@ COLORADO
w Department of
A Regulatory Agencies

Colorado Civil Rights Division

Colorado Law Prohibits
Discrimination in:

EMPLOYMENT

C.R.S. § 24-34-401 et seq.

IT SHALL BE A DISCRIMINATORY OR UNFAIR EMPLOYMENT PRACTICE:

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

BECAUSE OF:

DISABILITY, RACE, CREED, COLOR, SEX, SEXUAL ORIENTATION, GENDER IDENTITY, GENDER EXPRESSION,
RELIGION, AGE, NATIONAL ORIGIN or ANCESTRY, MARITAL STATUS, or, in certain circumstances, MARRIAGE TO A
COWORKER.

REASONABLE ACCOMMODATIONS FOR DISABILITIES:

An employee with a disability is entitled to a reasonable accommodation(s) which is necessary to perform the
essential functions of the job. An accommodation is not reasonable if its provision would result in an undue
hardship on the employer’s business.

PREGNANT WORKERS FAIRNESS ACT — C.R.S. § 24-34-402.3

An employee with a health condition(s) related to pregnancy or physical recovery from childbirth is entitled
to a reasonable accommodation(s) necessary to perform the essential functions of the job. An
accommodation is not reasonable if its provision would result in an undue hardship on the employer’s business.

RETALIATION PROHIBITED — C.R.S. § 24-34-402(e)

It is a discriminatory act to retaliate against a person who opposes a discriminatory practice or who participates
in a discrimination investigation, proceeding or hearing.

SHARING WAGE INFORMATION PROTECTED — C.R.S. § 24-34-402(i)

An employer shall not discharge, discipline, discriminate against, coerce, intimidate, threaten, or interfere
with an employee or person due to an inquiry, disctosure or discussion of wages. An employer shall not require
an employee to waive the right to disclose wage information.

CROWN Act of 2020:

Discrimination on the basis of one’s race includes hair texture, hair type, hair length or a protective
hairstyte commonly or historically associated with race, such as braids, locs, twists, tight coils or curls,
cornrows, Bantu knots, Afros,and headwraps. eff. 6/3/24.

i}

TO FILE A COMPLAINT OF DISCRIMINATION, OR FOR MORE INFORMATION CONTACT
THE COLORADO CIVIL RIGHTS DIVISION; 1560 BROADWAY, LOBBY WELCOME CENTER,
SUITE # 110, DENVER, CO 80202
MAIN PHONE: 303-894-2997; HOTLINE ESPANOL: 720-432-4294; TOLL-FREE: 800-262-4845; V/TTD RELAY: 711;
FAX: 303-894-7830; EMAIL: DORA_CCRD@STATE.CO.US
EMPLOYMENT DISCRIMINATION COMPLAINTS MUST BE FILED WITHIN 300 DAYS
AFTER THE ALLEGED DISCRIMINATORY ACT OCCURRED.

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




fe@ | FAMLI Program Notice

Insurance Program {(FAMLI)
Department of Labor and Employment Updated December 2023 | famli.colorado.gov

Deductions from Employee Wages start January 1, 2023 .

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

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

Benefits start January 1, 2024

« Starting in 2024, paid family and medical leave benefits are available to most Colorado employees who have a qualifying condition and who
earned $2,500 over the previous year for work performed in Colorado.

« The qualifying conditions for paid family and medical leave are:

« Caring for a new child during the first year after the birth, adoption, or foster care placement of that child.

» Caring for a family member with a serious health condition.

« Caring for your own serious health condition.

» Making arrangements for a family member's military deployment.

. Obtaining safe housing, care, and/or legal assistance in response to domestic violence, stalking, sexual assault, or sexual abuse.

« Covered employees are entitled to up to 12 weeks of paid family and medical leave per year. Individuals with serious health conditions caused
by pregnancy complications or childbirth complications are entitled to up to 4 more weeks of paid family and medical leave per year for a
total of 16 weeks.

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

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

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

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

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

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

Filing Claims

« Benefits will be available starting January 2024. Instructions on how to apply for benefits are available at famli.colorado.gov.

« Employees or their designated representatives apply for FAMLI benefits by submitting an application and any required documentation
through My FAMLI+, available at famli.colorada.gov.

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

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

+ Employees can appeal claim determinations to the FAMLI Division.

« Individuals who attempt to defraud the FAMLI program may be disqualified from receiving benefits.

Job protection and continued benefits

+ Employers may not interfere with employees’ rights under FAMLY, and may not discriminate or retaliate against them for exercising those
rights, including taking FAMLI leave, talking to others about FAMLI, and filing complaints of FAMLI violations.

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

Retaliation, Discrimination, and Interference Prohibited

« Employers may not interfere with employees’ rights under FAMLI, and may not discriminate or
retaliate against them for exercising those rights.
« Employees who suffer retaliation, discrimination, or interference may file suit in court, or may file a

complaint with the FAMLI Division.

Other Important Information

« An employer may offer a private plan that provides the same benefits as the state FAMLI plan, and
imposes no additional costs or restrictions. Private plans must be approved by the FAMLI Division.

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




COLORADO DEPARTMENT OF LABOR AND EMPLOYMENT
DIVISION OF WORKERS' COMPENSATION

Colorado Workers' Compensation Information

Your employer has workers’ compensation coverage for employees through:

United Heartland Insurance Company (Policy #0400163893)
PO Box 40790
Lansing, MI 48901-7990

Workers® compensation is a type of insurance coverage that employers must provide to their
employees. The cost of workers’ compensation insurance is paid entirely by the employer and
may not be deducted from an employee’s wages.

