legal workers act

WALSH-HEALEY PUBLIC CONTRACTS ACT

employee rights on government contracts

THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION
This establishment is performing Government contract work subject to (check one)

			

Service Contract Act (SCA)			

MINIMUM WAGES
FRINGE BENEFITS
OVERTIME PAY
CHILD LABOR
SAFETY & HEALTH
UNION DUES
ENFORCEMENT
For additional information:

Public Contracts Act (PCA)

Your rate must be no less then 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.
SCA wage determinations may require fringe benefit payments (or a cash equivalent). PCA contracts do not require fringe benefits.

No person under 16 years of age may be employed on a PCA contract.
Work must be performed under conditions that are sanitary, and not hazardous or dangerous to employees’ health and safety.
Executive Order (E.O.) 13201 requires certain Government Contractors to notify employee of rights related to union dues.
Specific DOL agencies are responsible for the administration of these laws. To file a complaint or obtain information for: Contact the Wage and
Hour Division by calling its toll-free help line at 1-866-4-USWAGE (1-866-487-9243), or visit its Web site at www.wagehour.dol.gov. Contact the
Occupational Safety and Health Administration (OSHA) by calling 1-800-321-OSHA (1-800-321-6742), or visit its Web site at www.osha.gov.

TTY: 1-877-889-5627

www.wagehour.dol.gov

U.S. Department of Labor | Employment Standards Administration | Wage and Hour Division

WHD Publication 1313 (Revised April 2009)

E-VERIFY NOTICE

This Employer Participates in E-Verify

This employer will provide the Social Security Administration (SSA) and, if necessary, the Department of
Homeland Security (DHS), with information from each new employee’s Form I-9 to confirm work authorization.
IMPORTANT: If the Government cannot confirm that you are authorized to work, this employer is required to
provide you written instructions and an opportunity to contact SSA and/or DHS before taking adverse action
against you, including terminating your employment. Employers may not use E-Verify to pre-screen job
applicants or to re-verify current employees and may not limit or influence the choice of documents presented
for use on the Form I-9. In order to determine whether Form I-9 documentation is valid, this employer uses
E-Verify’s photo screening tool to match the photograph appearing on some permanent resident and
employment authorization cards with the official U.S. Citizenship and Immigration Services’ (USCIS)
photograph. If you believe that your employer has violated its responsibilities under this program or has
discriminated against you during the verification process based upon your national origin or citizenship status,
please call the Office of Special Counsel at 1-800-255-7688 (TDD: 1-800-237-2515).
NOTICE: Federal law requires all employers to verify the identity and employment eligibility of all persons hired to
work in the United States.
Employment Verification.
Done.
For more information on E-Verify,
please contact DHS at: 1-888-464-4218

E-VERIFY IS A SERVICE
OF DHS AND SSA

Este Empleador Participa en E-Verify

Este empleador le proporcionará a la Administración del Seguro Social (SSA), y si es necesario, al
Departamento de Seguridad Nacional (DHS), información obtenida del Formulario I-9 correspondiente a cada
empleado recién contratado con el propósito de confirmar la autorización de trabajo. IMPORTANTE: En dado
caso que el gobierno no pueda confirmar si está usted autorizado para trabajar, este empleador está obligado
a proporcionarle las instrucciones por escrito y darle la oportunidad a que se ponga en contacto con la oficina
del SSA y, o el DHS antes de tomar una determinación adversa en contra suya, inclusive despedirlo. Los
empleadores no pueden utilizar E-Verify con el propósito de realizar una preselección de aspirantes a empleo
o para hacer nuevas verificaciones de los empleados actuales, y no deben restringir o influenciar la selección
de los documentos que sean presentados para ser utilizados en el Formulario I-9. A fin de poder determinar
si la documentación del Formulario I-9 es valida o no, este empleador utiliza la herramienta de selección
fotográfica de E-Verify para comparar la fotografía que aparece en algunas de las tarjetas de residente y
autorizaciones de empleo, con las fotografías oficiales del Servicio de Inmigración y Ciudadanía de los
Estados Unidos (USCIS). Si usted cree que su empleador ha violado sus responsabilidades bajo este
programa, o ha discriminado en contra suya durante el proceso de verificación debido a su lugar de origen o
condición de ciudadanía, favor ponerse en contacto con la Oficina de Asesoría Especial llamando al 1-800-255-7688
(TDD: 1-800-237-2515). AVISO: La Ley Federal le exige a todos los empleadores que verifiquen la identidad y elegibilidad
de empleo de toda persona contratada para trabajar en los Estados Unidos. Employment Verification.
Done. Para
mayor información sobre E-Verify, favor ponerse en contacto con la oficina del DHS llamando al: 1-888-464-4218

