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EPPA: EMPLOYEE POLYGRAPH PROTECTION ACT

EMPLOYE

E RIGHTS

EMPLOYEE POLYGRAPH PROTECTION ACT

The Employee Polygraph Protection Act

prohibits most private

employers from using

lie detector tests either for pre-employment

screening or during the

PROHIBITIONS

Employers are generally prohibited from requiring or requesting
any employee or job applicant to take a lie detector test, and from
discharging, disciplining, or discriminating against an employee or
prospective employee for refusing to take a test or for exercising
other rights under the Act.

EXEMPTIONS

Federal, State and local governments are not affected by the law.
Also, the law does not apply to tests given by the Federal Government to
certain private individuals engaged in national security-related activities.

The Act permits polygraph (a kind of lie detector) tests to be administered
in the private sector, subject to restrictions, to certain prospective
employees of security service firms (armored car, alarm, and guard),
and of pharmaceutical manufacturers, distributors and dispensers.

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

The law requires employers to display this poster where employees and job applicants can readily see it.
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course of employment.

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

The law does not preempt any provision of any
or any collective bargaining agreement which is m¢
with respect to lie detector tests.

EXAMINEE RIGHTS
Where polygraph tests are permitted, they are subj
strict standards concerning the conduct and length o
Examinees have a number of specific rights, including
written notice before testing, the right to refuse or disco
and the right not to have test results disclosed to unauthor

ENFORCEMENT
The Secretary of Labor may bring court actions to restrai
violations and assess civil penalties against violators. Employees
or job applicants may also bring their own court actions.

1-866-487-9243

OSHA: OCCUPATIONAL SAFETY AND HEALTH ACT OF 197

Job Safety and Health

A [Bx
, 5 T 4
LZATES Occupational Safety I
U.S. Department of Labor and Health Administration

All workers have the right to:

= A safe workplace.

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

= Receive information and training on job
hazards, including all hazardous substances

in your workplace.

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

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

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

See any OSHA citations issued to your
= employer.

Request copies of your medical records, tests
= that measure hazards in the workplace, and

the workplace injury and iliness log.

This poster is available free from OSHA.

Contact 0SHA. We can help.

S THE LAW

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.

de required training to &
age and vocabulary they Cé

stand.

ently display this poster in the workplace.

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

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

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

©2023 ComplyRight, Inc.

IMPORTANT NOTE: The FMLA only applies to employers with 50 or more employees or public employers, regardless of employee size. See your human resources manager to determine if the FMLA applies to your employer.

OSHA 3165-04R 2019

EEOC: U.S. EQUAL EMPLOYMENT OPPORTUNITY COMMISSION FLSA: FAIR LABOR STANDARDS ACT

Know Your Rihis EMPLOYEE RIGHTS

Workplace Discrimination is lilegal UNDER THE FAIR LABOR STANDARDS ACT
The U.S. Equal Employment Opportunity Commission (EEOC) enforces Federal laws that protect you from FEDERAL MINIMUM WAG E

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? What Employment Practices can be Challenged PER HOUR
* Employees (current and  Union members and as Discriminatory? |
former), including managers applicants for membership All aspects of employment, including: BEGINNING JULY 24, 2009

and temporary employees in a union

- Job applicants * Discharge, firing, or lay-off » Requesting or disclosing

* Harassment (including medical information of The law requires employers to display this poster where employees can readily see it.
What Organizations are Covered? unwelcome verbal or employees
. . OVERTIME PAY
* Most private employers * Educational institutions physical conduct) » Conduct thafc might At least |2 times the regular rate of pay for all hours worked over 40 in a workweek
« State and local governments  (as employers) * Hiring or promotion reasonably discourage ; > I
(as employers) « Unions + Assignment someone from opposing CHILD LABOR
. . P | discrimination, filing a charge, An employee must be at least |6 years old to work in most non-farm jobs and at least I8 to work in non-farm jobs declared
* Staffing agencies ay (unequal wages or N . . . .
compensation) orparticipating inan hazardous by the Secretary of Labor. Youths 14 and |5 years old may work outside school hours in various non-manufacturing,

What Types of Employment Discrimination are lllegal? Failure to provide reasonable g\c/)er]iictg:‘;utohr;togoperroczedmg. non-mining, non-hazardous jobs with certain work hours restrictions. Different rules apply in agricultural employment.
Under the EEOC's laws, an employer may not discriminate against accommodation for a L ' TIP CREDIT
you, regardless of your immigration status, on the bases of: disability; pregnancy, childbirth, intimidates, threatens, or

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.

interferes with someone
exercising their rights, or
someone assisting or
encouraging someone else to

or related medical condition;
or a sincerely-held religious
belief, observance or practice

¢ Race disclosure of genetic tests,
« Color genetic services, or family
medical history)

Religion

; - * Retaliation for filing a * Benefits exercise rishts, regardi
* National origin . . ghts, regarding
. Sex (includi ° charge, reasonably opposing ~ * Job training disability discrimination PUMP AT WORK
ex (including pregnancy, discrimination, or participating ¢ Classification (including accommodation) or The FLSA requires employers to provide reasonable break time for a nursing employee to express breast milk for their nursing
chidoirth, and related medical i 5 iscrimination lawsdi, . i child for one year after the child’s birth each time the employee needs to express breast milk. Employers must provide a place
conditions. sexual orientation Referral pregnancy accommodation y ploy P ploy p place,

der identit investigation, or proceeding
or gender identity) * Interference, coercion, or
Age (40 and older) threats related to exercising
Disability rights regarding disability Additional information about the EEOC,
Genetic information discrimination or pregnancy in ormation about filing a charge of

‘ i accommodation . .
g\rclgf gfrfgzleoﬁzriiuem on, is available at www.eeoc.gov.

other than a bathroom, that is shielded from view and free from intrusion from coworkers and the public, which may be used by
the employee to express breast milk.