If you are injured or sustain an occupational disease while at work, you may be entitled to
compensation benefits as provided by law. WRITTEN NOTICE MUST BE GIVEN TO
YOUR EMPLOYER WITHIN 4 WORKING DAYS OF THE ACCIDENT. If you don’t report
your injury or occupational disease promptly your benefits may be reduced.

If you are unable to work as the result of a work-related injury or occupational disease,
compensation (wage replacement) benefits will be based on 2/3 of your average weekly wage
up to a maximum set by law. No compensation is payable for the first 3 days’ disability unless
the period of disability exceeds two weeks.

You are entitled to reasonable and necessary medical treatment of compensable injuries or
occupational diseases. If you notify your employer of an injury or occupational disease and are
not offered medical care, you may select the services of a licensed physician or chiropractor.

You may file a Worker’s Claim for Compensation with the Division of Workers’
Compensation. To obtain forms or information regarding the workers’ compensation system,
you may call Customer Service at 303-318-8700 or toll-free at 1-888-390-7936 or visit our
website at www.colorado.gov/cdle/dwc.

COLORADO DIVISION OF WORKERS’ COMPENSATION
633 17" Street, Suite 400, Denver, CO 80202-3626

Any information provided below comes from your employer and is specific to this place
of employment:

See Attached Information

WC49 Rev 05/19 Page 1 of 1



IF YOU ARE INJURED ON THE JOB, YOU HAVE RIGHTS UNDER THE
COLORADO WORKERS' COMPENSATION ACT. YOUR EMPLOYER

IS REQUIRED BY LAW TO HAVE WORKERS' COMPENSATION
INSURANCE. THE COST OF THE INSURANCE IS PAID ENTIRELY BY
YOUR EMPLOYER. IF YOUR EMPLOYER DOES NOT HAVE WORKERS'
COMPENSATION INSURANCE, YOU STILL HAVE RIGHTS UNDER
THE LAW.

IT IS AGAINST THE LAW FOR YOUR EMPLOYER TO HAVE A POLICY
CONTRARY TO THE REPORTING REQUIREMENTS SET FORTH IN THE
COLORADO WORKERS' COMPENSATION ACT. YOUR EMPLOYER IS
INSURED THROUGH:

IF YOU ARE INJURED ON THE JOB, NOTIFY YOUR EMPLOYER AS SOON
AS YOU ARE ABLE, AND REPORT YOUR INJURY TO YOUR EMPLOYER
IN WRITING WITHIN 10 DAYS AFTER THE INJURY. IF YOU DO NOT
REPORT YOUR INJURY PROMPTLY, YOU MAY STILL PURSUE A CLAIM.

ADVISE YOUR EMPLOYER IF YOU NEED MEDICAL TREATMENT. IF YOU
OBTAIN MEDICAL CARE, BE SURE TO REPORT TO YOUR EMPLOYER
AND HEALTH-CARE PROVIDER HOW, WHEN, AND WHERE THE
INJURY OCCURRED.

YOU MAY FILE A WORKER'S CLAIM FOR COMPENSATION WITH

THE DIVISION OF WORKERS' COMPENSATION. TO OBTAIN FORMS
OR INFORMATION REGARDING THE WORKERS' COMPENSATION
SYSTEM,THE CUSTOMER SERVICE CONTACT INFORMATION FOR THE
DIVISION OF WORKERS' COMPENSATION IS:

633 17th Street, Suite 400

@ Division of Workers' Compensation
Denver, CO 80202

2. 303-318-8700
) 1-888-390-7936 (Toll-Free) @9‘ >

cdle.colorado.gov/dwc



COLOURADO DEPARIMENT OF LABOR AND EMPLOYMEN'T
DIVISION OF WORKERS’ COMPENSATION

AVISO.

S| SE LESIONA EN EL TRABAJO, TIENE DERECHOS BAJO LA LEY DE
COMPENSACION DE TRABAJADORES DE COLORADO. SU EMPLEADOR
ESTA OBLIGADO POR LEY A TENER UN SEGURO DE COMPENSACION
PARA TRABAJADORES. EL COSTO DEL SEGURO ES PAGADO EN SU
TOTALIDAD POR SU EMPLEADOR. S| SU EMPLEADOR NO TIENE
SEGURO DE COMPENSACION PARA TRABAJADORES, USTED TODAVIA
TIENE DERECHOS BAJO LA LEY.

ES CONTRA LA LEY QUE SU EMPLEADOR TENGA UNA POLIZA
CONTRARIA A LOS REQUISITOS DE INFORMES ESTABLECIDOS EN
LA LEY DE COMPENSACION DE TRABAJADORES DE COLORADO. SU
EMPLEADOR ESTA ASEGURADO A TRAVES DE:

S| SE LESIONA EN EL TRABAJO, NOTIFIQUE A SU EMPLEADOR TAN
PRONTO COMO PUEDA E INFORME SU LESION A SU EMPLEADOR
POR ESCRITO DENTRO DE LOS 10 DiAS POSTERIORES A LA LESION. SI
NO INFORMA SU LESION CON PRONTITUD, AUN PUEDE PRESENTAR
UN RECLAMO.

INFORME A SU EMPLEADOR SI NECESITA TRATAMIENTO MEDICO.

S1 OBTIENE ATENCION MEDICA, ASEGURESE DE INFORMAR A SU
EMPLEADOR Y PROVEEDOR DE ATENCION MEDICA COMO, CUANDO
Y DONDE OCURRIO LA LESION.