You should know that – No employer can deny you a job or fire you because of
your national origin. Unless mandated by law or government contract, employers
cannot require you to be a U.S. Citizen or permanent resident or refuse any legally
acceptable documents. If any of these things have happened to you, you may have
a valid charge of discrimination that can be filed with the OSC. Contact the OSC for
assistance in your own language. Call 1-800-255-7688. TDD for the hearing impaired is
1-800-237-2515. In the Washington, D.C., area, please call 202-616-5594, TDD
202-616-5525 - Or write to: U.S. Department of Justice Office of Special Counsel NYA 950 Pennsylvania Ave., N.W. Washington, DC 20530

EMPLOYEE RIGHTS

UNDER THE NATIONAL LABOR RELATIONS ACT
The NLRA guarantees the right of employees to organize and bargain collectively with their employers, and to engage in
other protected concerted activity. Employees covered by the NLRA* are protected from certain types of employer and
union misconduct. This Notice gives you general information about your rights, and about the obligations of employers
and unions under the NLRA. Contact the National Labor Relations Board, the Federal agency that investigates and
resolves complaints under the NLRA, using the contact information supplied below, if you have any questions about
specific rights that may apply in your particular workplace.

Under the NLRA, you have the right to:
• Organize a union to negotiate with your employer concerning your wages, hours, and other terms and conditions of employment.
• Form, join or assist a union.
• Bargain collectively through representatives of employees’ own choosing for a contract with your employer setting your
wages, benefits, hours, and other working conditions.
• Discuss your terms and conditions of employment or union organizing with your co-workers or a union.
• Take action with one or more co-workers to improve your working conditions by, among other means, raising work-related
complaints directly with your employer or with a government agency, and seeking help from a union.
• Strike and picket, depending on the purpose or means of the strike or the picketing.
• Choose not to do any of these activities, including joining or remaining a member of a union.

Under the NLRA, it is illegal for your employer to:
• Prohibit you from soliciting for a union during non-work
time, such as before or after work or during break times; or
from distributing union literature during non-work time, in
non-work areas, such as parking lots or break rooms.
• Question you about your union support or activities in a
manner that discourages you from engaging in that activity.
• Fire, demote, or transfer you, or reduce your hours or
change your shift, or otherwise take adverse action
against you, or threaten to take any of these actions,
because you join or support a union, or because you
engage in concerted activity for mutual aid and protection,
or because you choose not to engage in any such activity.
• Threaten to close your workplace if workers choose a
union to represent them.
• Promise or grant promotions, pay raises, or other benefits
to discourage or encourage union support.
• Prohibit you from wearing union hats, buttons, t-shirts, and
pins in the workplace except under special circumstances.
• Spy on or videotape peaceful union activities and
gatherings or pretend to do so.

