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This poster must be in a conspicious
place accesible to all employees.
This poster does not provide any legal advice and

is distributed independently by each Journey Location.
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Minimum Wage:
$7.25

Tipped Minimum Wage:

$2.13

EMPLOYEE RIGHTS

UNDER THE FAIR LABOR STANDARDS ACT
FEDERAL MINIMUM WAGE

$7.25 .-

BEGINNING JULY 24, 2009

The law requires employers to display this poster where employees can readily see it.

OVERTIME PAY  Atleast 1% times the regular rate of pay for all hours worked over 40 in a workweek.

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

CHILD LABOR

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.

TIP CREDIT

PUMP AT WORK The FLSA requires employers to provide reasonable break time for a nursing employee to express
breast milk for her nursing child for one year after the child’s birth each time the employee needs
to express breast milk. Employers must 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 liuidated 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 + Certain occupations and establishments are exempt from the minimum wage, and/or overtime
INFORMATION pay provisions. Certain narrow exemptions also apply to the pump at work requirements.

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.

The W.S5. Equal Employment Opportunity Commission [EECC) enfarces Federal laws that protect you from
discrimination in emplayment. If you believe you've been discriminated against at work or in applying for

a job, the EEQOC may be able to help.

Who is Protected?

What Organizations are Covered?

* Emplayees (current and & Lnicn members and
former), including managers applicants for member=ship
and lemporary employees ina union

= lnh applicAants

What Types of Employment Discrimination
are lllegal?

* Most private employers

+ State and local governments
[as employers)

» Educational institutions
{as employers|

= Linicins

* Staffing agencies

What Employment Practices can be Challenged

as Discriminatory?

LUnder the EECC's laws, an employer may not discriminate against
wou, regpardless aof your immigration status, on the hazses of:

= Race disclosure of genetic tests,
a Colar genetic services, aor family
rmedical history)

Retaliation for filing a
charge, reazonably

= Sex {including pregnancy, apposing discrimination,
childhirLh, and relaled medical participating in 3

conditions, sealal erientation,  giccdmination lawsuit,
or pender identity]

* Aga (40 and older)

* Disability

+ Denetic information
{including employer requests
for, or purchase, use, ar

= Religion

= MNational origin

irvestigation, or protesding
Interference, coercion, ar
threats related 1o exercising
rights regarding disability
discrimination or pregnancy
aecomimocdation

All aspects of ermployment, including:

+ Discharge, firing, ar [ay-off

+ Harassment{including
unwelcormes varbal or
physical conduct)

= Hiring or promaticn

= fMzsignment

= Pay (unequal wages or
carnpensation)

« Failure to provide
redsonable accommadation
tor a disahility; pregnancy,
childbsir Lh, or relled meadical
condition; or a sincereby-held
religious belief, ohigrvance
ar practce

= Benefits

= Job training

= Classification

= Referral

* Dbtaining or disclosing
penatic infammation af
employess

= Requesting or disclosing medical
information of employees

+ Conduct that might reasonably
dircourage spmenne from
ppposing discrirminalion, filing
acharge, or participating inan
inwestigation or proceeding

* Conduct that coerees,
intimidates, threatens, ar
inLerleras wilh sormeone
cxercising their righits, or
SOMeane assisting or
BMCOUTaging sormeorn e else
to exercise rights, regarding
dizahbility discrimination
{including accormimoda o)
ar pregnancy Aocommadatinn

What can You Do if You Believe Discrimination has Occurred?

Conlacl Lhe EEQC promplly il you suspecl discriminalion. Do nol delay, becaose there are sLeicl lme limils (or Tiling @ charge of
discrimination (180 or 300 days, depending on where yau livefwork]. You can reach the EEOC in amy of the fallowing weays:

Submit an inguiry hiough the LLOC's public porlal
[https:#fpublicportal.ecoc.goyPortalf Login.as px)

Call 1300568400 {toll free]
1—ROD—RES—RRID [TTY)
1-R44-234-5127 [AS] video phone)

Visit an LLOC lield ol Tive
{ww ceocgowficld office)

E-Mail info@eeoc.gow

Additional information about the EEQC,
including informatinn abowt tiling & chargs nf
discrirminalion, is available al wwwesoc o

EMPLOYERS HOLDING FEDERAL CONTRACTS OR SUBCONTRACTS

The Department of Labor's Office of Fedoral Contract
Campliance Programs {OFCCP) enforces the nondiscrimination
and alTirnzLive aclion cormmilmenls ol companies doing business
with the Mederal Government, If you are apphying for a job with,
ar are an emploves of, a company with a Federal contract or
subcontract, you are protected under Federal law fram
discrirnination on the following bases:

Race, Colar, Religion, Sex, Sexual Orientation,
Gender ldentity, National Origin

Lxecutive Crder 11246 asamended, prahibits emplayment
dizerimination by Federal ontractars based on race, oolar,
religion, sex, sexual orientalion, genderidenlily, or nalional
arigin, and reguires affirmative action to chsure cquality of
apportunity in all aspects of emploviment.