PUEDE PRESENTAR UN RECLAMO DE COMPENSACION DEL
TRABAJADOR ANTE LA DIVISION DE COMPENSACION DE LOS
TRABAJADORES. PARA OBTENER FORMULARIOS O INFORMACION
SOBRE EL SISTEMA DE COMPENSACION DE TRABAJADORES, LA
INFORMACION DE CONTACTO DE SERVICIO AL CLIENTE PARA LA
DIVISION DE COMPENSACION DE LOS TRABAJADORES ES:

633 17th Street, Suite 400

@ Division of Workers' Compensation
Denver, CO 80202

303-318-8700
D 1-888-390-7936 (Llame Gratis) @@

cdle.colorado.gov/dwc



NOTICE TO WORKERS

YOU HAVE THE RIGHT TO BE:

= Properly classified as an employee or an independent contractor
» Paid accurately and timely for the services you perform

There are resources available to you if you believe you are being subject to improper classification or inaccurate payment

practices by your employer. For more information, go to WorkRight.cdle.co.

Employers are required to follow the law when paying hourly wages, overtime, and properly covering you for unemployment
insurance and workers' compensation purposes. As a worker, you have certain rights as an employee vs. independent contractor.

Improper classification (often called misclassification) of employees as independent contractors and other labor law violations
create many problems, both for law-abiding businesses and for workers in Colorado.

If you believe you have been improperly classified as an independent contractor and are really performing duties that fit the
criteria of an employee, visit colorado.gov/cdle/TipForm, or call us at 303-318-9100 and select Option 4. To be classified as
an employee, you must meet the criteria in Colorado Revised Statute 8-70-115. You can read the law online and find out

more at coloradoui.gov/ProperClassification.

As an employee, you are entitled to unemployment insurance benefits if you become unemployed through no fault of your own.
Your employer contributes to unemployment insurance and cannot deduct this from your wages.

If you become unemployed and wish to file for unemployment insurance benefits, go to coloradoui.gov and click on File a Claim.
If your hours of work and pay are reduced, you may be entitled to partial unemployment benefits.

If you cannot access a computer, call one of the following numbers: 303-318-9000 (Denver-metro area) or 1-800-388-5515
(outside Denver-metro area); hearing impaired 303-318-9016 (TDD Denver-metro area) or 1-800-894-7730 (TDD outside

Denver-metro area).

EMPLOYERS ARE REQUIRED BY LAW TO POST THIS NOTICE

Colorado Employment Security Act, 8-74-101(2); Regulations Concerning Employment Security 7.3.1 through 7.3.5
Employers can download copies of this poster at coloradoui.gov/employer, then click on Forms / Publications.

coLE A COL o R
NS ! IT STARTS WITH Y0U
Z | Lall;m' and Employment Building a better Colorado




! COLORADO Aubrey Elenis, Colorado Civil Rights Division,

Division Director

Depa{tmentAof . Joe Neguse, Department of Regulatory Agencies,
| Regulatory Agencies Executive Director
| Colorado Civit Rights Division John Hickenloaper, Governor

This Establishment Complies with the Colorado Anti-Discrimination Laws
Discrimination based on the following factors is illegal in the areas of:

» Employment
Race, color, religion, creed, national origin, ancestry, sex, pregnancy, age, sexual orientation
(incl. transgender status), physical or mental disability, marriage to a co-worker and retaliation for
engaging in protected activity (opposing a discriminatory practice or participating in an
employment discrimination proceeding)

> Housing
Race, color, religion, creed, national origin, ancestry, sex, sexual orientation (incl. transgender
status), physical or mental disability, marital status, families with children under the age of 18,
and retaliation for engaging in protected activity (opposing a discriminatory practice or
participating in a housing discrimination proceeding)

»  Public Accommodation
Race, color, religion, creed, national origin, ancestry, sex, physical or mental disability, sexual
orientation (incl. transgender status); marital status, and retaliation for engaging in protected
activity (opposing a discriminatory practice or participating in a public accommodations
discrimination proceeding)

REGULATIONS PROMULGATED BY THE COLORADO CIVIL RIGHTS COMMISSION

Rule 20,1 — Anti-Discrimination Notices in Employment and Places of Public Accommodation. E very employer,
employment agency, labor organization, and place of public accommodation shall post and maintain at its establishment a
notice that summarizes the discriminatory or unfair practices prohibited by the Law in employment and places of public
accommodation. The Division shall make a notice available for printing on its website or provide a copy upon request.

A) With respect to employers and employment agencies, such notices mugt be posted conspicuously in
easily accessible and well-lit places customarily frequented by employees and applicants for employment, and at or
near each location where services of employees are performed.

(B) With respect to labor organizations, such notices must be posted conspicuously in easily accessible and well-
lit places customarily frequented by members and applicants for membership.

©) With respect to places of public accommodation, such notices must be posted conspicuously in easily accessible
and well-lit places customarily frequented by people seeking services, purchases, facilities, privileges, advantages or
accommodations offered to the general public.

Rule 20,2 — Anti-Discrimination Notices in Housing.

Every real estate broker or agent, home builder, home mortgage lender, and all other persons who transfer, rent, or finance
real estate, shall post and maintain in all places where real estate transfers, rentals and loans are executed, a notice that
summarizes the discriminatory or unfair practices prohibited by the Law in housing. The Division shall make a notice
available for printing on its website or provide a copy upon request. The notices shall be posted and maintained in
conspicuous, well-lit, and easily accessible places ordinarily frequented by prospective buyers, renters, borrowers, and the
general public.