Under the NLRA, it is illegal for a union or for the union
that represents you in bargaining with your employer to:
• Threaten you that you will lose your job unless you
support the union.
• Refuse to process a grievance because you have
criticized union officials or because you are not a member
of the union.
• Use or maintain discriminatory standards or procedures in
making job referrals from a hiring hall.
• Cause or attempt to cause an employer to discriminate
against you because of your union-related activity.
• Take other adverse action against you based on whether
you have joined or support the union.
If you and your coworkers select a union to act as your
collective bargaining representative, your employer and the
union are required to bargain in good faith in a genuine
effort to reach a written, binding agreement setting your
terms and conditions of employment. The union is required
to fairly represent you in bargaining and enforcing
the agreement.

Illegal conduct will not be permitted. If you believe your rights or the rights of others have been violated, you should

contact the NLRB promptly to protect your rights, generally within six months of the unlawful activity. You may inquire
about possible violations without your employer or anyone else being informed of the inquiry. Charges may be filed by
any person and need not be filed by the employee directly affected by the violation. The NLRB may order an employer
to rehire a worker fired in violation of the law and to pay lost wages and benefits, and may order an employer or union to
cease violating the law. Employees should seek assistance from the nearest regional NLRB office, which can be found on
the Agency’s website: www.nlrb.gov.
Click on the NLRB’s page titled “About Us,” which contains a link, “Locating Our Offices.” You can also contact the NLRB
by calling toll-free: 1-866-667-NLRB (6572) or (TTY) 1-866-315-NLRB (6572) for hearing impaired.

*The National Labor Relations Act covers most private-sector employers. Excluded from coverage under the
NLRA are public-sector employees, agricultural and domestic workers, independent contractors, workers employed
by a parent or spouse, employees of air and rail carriers covered by the Railway Labor Act, and supervisors (although
supervisors that have been discriminated against for refusing to violate the NLRA may be covered).
This is an official Government Notice
and must not be defaced by anyone.

To re-order call, 1-800-745-9970 or visit, www.LaborLawCenter.com
© 2010 LaborLawCenter, Inc. All rights reserved.
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Si tiene derecho a trabajar legalmente en los Estados Unidos, existen
leyes para protegerlo contra la discriminación en el trabajo.

Debe saber que - Ningún patrón puede negarle trabajo, ni puede despedirlo,
debido a su país de origen o su condición de inmigrante. En la mayoría de los
casos, los patrones no pueden exigir que usted sea ciudadano de los Estados
Unidos o residente permanente o negarse a aceptar documentos validos por ley.
Si se ha encontrado en cualquiera de estas situaciones, usted podría tener una
queja valida de discriminación. Comuníquese con la Oficina del Consejero Especial
(OSC) de Practicas Injustas en el Empleo Relacionadas a la Condición de Inmigrante
para obtener ayuda en español. Llame al 1-800-255-7688; TDD para personas con
problemas de audición: 1-800-237-2515. En Washington, DC, llame al (202) 616-5594: TDD
para personas con problemas de audición: (202) 616-5525. O escríbale a OSC a la
siguiente dirección: U.S. Department of Justice Office of Special Counsel - NYA 950
Pennsylvania Ave., N. W. Washington, DC 20530

U.S. Department of Justice, Civil Rights Division Office of Special Counsel for Departamento de Justicia de los Estados Unidos, División de Derechos
Civiles Oficina del Consejero Especial
Immigration-Related Unfair Employment Practices

OSHA FACT SHEEt

FACT SHEET
YOUR RIGHTS AS A WHISTLEBLOWER You may file a complaint with OSHA if your employer retaliates against you by taking unfavorable personnel
action because you engaged in protected activity relating to workplace safety and health, commercial motor carrier safety, pipeline
safety, air carrier safety, nuclear safety, the environment, asbestos in schools, corporate fraud, SEC rules or regulations, railroad carrier
safety or security, or public transportation agency safety or security.
WHISTLEBLOWER LAWS ENFORCED BY OSHA Each law requires that complaints be filed within a certain number of days after the alleged retaliation.
You may file complaints by telephone or in writing under the:

Under the following laws, complaints must be filed in writing:

• Occupational Safety and Health Act (30 days)
• Surface Transportation Assistance Act (180 days)
• Asbestos Hazard Emergency Response Act (90 days)
• International Safe Container Act (60 days)
• Federal Rail Safety Act (180 days)
• National Transit Systems Security Act (180 days)

• Clean Air Act (30 days)
• Comprehensive Environmental Response, Compensation
and Liability Act (30 days)
• Energy Reorganization Act (180 days)
• Federal Water Pollution Control Act (30 days)
• Pipeline Safety Improvement Act (180 days)
• Safe Drinking Water Act (30 days)
• Sarbanes-Oxley Act (90 days)
• Solid Waste Disposal Act (30 days)
• Toxic Substances Control Act (30 days)
• Wendell H. Ford Aviation Investment and Reform Act for the
21st Century (90 days)

UNFAVORABLE PERSONNEL ACTIONS Your employer may be found to have retaliated against you if your protected activity was a contributing or motivating
factor in its decision to take unfavorable personnel action against you. Such actions may include:
• Firing or laying off
• Blacklisting
• Demoting
• Denying overtime or promotion

NATIONAL LABOR RELATIONS ACT
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If you have a legal right to work in the United States, there are laws to
protect you against discrimination in the workplace.

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.

1-866-4-USWAGE
(1-866-487-9243)

or

IF YOU HAVE THE RIGHT TO WORK, Don’t let anyone take it away. SI USTED TIENE DERECHO A TRABAJAR, no deje que nadie se lo quite.

• Disciplining
• Denying benefits
• Failing to hire or rehire
• Intimidation

• Reassignment affecting promotion
prospects
• Reducing pay or hours

FILING A COMPLAINT If you believe that your employer retaliated against you because you exercised your legal rights as an employee, contact your
local OSHA office as soon as possible, because you must file your complaint within the legal time limits. OSHA conducts an in-depth interview with
each complainant to determine whether to conduct an investigation. For more information, call your closest OSHA Regional Office:
• Boston (617) 565-9860
• New York (212) 337-2378
• Philadelphia (215) 861-4900
• Atlanta (404) 562-2300

• Chicago (312) 353-2220
• Dallas (972) 850-4145
• Kansas City (816) 283-8745

• Denver (720) 264-6550
• San Francisco (415) 625-2547
• Seattle (206) 553-5930

Addresses, fax numbers and other contact information for these offices can be found on OSHA’s website, www.osha.gov, and in local directories.
Some complaints must be filed in writing and some may be filed verbally (call your local OSHA office for assistance). Written complaints may
be filed by mail (we recommend certified mail), fax, or hand-delivered during business hours. The date postmarked, faxed or hand-delivered is
considered the date filed. If retaliation for protected activity relating to occupational safety and health issues takes place in a state that operates
an OSHA-approved state plan, the complaint should be filed with the state agency, although persons in those states may file with Federal OSHA
at the same time. Although the Occupational Safety and Health Act covers only private sector employees, state plans also cover state and local
government employees. For details, see http://www.osha.gov/fso/osp/index.html.
HOW OSHA DETERMINES WHETHER RETALIATION TOOK PLACE The investigation must reveal that:
• The employee engaged in protected activity;
• The employer knew about the protected activity;
• The employer took an adverse action; and

• The protected activity was the motivating factor (or under
some laws, a contributing factor) in the decision to take the
adverse action against the employee.