Asking About, Disclosing, or Discussing Pay

Feerutive Order 1174A, as amended, protects applicants and
amployees ol Federal canlraclors lram discrimminalion based an
inguiring about, disclosing, or discussing their compensaton or
the compensation of other applicants or employees,

Disabiliry

Lpction B3 ot the Rehabilitation Act af 1973, as amended,
prolaecls qualilied individuals wilh diszabililies Irom discrirminaticn
in hiring, promotien, discharge, pay, fringe benefits, job
training, classification, referral, and other aspects of employment
by Federal contractors. Disability dizcrimination includes nat
making reasonable accammod ation to the known physical or
mental limitations of an otherwise qualified individual with a
dizability who i= an applicant or employee, baming undue
hardship to the employer. Saction 509 aleo requires that

Fedaral contractors take affirmative action to etmploy and
advance in emplryment qualified individuals with disahilities

at all levels of employmant, including the executive level.

Protected Yeteran Status

Ihe Vielnarn kra Velerans” Readjustmenl Assislance Acl ol 1901,
asamecnded, 38 U.5.C, 4212, prohibits cmployment discrirmination
against, and requires affirmative action to recruit, employ, and
adwvance in emplaymant, dizabled veterans, recently =eparated
valerans {ie., wilhin three vears of discharge v release Irom
artive duty), active duty wartime or campaign badge veterans,

or Amned Forces senvice medal veterans,

Retaliation

Retaliation is prohibited against a persan who files a complaint
of discrimination, participates in an OFCCP proceeding, or
otherwizse opposes discrimination by Federal contractors
unider these Mederal laws,

ahy person who belicves a contractor has violated its
nondiscimination or affirmative action obligations under
CFCCP s autharities should contact immediately:

The Office of Federal Cantract Compliance Programs (QFCCP]
LLE Mepartment nt | abar

200 Constitution Avenue, B,

Washingtan, 0LC, 20210

1-800-397-6251 {tol-ree]

I yiou are deaf, hard of hearing, or hawe a speech disability, please dial
7 1 1toaccesstelecommunications relay services. OFCCE may alza
be contacted by submitting a question online to DRCCP'S |elp Desk
{hittps:fofoephelpdesk. dol. powy/'sf, or by calling an QrOCE regional

or district office, listed in most telephona direckories under L5,
Guwerrmenl, Deparbmenl of Laber and on CFCCR's “Conlacl Ws"
webpape {hitps: v, dol goviagencies/ofccp/tontact).

PROGRAMS OR ACTIVITIES RECEIVING FEDERAL FINANCIAL ASSISTANCE

Race, Color, Mational Origin, Sex

Individuals with Disabilities

EMPLOYEE RIGHTS

EMPLOYEE POLYGRAPH PROTECTION ACT

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

EXEMPTIONS

EXAMINEE
RIGHTS

ENFORCEMENT

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.

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.

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.

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.

WAGE AND HOUR DIVISION
UNITED STATES DEPARTMENT OF LABOR

WH1462 REV 02/22

In addition to the protections of Title VIl of the Civil Rights Act
ot 1964, A= amended, Title W1 ot the Civil Rights Act of 1964, as
armended, prohibils discrirminalicn on Lhe basis of race, coloer
o national origin in programs o activitics receiving Federal
tinancial aszistance. Employment discriminatian is covered by
lille W1l ke prirma sy objecbve of Lha linancial assislance is
provisien of ermploymenl, of wheare employmenl discrirminalion
causes or may cause discrimination in providing services under
such programs. Title IX of the Education Amendments of 1572
prahibits employment diserimination en the basis of sax in
educational pragrams ar activities which receive Mederal
financial assistance.

Fection 504 of the Rehabilitation Act of 1973, as amended,
provhibits 8 mploymnent discrimination on the basis of diza bility

irany prograrm ar achvily which receives Federal inanazl assislance.
Discrirninationis prehibited in all aspects of employment against
persons with disabilities whao, with orwithoutreasonable
accommodation, can perfarm the essential functions ot the jab.

1T wou believe you have been discriminated against ina propram
ol any inslilulicn which receives Federal linancial assislance,
vau should immediately contact the Federal agency providing
such assistance,

[Revised B£17/2003!