Rule 20,3 - Photographs of Applicants for Employment. No employer, employment agency, or labor
organization shall suggest or require that applicants submit their photographs prior to their employment or
placement, uniess the requirement is based upon a Bona Fide Occupational Qualification (BFOQ).

Rule 20.4 - Discriminatory Signage in Places of Public Accommodation. No person shall post or permit to be posted in
any place of public accommodation any sign which states or implies the following:

WE RESERVE THE RIGHT TO REFUSE SERVICE TO ANYONE

Rule 20,5 - Preservation of Records (A) Retention of Records During Processing of Charge. Whenever a charge of
discrimination is filed with the Division, all parties shall maintain all relevant records, in their custody, control, or
possession until final disposition. Relevant records include, but are not limited to, the following: personnel or employment
records of a Charging Party and of all employees holding similar positions; applications or test papers and assessments
of all candidates for the positions sought by the Charging Party; payroll records; handbooks; registration records; offers; leases;
contracts; tenant files; rental applications; loan and purchase files; advertisements; data regarding protected classes; disability-
related and medical records; policies and procedures; notices; phone records; bank and accounting records; photographs;
videos; correspondence; emails; electronic records; and other business or institutional records relevant to the allegations of the
charge. Final disposition of the charge or complaint occurs when the statutory time periods for all appeals have expired.

(B) Rebuttable Presumption. The failure to comply with this regulation shall create a rebuttable presumption that the records
contained information adverse to the interests of the non-compliant party.

wwy.dora.colorado.govicrd
1560 Broadway, Suite 1050, Denver, CO 80202, Phone: 303.894.2997, Fax 303.894.7830, Toll Free:
800.262.4845, V/TDD 711

8/5/2016



C o L 0 R A D 0 Aubrey Elenis, division de derechos civiles,

director
Department of

Regulatory Agencies Joe Neguse, departmento de las agencias reguladoras,

director ejecutivo

Colorada Cidil R Division R )
Lt L John Hickenlooper, gobernador

Este Establecimiento Cumple con las Leyes que Prohiben Discriminacion

en el Estado de Colorado
Discriminacién basada en las siguientes categorias es ilegal en las areas de:

» Empleo
Raza, color, religién, credo o creencia, nacionalidad, ascendientes (antepasados), sexo,
embarazo, edad, orientacién sexual (incluyiendo los quien se clasifican como transgenero),
discapacidad fisica o mental, matrimonio con un compafiero de trabajo, y represalias por
participar en una actividad protegida (oposicién a practicas discriminatorias o participacién en
procedimientos de discriminacion en el empleo)

»  Vivienda
Raza, color, religién, credo o creencia, nacionalidad, ascendientes (antepasados), sexo,
orientacién sexual (incluyiendo los quien se clasifican como transgenero), discapacidad fisica o
mental, estado civil, familias con menores de 18 afios, y represalias por participar en una
actividad protegida (oposicién a practicas discriminatorias o participacién en procedimientos de
discriminacién en la vivienda)

»  Servicios al Publico
Raza, color, religién, credo o creencia, nacionalidad, ascendientes (antepasados), sexo,
discapacidad fisica o mental, orientacion sexual (incluyiendo los quien se clasifican como
transgenero), estado civil, y represalias por participar en una actividad protegida (oposicion a
practicas discriminatorias o participacién en procedimientos de discriminacion en lugares donde
se proveen bienes, productos o servicios al ptiblico).

REGULACIONES PUBLICADAS POR LA COMISION DE DERECHOS CIVILES DE COLORADO
Regla 20.1 -

Todo patrén, agencia de empleo, organizacion laboral (sindicato), lugar donde se proveen bienes, productos o servicios al publico, debe
colocar ymantener en su establecimiento un aviso que resume las précticas discriminatorias o injustas prohibidas por la Ley en empleo y sitios
abiertos al pUblico, La Divisién pondra un aviso para imprimir a disposicion en su sitio Web o proveera una copia si asf lo solicitan

(A) Con respecilo a palranes y agencias de empleo, tales avisos deben colocarse en lugares visibles, bien iluminados y de facil acceso,
frecuentadoshabitualmente por los empleados y solicitantes de un trabajo y en o cerca del lugar donde los empleados prestan sus s
ervicios

(B) Con respecto a organizaciones laborales, tales avisos deben colocarse en lugares visibles, bien ilum inados y de facil acceso, frecue
ntados habituaimentepor sus miembros y solicitantes de membresia a la organizacion

(C) Con respecto a los lugares abiertos al

publico, tales avisos deben de ser colocados en lugares visibles, bien iluminados y de facil acceso frecuentadoshabituaimente por perso
nas que buscan un servicio, bien o producto, entretenimiento, recreacion u otro servicio ofrecido al publico en general

Reagla 20.2 -

Cada agente de bienes raices, constructores, agentes de préstamos hipotecarios y toda persona que transfiera, rente, o financie bienes raices d
eberaoblener uno o mas de los avisos que resume las practicas discriminatorias o injustas prohibidas por la Ley en lugares de

vivienda y los colocara en todos loslugares donde se realizan transferencias de bienes raices, préstamos, y rentas. . La Divisién pondra un
aviso para imprimir a disposicién en su sitio Web o proveera una copia si asi lo solicitan.

Los avisos deberan colocarse en lugares visibles, bien iluminados y de facil acceso, frecuentados habitualmente por probables

compradores, rentistas, solicitantes de préstamos y al publico en general.