If the evidence supports the employee’s allegation and a settlement cannot be reached, OSHA will issue an order requiring the employer to
reinstate the employee, pay back wages, restore benefits, and other possible remedies to make the employee whole.
LIMITED PROTECTIONS FOR EMPLOYEES WHO REFUSE TO WORK You have a limited right under the OSH Act to refuse to do a job because conditions are
hazardous. You may do so under the OSH Act only when (1) you believe that you face death or serious injury (and the situation is so clearly
hazardous that any reasonable person would believe the same thing); (2) you have tried to get your employer to correct the condition, and there is
no other way to do the job safely; and (3) the situation is so urgent that you do not have time to eliminate the hazard through regulatory channels
such as calling OSHA. Regardless of the unsafe condition, you are not protected if you simply walk off the job. For details, see http://www.osha.
gov/as/opa/worker/refuse.html. OSHA cannot enforce union contracts or state laws that give employees the right to refuse to work.
WHISTLEBLOWER PROTECTIONS IN THE TRANSPORTATION INDUSTRY Employees whose jobs directly affect commercial motor vehicle safety are protected from
retaliation by their employers for refusing to violate or for reporting violations of Department of Transportation (DOT) motor carrier safety standards
or regulations, or refusing to operate a vehicle because of such violations or because they have a reasonable apprehension of death or serious
injury. Similarly, employees of air carriers, their contractors or subcontractors who raise safety concerns or report violations of FAA rules and
regulations are protected from retaliation, as are employees of owners and operators of pipelines, their contractors and subcontractors who report
violations of pipeline safety rules and regulations. Employees involved in international shipping who report unsafe shipping containers are also
protected. In addition, employees of railroad carriers or public transportation agencies, their contractors or subcontractors who report safety or
security conditions or violations of federal rules and regulations relating to railroad or public transportation safety or security are protected from retaliation.
WHISTLEBLOWER PROTECTIONS FOR VOICING ENVIRONMENTAL CONCERNS A number of laws protect employees who report violations of environmental laws
related to drinking water and water pollution, toxic substances, solid waste disposal, air quality and air pollution, asbestos in schools, and
hazardous waste disposal sites. The Energy Reorganization Act protects employees who raise safety concerns in the nuclear power industry and in
nuclear medicine.
WHISTLEBLOWER PROTECTIONS WHEN REPORTING CORPORATE FRAUD Employees who work for publicly traded companies or companies required to file certain
reports with the Securities and Exchange Commission are protected from retaliation for reporting alleged mail, wire, or bank fraud; violations of
rules or regulations of the SEC, or federal laws relating to fraud against shareholders.
MORE INFORMATION To obtain more information on whistleblower laws, go to www.osha.gov, and click on the link for “Whistleblower Protection.”
This is one in a series of informational fact sheets highlighting OSHA programs, policies or standards. It does not impose any new
compliance requirements. For a comprehensive list of compliance requirements of OSHA standards or regulations, refer to Title 29 of the
Code of Federal Regulations. This information will be made available to sensory impaired individuals upon request. The voice phone is
(202) 693-1999; teletypewriter (TTY) number: (877) 889-5627.
For more complete information:

Occupational
Safety and Health
Administration

U.S. Department of Labor
www.osha.gov - (800) 321-OSHA
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EEOC - U.S. EQUAL EMPLOYMENT OPPORTUNITY COMMISSION

Equal Employment Opportunity is the Law
Private Employers, State and Local Governments, Educational Institutions,
Employment Agencies and Labor Organizations

