m. or after 7:00 p.m. 

• May work until 10:00 p.m. 
on nights not followed by a 
school day 

• 3 hours per school day,  

• 8 hours per non-school day 

• 18 hours per school week 

• 40 hours per non-school 
week 

• They may not work before 
7:00 am or after 7:00 p.m., 
but may work until 9:00 
p.m. from June 1st through 
Labor Day 

The Department of Labor recommends that you contact your 
attorney before allowing 14 and 15 years olds to work these 
extended hours! 



 

State of Indiana Employee Health Plans comply with applicable Federal civil rights laws and do not discriminate on the basis of race, color, 
national origin, age, disability, or sex.  State of Indiana Employee Health Plans do not exclude people or treat them differently because of race, 
color, national origin, age, disability, or sex. 

 
 State of Indiana Employee Health Plans: 
 
• Provide free aids and services to people with disabilities to communicate effectively with us, such as: 

 ○ Qualified sign language interpreters 
 ○ Written information in other formats (large print, audio, accessible electronic formats, other formats) 
 

 • Provides free language services to people whose primary language is not English, such as: 
 ○ Qualified interpreters 
 ○ Information written in other languages 
 

 If you need these services, contact State Personnel, Employee Relations Division. 

If you believe that the State of Indiana Employee Health Plans have failed to provide these services or discriminated in another way on the 
basis of race, color, national origin, age, disability, or sex, you can file a grievance with:  

 
State Personnel Department 
Employee Relations Division 

402 W. Washington St, Room W161  
Indianapolis, IN 46204, 1-855-773-4647  

V/TTY 1-317-232-4555, Fax 317-232-3089 
 
You can file a grievance in person or by mail, or fax. If you need help filing a grievance, the State Personnel Employee Relations Division is 

available to help you.  
 
You can also file a civil rights complaint with the U.S. Department of Health and Human Services, Office for Civil Rights, electronically 

through the Office for Civil Rights Complaint Portal, available at https://ocrportal.hhs.gov/ocr/portal/lobby.jsf, or by mail or phone at:  
 

U.S. Department of Health and Human Services 
200 Independence Avenue, SW 

Room 509F, HHH Building  
Washington, D.C. 20201, 

1-800-368-1019, 800-537-7697 (TDD),  
Complaint forms are available at http://www.hhs.gov/ocr/office/file/index.html. 

 

ATENCIÓN:  si habla español, tiene a su disposición servicios gratuitos de asistencia lingüística.  Llame al 1-877-248-0007 (TTY: 1-317-232-4555). 

 注意：如果您使用繁體中文，您可以免費獲得語言援助服務。請致電1-877-248-0007（TTY：1-317-232-4555）。 

ACHTUNG:  Wenn Sie Deutsch sprechen, stehen Ihnen kostenlos sprachliche Hilfsdienstleistungen zur Verfügung.  Rufnummer: 1-877-248-0007 (TTY: 1-317
-232-4555). 

Wann du [Deitsch (Pennsylvania German / Dutch)] schwetzscht, kannscht du mitaus Koschte ebber gricke, ass dihr helft mit die englisch Schprooch. Ruf selli 
Nummer uff: Call 1-877-248-0007 (TTY: 1-317-232-4555). 

သတျိ ပဳရန္ - အကယ၍္ သင္သည္ ျ မန္မာစကာား ကိို ေျျ ပာပါက၊ ဘာသာစကာား အကအူည၊ီ အခမ ဲ့၊ သင္ဲ့ျ္အတတက္ စီစဥ္ေျဆာင္င္ြက္ေျပားပါမည္။  

ဖိုန္ျားနပံါတ ္1-877-248-0007 (TTY: 1-317-232-4555) သိုျ႔ိ ေျခၚဆိုျပိါ။ 

 ).4555-232-317-1)رقم هاتف الصم والبكم:  0007-248-877-1ملحوظة:  إذا كنت تتحدث اذكر اللغة، فإن خدمات المساعدة اللغوية تتوافر لك بالمجان.  اتصل برقم 
 

주의 당신이 언어 [삽입], 언어 지원 서비스를 무료로 사용할 수 있습니다 당신에 게. 1-877-248-0007 (TTY 1-317-232-4555)를 호출 합니다.  
 
CHÚ Ý:  Nếu bạn nói Tiếng Việt, có các dịch vụ hỗ trợ ngôn ngữ miễn phí dành cho bạn.  Gọi số 1-877-248-0007 (TTY: 1-317-232-4555).      
                                                                                                                                                 
ATTENTION :  Si vous parlez français, des services d'aide linguistique vous sont proposés gratuitement.  Appelez le 1-877-248-0007 (ATS : 1-317-232-4555). 
 

注意事項：日本語を話される場合、無料の言語支援をご利用いただけます。1-877-248-0007（TTY:1-317-232-4555）まで、お電話にてご連絡くだ

さい。 

AANDACHT:  Als u nederlands spreekt, kunt u gratis gebruikmaken van de taalkundige diensten.  Bel 1-877-248-0007 (TTY: 1-317-232-4555). 
 
PAUNAWA:  Kung nagsasalita ka ng Tagalog, maaari kang gumamit ng mga serbisyo ng tulong sa wika nang walang bayad.  Tumawag sa 1-877-248-0007 
(TTY: 1-317-232-4555). 

 
ВНИМАНИЕ:  Если вы говорите на русском языке, то вам доступны бесплатные услуги перевода.  Звоните 1-877-248-0007 (телетайп: 1-317-232-
4555). 
 

ਧਿਆਨ ਧਿਓ: ਜੇ ਤੁਸ ੀਂ ਪੰਜਾਬ  ਬਧੋ ੇ ਹੋ, ਤਾੀਂ ਭਾਸ਼ਾ ਿਧ ਿੱਚ ਸਹਾਇਤਾ ਸੇ ਾ ਤੁਹਾਡੇ  ਈ ਮੁਫਤ ਉਪ ਧਬ ਹੈ। 1-877-248-0007 (TTY: 1-317-232-4555) 'ਤੇ ਕਾ  ਕਰੋ। 

 

धधधधध धधध:  धधध धध ह िंदी धधधधध धधध धध धधधध धधध धधधधध धधध धधधध धधधधधध धधधधधध 

धधधधधध धधधध 1-877-248-0007 (TTY: 1-317-232-4555) धध धधध धधधधध 

Discrimination is Against the Law 
Section 1557 of the Affordable Care Act 

FEDERAL  POSTER  

The Law requires covered entities  to display this Poster in a conspicuous physical location where the entity interacts with the public.  Revised 06/23 

U.S. Department of Health and Human Services Office for Civil Rights 

http://www.hhs.gov/ocr/office/file/index.html