Regla 20.3 —~
Ningun patrén, agencia de empleo, u organizacion laboral deberé sugerir o pedir
a los solicitantes que entreguen fotografias antes de obtener el empleo,a menos que este requisito sea basado en una cualificacion

ocupacional de buena fe (bona fide occupational qualification)

Regla 20.4 -
Ninguna persona debera colocar o pemnitir que se coloque en ningdn lugar donde se proveen bienes, productos o servicios al publico una

nota oaviso que declare o implique lo siguiente:

NOS RESERVAMOS EL DERECHO DE RECHAZAR SERVICIO A
CUALQUIERAWE RESERVE THE RIGHT TO REFUSE SERVICE TO ANYONE

Tal aviso implica que los patrones podran basarse en una serie de factores discriminatorios
ilegales

Regla 20.5 - Conservacién de Documentos

(A) Retencion de documentos durante la investigacion de una queja de discriminacion

En situaciones donde una queja de discriminacion es presentada con la Division, todos los partidos mantendran todos los archivos
relevantes en su custodia, o posesion hasta la disposicion final. Documentos relevantes incluyen, pero no estan limitados a, lo

siguiente: el expediente personal de la parte acusadora y de todoempleado que mantenga una situacién similar a la de

la parte acusadora, asi como solicitudes, examenes escritos de los candidatos a un puesto, registros de

inscripcion, ofertas, arrendamientos, contratos, corespondencia, archivos del negocio, etc. La decision final de la queja ocurre cuando el tiem
po establecido por la leypara todas las apelaciones ha expirado,

(B) Presuncién Rebatible

La falta de cumplimiento con estas regulaciones creara una presuncion rebatible de que los documentos o archivos contienen

informacion contraria a los intereses dela parte incumplidora

1560 Broadway, Suite 1050, Denver, CO 80202, Phone: 303.894.2997, Fax 303.894.7830, Toll Free:
800.262.4845, v/TDD 711

8/5/2016



I @ COLORADO Colorado Workplace Public Health Rights Poster: Updated July 14, 2023
& | Ldoranatmpioyment  PAID LEAVE, WHISTLEBLOWING, & PROTECTIVE EQUIPMENT may be updated periodically

THE HEALTHY FAMILIES & WORKPLACES ACT A:m—“,i»?:v" Paid Leave Emwﬁm * Employee Privacy. Employers cannot require employees to disclose “‘details” about an employee’s (or their family’s)

HFWA -related health or safety information; such information must be treated as a confidential medical record.

Coverage: All Colorado employers, of any size, must provide paid leave

] * Records must be retained and provided upon request. Employers must provide documentation of the current amount
* All cmployces eamn 1 hour of paid leave per 30 hours worked (“accrued leave”), up to 48 hours a year. of paid leave employees have (1) available for use, and (2) already used during the current benefit year, including any

* Employees are required to be paid their regular pay rate during leave, and the employer must continue their benefits. supplemental PHE leave. Information may be requested once per month or when the need for HFWA leave arises.
» Up to 48 hours of unused accrued leave carries over for use during the next year.

» For details on specific situations (irregular hours, non-hourly pay, etc.), sec Wage Protection Rule 3.5, 7 CCR 1103-7.
» Up to 80 hours of supplemnental lcave applies in a public health emergency (PHE), until 4 weeks after the PHE ends.* * Paid leave cannot be counted as an “absence” that may result in firing or another kind of adverse action.

Employees can use accrued leave for the following safety or health needs: + An employee can’t be required to find a “replacement worker” or job coverage when taking paid leave.

‘1) amental or physical illness, injury, or health condition that prevents work, including diagnosis or preventive care; * An employer cannot fire, threaten, or otherwise retaliate against, or interfere with use of leave by, an employce
who: (1) requests or takes HFWA leave; (2) informs or assists another person in exercising HFWA rights; (3) files a

2) domestic abuse, sexual assault, or criminal harassment leading to health, relocation, legal, or other services needs; * €2 ns o _pers
HFWA complaint; or (4) cooperates/assists in investigation of a HFWA violation.

‘3) caring for a family member experiencing a condition described in category (1) or (2);

‘4) grieving, funeral/memorial attendance, or financial/legal needs after a death of a family member; + If an employee’s reasonable, good-faith HFWA complaint, request, or other activity is incorrect, an employer need

'5) duc to inclement weather, power/heat/water loss, or other unexpected occurrence, the employees needs to either nokiagreclon grantiitbuticannotizeyagatsiithelemployes Lol mployeesican faeclconsequencesHunmisusing lesve:

(a) evacuate their residence, or (b) care for a family member whose school or place of care was closed; or

6) in a PHE, a public official closed the workplace, or the school or place of care of the employee’s child. PROTECTED HEALTH/SAFETY EXPRESSION & WHISTLEBLOWING (“PHEW”):
Worker Rights to Express Workplace Health/Safety Concerns & Use Protective Equipment

cumentation; Incremental Use; Privacy; and Paid Leave Records

» Written notice and posters. Employers must (1) provide notice to new employees no later than other onboarding Coverage: All Employers and Employees, Plus Certain Independent Contractors

documents/policies; and (2) display updated posters, and provide updated notices to current employees, by end of year. * PHEW covers not just “employers” and “employees,” but all “principals” (an employer or a business with at least £

» Notice for “foreseeable” leave. Employers may adopt “reasonable procedures” in writing as to how employees should independent contractors) and “workers” (employees or independent contractors working for a “principal”).