Applicants to and employees of most private employers, state and local governments, educational institutions,
employment agencies and labor organizations are protected under Federal law from discrimination on the following bases:
RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN Title VII of the Civil Rights Act of 1964, as amended, protects applicants and employees from discrimination in hiring,
promotion, discharge, pay, fringe benefits, job training, classification, referral, and other aspects of employment, on the basis of race, color, religion, sex (including
pregnancy), or national origin. Religious discrimination includes failing to reasonably accommodate an employee’s religious practices where the accommodation
does not impose undue hardship.
DISABILITY Title I and Title V of the Americans with Disabilities Act of 1990, as amended, protect qualified individuals from discrimination on the basis of disability 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.
AGE The Age Discrimination in Employment Act of 1967, as amended, protects applicants and employees 40 years of age or older from discrimination based on age in
hiring, promotion, discharge, pay, fringe benefits, job training, classification, referral, and other aspects of employment.
SEX (WAGES) In addition to sex discrimination prohibited by Title VII of the Civil Rights Act, as amended, the Equal Pay Act of 1963, as amended, prohibits sex
discrimination in the payment of wages to women and men performing substantially equal work, in jobs that require equal skill, effort, and responsibility, under
similar working conditions, in the same establishment.
GENETICS Title II of the Genetic Information Nondiscrimination Act of 2008 protects applicants and employees from discrimination based on genetic information in
hiring, promotion, discharge, pay, fringe benefits, job training, classification, referral, and other aspects of employment. GINA also restricts employers’ acquisition of
genetic information and strictly limits disclosure of genetic information. Genetic information includes information about genetic tests of applicants, employees, or their
family members; the manifestation of diseases or disorders in family members (family medical history); and requests for or receipt of genetic services by applicants,
employees, or their family members.
RETALIATION All of these Federal laws prohibit covered entities from retaliating against a person who files a charge of discrimination, participates in a discrimination
proceeding, or otherwise opposes an unlawful employment practice.
WHAT TO DO IF YOU BELIEVE DISCRIMINATION HAS OCCURRED There are strict time limits for filing charges of employment discrimination. To preserve the ability of
EEOC to act on your behalf and to protect your right to file a private lawsuit, should you ultimately need to, you should contact EEOC promptly when discrimination
is suspected: The U.S. Equal Employment Opportunity Commission (EEOC), 1-800-669-4000 (toll-free) or 1-800-669-6820 (toll-free TTY number for individuals with
hearing impairments). EEOC field office information is available at www.eeoc.gov or in most telephone directories in the U.S. Government or Federal Government
section. Additional information about EEOC, including information about charge filing, is available at www.eeoc.gov.

Employers Holding Federal Contracts or Subcontracts

Applicants to and employees of companies with a Federal government contract or subcontract are protected under Federal
law from discrimination on the following bases:
RACE, COLOR, RELIGION, SEX, NATIONAL ORIGIN Executive Order 11246, as amended, prohibits job discrimination on the basis of race, color, religion, sex or national
origin, and requires affirmative action to ensure equality of opportunity in all aspects of employment.
INDIVIDUALS WITH DISABILITIES Section 503 of the Rehabilitation Act of 1973, as amended, protects qualified individuals from discrimination on the basis of disability
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. 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.
DISABLED, RECENTLY SEPARATED, OTHER PROTECTED, AND ARMED FORCES SERVICE MEDAL VETERANS The Vietnam Era Veterans’ Readjustment Assistance Act of 1974, as
amended, 38 U.S.C. 4212, prohibits job discrimination and requires affirmative action to employ and advance in employment disabled veterans, recently separated
veterans (within three years of discharge or release from active duty), other protected veterans (veterans who served during a war or in a campaign or expedition
for which a campaign badge has been authorized), and Armed Forces service medal veterans (veterans who, while on active duty, participated in a U.S. military
operation for which an Armed Forces service medal was awarded).
RETALIATION Retaliation is prohibited against a person who files a complaint of discrimination, participates in an OFCCP proceeding, or otherwise opposes
discrimination under these Federal laws. Any person who believes a contractor has violated its nondiscrimination or affirmative action obligations under the
authorities above 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) or (202) 693-1337 (TTY). OFCCP may also be contacted by e-mail at OFCCP-Public@dol.gov, or by
calling an OFCCP regional or district office, listed in most telephone directories under U.S. Government, Department of Labor.

Programs or Activities Receiving Federal Financial Assistance

U.S. Department of Labor
LaborLawCenter, Inc. does NOT assume responsibility for the use,
actions, or decisions made by the employer. LaborLawCenter, Inc. is
NOT providing any legal advice or legal opinion by selling this poster. It
is highly recommended that you consult with a legal advisor for your
specific situation. The content on this poster is for informational purposes
only and should not take the place of formal training.

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.
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