EMPLOYEE RIGHTS

UNDER THE H-2A PROGRAM

THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

1-866-487-9243 if
www.dol.gov/agencies/whd -

WAGE AND HOUR DIVISION
UNITED STATES DEPARTMENT OF LABOR

The Immigration and Nationality Act (INA) allows for the employment of temporary, non-immigrant workers in
agriculture (H-2A WORKERS]) only if the employment of U.S. workers would not be adversely impacted. To ensure
that U.S. workers are not adversely impacted, H-24 WORKERS and OTHER WORKERS employed on an H-2A work
contract or by an H-2A employer in the same agricultural work as the H-2A workers have the following rights:

DISCLOSURE ¢ To receive accurate, WRITTEN INFORMATION about the wages, hours, working
conditions, and benefits of the employment being offered
To receive this information prior to getting a visa and no later than on the first day of work
To receive this information in a language understood by the worker

WORKER RIGHTS

UNDER THE DAVIS-BACON ACT

FOR LABORERS AND MECHANICS
WORKING ON FEDERAL OR
FEDERALLY ASSISTED
CONSTRUCTION PROJECTS

The law requires employers to display this poster where workers can readily see it.

PREVAILING
WAGES

Job Safety and Health

JOSHA

Oecupational Safeby
= wor  and Haalth Administration

To be PAID at least twice per meonth at the rate stated in the work contract

To be informed, in writing, of all DEDUCTIONS (not otherwise required by law) that will be
made from the worker’s paycheck

To receive an itemized, written STATEMENT OF EARNINGS (pay stub) for each pay period
To be guaranteed employment for at least THREE-FOURTHS (75%) of the total hours

All workers have the right to: promised in the work contract

Employers must:

= A safe workplace. = 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.

TRANSPORTATION * To be provided or, upon completion of 50 percent of the work contract period, reimbursed
for reasonable costs incurred to the place of employment for transportation and
subsistence (lodging incurred on the employer’s behalf and meals)

Upon completion of the work contract, to be provided or paid for return transportation
and subsistence

For workers living in employer-provided housing, to be provided TRANSPORTATION, at
no cost to the worker, between the housing and the worksite

All employer-provided transportation must meet applicable safety standards, be properly
insured, and be operated by licensed drivers

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

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

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.

You must be paid not less than the wage rate listed in the Davis-Bacon Wage Decision posted

Request a confidential OSHA inspection
with this notice for the work you perform.

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 1o the inspector.

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

HOUSING For any worker who is not reasonably able to return to his/her residence within the same
day, to be provided HOUSING AT NO COST

Employer-provided housing must meet applicable safety standards

Workers who live in employer-provided housing must be offered three meals per day at
no more than a DOL-specified cost, or provided free and convenient cooking and kitchen

facilities

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

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.

OVERTIME

Prominently display this poster in the workplace.

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 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.

Post OSHA citations at or near the place of

the alleged violations.
ADDITIONAL

PROVISIONS

To be provided state WORKERS’ COMPENSATION insurance or its equivalent

To be provided, at no cost, all TOOLS, SUPPLIES, and EQUIPMENT required to perform
the assigned duties

TO BE FREE FROM DISCRIMINATION or DISCHARGE for filing a complaint, testifying, or
exercising your rights in any way or helping others to do so

Employers MUST comply with all other applicable laws (including the prohibition against
holding workers’ passports or other immigration documents)

The law prohibits discharging or otherwise retaliating against workers for filing a complaint, Employers and their agents, including foreign recruiters, or anyone working on behalf
cooperating in an investigation, or testifying in a proceeding under the Davis-Bacon and Related of the employer, MUST NOT receive paym ent from any worker for any costs related to
Acts. obtaining the H-2A certification (such as application and recruitment fees)

Employers MUST display this poster where employees can readily see it

Employers MUST NOT lay off or displace similarly employed U.S. workers within 60 days
of the date of need for H-2A workers

Employers MUST hire any eligible U.S. worker who applies during the first 50 percent of
the approved work contract period

Workers who believe their rights under the program have been violated may file confidential complaints.

HD

LS, Waze and [ lour Division

On-Site Consultation services are available to
small and medium-sized employers, without
citation or penalty, through OSHA-supported

See any OSHA citations issued to your consultation programs in every state.

employer.

Apprentice rates apply only to apprentices properly registered under approved federal or state
apprenticeship programs.

APPRENTICES

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

RETALIATION

This poster is available free from OSHA.
If you do not receive proper pay, or require further information on the applicable wages, contact

the Contracting Officer listed below:

PROPER PAY

For additional information:

1-866-4-USWAGE

- - R (1-866-487-9243)  TTY: 1-877-889-5627

RWHD e oumomson WWW.DOL.GOV/WHD
| UNITED STATES DEPARTMENT OF LABOR n n

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

866-487-9243
dol.gov/agencies/whd [E]’

1-800-321-OSHA (6742) - » www.osha.gov