provide notice if they requirc “foreseeable” leave, but cannot deny paid leave for noncompliance with such a policy. Worker Rights to Oppose Workplace Health/Safety Violations:
» An employer can require documentation to show that accrued leave was for a qualifying reason only if leave was  « It is unlawful to retaliate against, or interfere with, the following acts:
for four er more consecutive work days (i.e. days when an employee would have worked, not calendar days). (1) raising reasonable concerns, including informally, to the principal, other workers, the govemment, or the public,
» Documentation is not required to fake accrued leave, but can be required as soon as an employee retums to work or about workplace violations of government health or safety rules, or a significant workplace health or safety threat;
separates from work (whichever is sooner). No documentation can be required for PHE leave. (2) opposing or testifying, assisting, or participating in an investigation or procecding about retaliation for, o1
* To document leave for an employee’s (or an employee’s family member’s) health-related need, an employee may interference with, the above-listed conduct.
provide: (1) a document from a health or social services provider if services were received and a document can be  * A principal need not address a worker’s PHEW-related concem, but it still cannot fire or take other action against the
obtained in reasonable time and without added expense; otherwise (2) the employee’s own writing. worker for raising such a concern, as long as the concern was reasonable and in good-faith.

» Documentation as to domestic abuse, sexual assault, or criminal harassment can be a document or writing under
(1) above (e.g. legal or shelter services provider) or (2) above, or legal document (restraining order, police report, etc.).

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

» A worker must be allowed to voluntarily wear their own PPE (mask, faceguard, gloves, etc.) if the PPE (1) provides

» If an employer reasonably deems an employee’s documentation deficient, the employer must: (A) notify the more protection than equipment provided at the workplace, (2) is recommended by a government health agency

employee within seven days of either recciving the documentation or the employee’s return to work or separation (federal, state, or local), and (3) does not make the worker unable to do the job.
(whichever is sooner), and (B) give the cmployee at least seven days to cure the deficiency.
» Incremental Use. Depending on employer policy, employees can use leave in either hourly or six-minute increments. COMPLAINT RIGHTS (under both HFWA & PHEW)

* Report violations to the Division as complaints or anonymous tips, or file in court after exhausting pre-lawsuit remedies.

This Poster summarizes two Colorado workplace public health laws: C.R.S. § 8-13.3-401 et seq., (paid leave), and C.R.S. § 8-14.4-101 et seq. (healthy and safety whistleblowing) including amendments current as of the date of this poster.
It does not cover other health or safety laws, rules, and orders, including under the federal Occupational Safety and Health Act (OSHA), from the Colorado Department of Public Health and Environment (CDPHE), or from local public
health agencies. Contact those agencies for such health and safety information.

*In a PHE, employees gain additional hours of leave for inability to work, testing, quarantining, caring for family in such situations, and related needs. No PHE is now in effect; this poster will be updated if one is declared.
This poster must be displayed where easily accessible to workers, shared with remote workers, provided in other languages as needed, and replaced with any annually updated versions.
This Poster is a summary and cannot be relied on as complete labor law information. For all rules, fact sheets, translations, questions, or complaints, contact:
DIVISION OF LABOR STANDARDS & STATISTICS, ColoradoLaborLaw.gov, cdle_labor_standards@state.co.us, 303-318-8441 / 888-390-7936.
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COLORADO OVERTIME & MINIMUM PAY STANDARDS ORDER  Effective 1/1/24: must update annually;
(“COMPS Order”) #39, POSTER & NOTICE

new poster available each December

Colorado Minimum Wage: inflation-adjusted annually; $14.42/hour in 2024, (Rule 3)
» Employees must be paid at least minimum wage (whether hourly, salary, commission, piecework, etc.) unless exempt
» Unemancipated minors can be paid 5% less than full minimum wage
= Use the highest minimum wage that applies; all local minimum wages are posted at ColoradoLaborLaw.gov

Overtime: 1% times regular pay rates for hours over 40 weekly, 12 daily, or 12 consecutive (Rule 4)
 Overtime is required each week over 40 hours, or day over 12, even if 2 or more weeks or days average fewer hours
» Employers cannot provide time off (“comp time”) instead of time-and-a-half premium pay for overtime hours
» Key variances/exemptions (all are detailed in Rules 2.3-2.4):
- Modified overtime in a small number of health care jobs; exemption for certain heavy vehicle drivers
- No 40-hour weekly overtime in downhill ski/snowboard jobs (but 56-hour overtime for many under federal law)
- Agriculture: overtime after 48-56 hours (based on size and seasonality); extra breaks and pay on long days

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

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

Upto2

>2,up to 6
#Rest Periods: 0 1 2 3 4 5 6

>0, up to 10 =10, up to 14 =04 upto 18 =18, up to 22

= Need not be off-site, but must not include work, and should be in the middle of the 4 hours to the extent practical

» Rest periods are time worked for minimum wage and overtime purposes, and if employers do not authorize and permit
rest periods, they must pay extra for time that would have been rest periods, including for non-hourly-paid employees

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

Deductions, Credits, Charges, & Withheld Pay (Rule 6, and Article 4 of C.R.S. Title 8)
» Final pay: Owed promptly (if a termination by employer) or at next pay date (if employee regigned

* Vacation pay: Departing employees must be paid all accrued and unused vacation pay, including paid time off usable
for vacation, without deducting or declaring forfeiture based on cause for termination, lack of resignation notice, etc.

» Deductions from pay: Allowed if listed below or in C.R.S. 8-4-105 (including deductions required by law, in a
written agreement for the benefit of the employee, for thett in a police report, or for property loss after audit/notice)

» Tip credits: Employers can pay up to $3.02 below the highest applicable minimum wage (Colorado or local), if:
(a) tips (not mandatory service charges) raise pay to full minimum, & (b) tips aren’t diverted to non-tipped statf/owners

« Meal credits/deductions: Allowed for the cost or value (without employer profit) of voluntarily accepted meals

« Lodging credits/deductions: Allowed if housing is voluntarily accepted by the employee, primarily for the employee’s
(not the employer’s) benefit, recorded in writing, and limited to $25 or $100 per week (based on housing type)

« Uniforms: Must be provided at no cost unless they are ordinary clothes without special material or design; employers
must pay for any special cleaning required, and cannot require deposits or deduct for ordinary wear and tear

Exemptions from COMPS (Rule 2.2 lists all; key exemptions are below)

» Executives/supervisors, administrators, and professionals paid at least a salary (not hourly wages) of $55,000 in 2024
(then inflation-adjusted in future years), except $33.17/hour for highly technical computer work

« Other highly compensated, non-manual-labor employees paid at least 2.25 the above salary ($123,750 in 2024)
= 20% owners, or at a nonprofit the highest-paid/highest-ranked employee, if actively engaged in management

» Various (not all) types of salespersons, taxi drivers, camp/outdoor education field staff, or property managers

Time Worked: Pay for time employers allow performing labor/service for their benefit (Rule 1.9)

« All time on-premises, on duty, or at workplaces (but not just letting oft-duty employees be on-premises), including:
- putting on/removing work clothes/gear (but not clothes worn outside work), cleanup/setup, or other off-clock duty,
- waiting for assignments at work, or receiving or sharing work-related information,
- security/safety screening, or clocking/checking in or out, or
- waiting for any of the above tasks

« Travel for employer benefit is time worked; normal home/work travel is not (details in Rule 1.9.2)

« Sleep time, if sufficiently uninterrupted and lengthy, can be excluded in certain situations (details in Rule 1.9.3)

Record-Keeping & Notices of Rights (Rule 7)

» Employers must give all employees (and keep for three years) pay statements that include time worked, pay rate
(including any tips and credits), and total pay

« This year’s poster must be displayed where easily accessible, or if not practical (such as for remote workers),
provided within one month of beginning work and when employees request a copy

* Employers must include a copy of this poster, or the COMPS Order, in any employment handbook or manual

» Violation of notice of rights rules (posting or distribution), including by providing information undercutting this
poster, may yield fines and/or ineligibility for employee-specific credits, deductions, or exemptions in COMPS

Complaint & Anti-Retaliation Rights (Rule 8)
» Employees can send the Division (contact info below) complaints or tips about violations, or file lawsuits in court
« Employers cannot retaliate against, or interfere with, employees exercising their rights
= Anonymous tips are accepted; anonymity or confidentiality are protected if requested (Wage Protection Rule 4.7)

« Owners and other individuals with control over work may be liable for certain violations — not just the business,
even if the business is a corporation, partnership, or other entity separate from its owner(s) (Rule 1.6)

» Immigration status is irrelevant to these labor rights: the Division will not ask or report status in investigations or
rulings, and it is illegal for anyone to use immigration status to interfere with these rights (Wage Protection Ruie 4.8)

This Poster is a summary and cannot be relied on as complete labor law information. For all rules, fact sheets, translations, questions, or complaints, contact:
DIVISION OF LABOR STANDARDS & STATISTICS, ColoradoLaborLaw.gov, cdle_labor_standards@state.co.us, 303-318-8441 / 888-390-7936
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NOTICE OF PAYDAYS

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

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

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

EMPLOYEES ARE PAID ON REGULAR PAYDAYS AS FOLLOWS:

Time:

Place:

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



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’
owh 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.

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-

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



« 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.

Illegal conduct will not be permitted. If you believe
your rights or the rights of others have been violat-
ed, 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 or-
der 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
E the Agency's website: www.nlrb.gov.

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 fo 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.

You can also contact the NLRB by calling toll-free:
1-844-762-NLRB (6572). Language assistance is
available. Hearing impaired callers who wish to speak
to an NLRB representative should send an email to
relay.service@nlrb.gov. An NLRB representative

will email the requestor with instructions on how

to schedule a relay service call.

SCAN TO LEARN MORE

This is an official Government Notice and must not be defaced by anyone.

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.

*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).

Technical Revision Date: 05/02/22




EMPLOYEE RIGHTS

UNDER THE FAIR LABOR STANDARDS ACT
FEDERAL MINIMUM WAGE

§7.95 .-

BEGINNING JULY 24, 2009

The law requires employsrs to display this poster where employses can readily see it.
QVER'"ME PAY At least 1V times the regular rate of pay for all hours worked over 40 in a workweek.

CHILD LABOR An employee must be at least 16 years old to work in most nan-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.

PUMP AT WORK The FLSA requires employers to provide reasonable break time for a nursing employee to express
breast milk for their 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 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 e Certain occupations and establishments are exempt from the minimum wage, and/or overtime
|NF° RMAT'ON 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 lslands, and the Commonwealth of Puerto Rico.
e 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.

e 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.

WAGE AND HOUR DIVISION 1-866-487-9243 "
UNITED STATES DEPARTMENT OF LABOR www.dol.gov/agencies/whd -
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YOUR RIGHTS UNDER US

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

HEALTH INSURANCE PROTECTION

You have the right ta he 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
natice of your service;

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

¢¢  you return to wark ar 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 ather than honorable conditions.

If you are eligible to be reemployed, you must be restored ta 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:

7 initial employmeant;
reemployment;

retention in employment;
promoation; or

any benefit of employment

A b N

because of this status.

In addition, an employer may nat retaliate against anyone assisting in
the enfarcement of USERRA rights, including testifying or making a
statement in connection with a proceeding under USERRA, even if that
person has no service connection.

¢
Ag

If you leave yaur 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.

T

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
far service-connected illnesses or injuries.

ENFORCEMENT

# The U.S. Department of Labar, Veterans Employment and Training
Service {VETS) is authorized to investigate and resolve complaints
of USERRA violations.

7z 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
hitp://www.dol.gov/vets. An interactive online USERRA Advisor can
be viewed at htip://www.dol.gov/elaws/userra.htm.

=

If you file @ complaint with VETS and VETS is unable ta resolve i,
you may request that your case be referred to the Department
of Justice or the Office of Special Counsel, as applicable, far
representation.

¥z You may also bypass the VETS process and bring a civil action
against an employer for viclations of USERRA.

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

xS
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U.S. Department of Labor
1-866-487-2365

U.S. Department of Justice
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Office of Special Counsel 1-800-336-4590
Publication Date — April 2017




The U.S. Equal Employment Opportunity Commission (EEOC) enforces Federal laws that protect you from
discrimination in employment. If you believe you’ve been discriminated against at work or in applying for
a job, the EEOC may be able to help.

Who is Protected?

e Employees (current and
former), including managers
and temporary employees

¢ Union members and
applicants for membership
in a union

e Job applicants

What Types of Employment Discrimination
are lllegal?

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

* Race disclosure of genetic tests,
e Color genetic services, or family
 Religion medical history)

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

= National origin

= Sex (including pregnancy,
childbirth, and related medical
conditions, sexual orientation,
or gender identity)

e Age (40 and older)
e Disability

e Genetic information
(including employer requests
for, or purchase, use, or

¢ [nterference, coercion, or
threats related to exercising
rights regarding disability
discrimination or pregnancy
accommeodation

What Organizations are Covered?

* Most private employers

e State and local governments
(as employers)

¢ Educational institutions
(as employers)

¢ Unions
¢ Staffing agencies

What Employment Practices can be Challenged

as Discriminatory?

All aspects of employment, including:

= Discharge, firing, or lay-off

¢ Harassment (including
unwelcome verbal or
physical conduct)

e Hiring or promotion

* Assignment

¢ Pay (unequal wages or
compensation)

¢ Failure to provide
reasonable accommodation
for a disability; pregnancy,
childbirth, or related medical
condition; or a sincerely-held
religious belief, observance
or practice

» Benefits

e Job training
» Classification
e Referral

¢ Obtaining or disclosing
genetic information of
employees

» Requesting or disclosing medical
information of employees

¢ Conduct that might reasonably
discourage someone from
opposing discrimination, filing
acharge, or participatingin an
investigation or proceeding

¢ Conduct that coerces,
intimidates, threatens, or
interferes with someone
exercising their rights, or
someone assisting or
encouraging someone else
to exercise rights, regarding
disability discrimination
(including accommodation)
or preghancy accommodation

What can You Do if You Believe Discrimination has Occurred?

Contact the EEOC promptly if you suspect discrimination. Do not delay, because there are strict time limits for filing a charge of
discrimination (180 or 300 days, depending on where you live/work). You can reach the EEOC in any of the following ways:

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

call 1-800-669-4000 (toll free)
1-800-669—6820 (TTY)
1-844-234-5122 (ASL video phone)

LY,

Visit an EEQC field office
(www.eeoc.gov/field-office)
E-Mail info@eeoc.gov

ERst ST Mot

Additional information about the EEOC,
including information about filing a charge of
discrimination, is available at www.eeoc.gov.
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EMPLOYERS HOLDING FEDERAL CONTRACTS OR SUBCONTRACTS

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

Race, Color, Religion, Sex, Sexual Orientation,
Gender Identity, National Origin

Executive Order 11246, as amended, prohibits employment
discrimination by Federal contractors based on race, color,
religion, sex, sexual orientation, gender identity, or national
origin, and requires affirmative action to ensure equality of
opportunity in all aspects of employment.

Asking About, Disclosing, or Discussing Pay

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

Disability

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

Federal contractors take affirmative action to employ and
advance in employment qualified individuals with disabilities

at all levels of employment, including the executive level.

Protected Veteran Status

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

or Armed Forces service medal veterans.

Retaliation

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

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

The Office of Federal Contract Compliance Programs (OFCCP)
U.S. Department of Labor

200 Constitution Avenue, N.W.

Washington, D.C. 20210

1-800-397-6251 (toll-free)

If you are deaf, hard of hearing, or have a speech disability, please dial
7—-1-1 to access telecommunications relay services. OFCCP may also
be contacted by submitting a question online to OFCCP’s Help Desk
(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 (https://www.dol.gov/agencies/ofccp/contact).

PROGRAMS OR ACTIVITIES RECEIVING FEDERAL FINANCIAL ASSISTANCE

Race, Color, National Origin, Sex

In addition to the protections of Title VIl 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 V1 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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All workers have the right to:

A safe workplace.

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

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

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

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

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

» See any OSHA citations issued to
your employer.

» Reguest copies of your medical
records, tests that measure hazards
in the workplace, and the workplace
injury and iliness log.

This poster is available free from OSHA.

Contact OSHA. We can help.

Employers must:

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

= Comply with all applicable OSHA standards.

* Report to OSHA all work-related
fatalities within 8 hours, and all inpatient
hospitalizations, amputations and losses
of an eye within 24 hours.

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

s Prominently display this poster in the
workplace.

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

FREE ASSISTANCE to identify and correct
hazards is available to small and medium-
sized employers, without citation or penalty,
through OSHA-supported consultation
programs in every state.