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

ADDITIONAL INFORMATION
e Certain occupations and establishments are exempt from the minimum wage, and/or overtime pay provisions. Certain narrow
exemptions also apply to the pump at work requirements.

» Obtaining or disclosing genetic
information of employees

hat can You Do if You Believe Discriminati
ontact the EEOC prom

ause there are strict time limits for filing a charge of

crimination (180 an reach the EEOC in any of the following ways:

Submit aning Visit an EEOC field office (information at
https al. .ge www.eeoc.gov/field-office)

all -8 ) -Mail  info@eeoc.gov

=

* Special provisions apply to workers in American Samoa, the Commonwealth of the Northern Mariana Islands, and the
Commonwealth of Puerto Rico.

“MPLOY DING FEDF 3CONTRACTS
-

The Departme * Some state laws provide greater employee protections; employers must comply with both.

Compliance Prog
and affirmative actie panies doing
business with the Federa . If you are applying for a
job with, orare an employee of, a company with a Federal
contract or subcontract, you are protected under Federal law
from discrimination on the following bases:

tract Protected Veteran Status
ondiscrimination

* Some employers incorrectly classify workers as “independent contractors” when they are actually employees under the FLSA.
[t 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.

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
Race, Color, Religion, Sex, Sexual Orientation, badge veterans, or Armed Forces service medal vetefans.
Gender Identity, National Origin

» 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.

Retaliation

WAGE AND HOUR DIVISION 1-866-487-9243
UNITED STATES DEPARTMENT OF LABOR www.dol.gov/agencies/whd
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Executive Order [1246, 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 ion | g FMLA: FAMILY AND MEDICAL LEAVE ACT OF 1993 (Only applies to certain employers - see note at bottom)

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

" . = = YOUR EMPLOYEE RIGHTS

UNDER THE FAMILY AND MEDICAL LEAVE ACT

What is FMLA leave?

The Family and Medical Leave Act (FMLA) is a federal law that provides eligible employees with job-
protected leave for qualifying family and medical reasons. The U.S. Department of Labor's Wage
and Hour Division (WHD) enforces the FMLA for most employees.

Eligible employees can take up to 12 workweeks of FMLA leave in a |2-month period for:

* The birth, adoption or foster placement of a child with you,

* Your serious mental or physical health es you unable to work,

* To care for your spouse, child or p, ntal or physical health condition, and

person whd
OFCCP p
ation by Federale

jons relay services.
a question online
cphelpdesk.dol.gov/s/, or

s 2gional or district office, listed in most
ne ories under U.S. Government, Department
abor and on OFCCP’s “Contact Us” webpage at
ttps:/Iwww.dol.gov/agencies/ofccp/contact.

abilities 2 oyment, including the executive level.

PROGRAMS OR ACTIVITIES RECEIVING FEDERAL FINANCIAL ASSISTANCE

Race, Color, National Origin, Sex Individuals with Disabilities

In addition to the protections of Title VII of the Civil Rights Act ~ Section 504 of the Rehabilitation Act of 1973, as amended,
of 1964, as amended, Title VI of the Civil Rights Act of 1964, as  prohibits employment discrimination on the basis of disability in
amended, prohibits discrimination on the basis of race, color or any program or activity which receives Federal financial.assi

in of a covered servicemember
of FMLA leave in a single 12-month

natlonlal origin in programs or activities receiving Federal Dlscrlmlna.tlon is pt.’CthIblted in a]l aspects of emple hen it is medically necessary or
financial assistance. Employment discrimination is covered by persons with disabilities who, with or without ’ . blocks of ti

Title VI if the primary objective of the financial assistance is accommodation, can perform the essential fi W : Yy In separate blocks of time,
provision of employment, or where employment discrimination If you belig . iminated - > : y or week. Read Fact Sheet #28M(c) for

causes or may cause discrimination in providing services under
such programs. Title X of the Education Amendments of 1972
prohibits employment discrimination on the basis of sex in
educational programs or activities whic al
financial assistance. ( EEOC 06/23

of anya deral fi

yo edera but you may choose, or be required by your employer, to use any
S|

Am | eligible to take FMLA leave?

You are an eligible employee if all of the following apply:

* You work for a covered employer,

* You have worked for your employer at least 12 months,

* You have at least 1,250 hours of service for your employer during the 12 months before your

'R FO RVICE: YM D REER AENT RIGHTS ACT

leave, and
T * Your employer has at least 50 employees within 75 miles of your work location.
|4 : A ) Airline flight crew employees have different “hours of service” requirements.

You work for a covered employer if one of the following applies:

* You work for a private employer that had at least 50 employees during at least 20 workweeks
in the current or previous calendar year

* You work for an elementary or public or private secondary school, or

for a public agency, such as a local, state or federal government agency. Most federal
 are covered by Title Il of the FMLA, administered by the Office of Personnel Management.

YOUR RIGHTS UNDER USERR

THE UNIFORMED SERVICES EMPLOYMENT AND REEMPLOYMENT RIGHTS ACT " Tou gl

USERRA protects the job rights of individuals who voluntarily or involuntarily leave employment pc dertake 2quest FMLA leave?
military service or certain types of service in the National Disaster Medical System. USERRA also pr jers fi equest FMLA leave you must:;

discriminating against past and present members of the uniformed services, and applicants to the u vices. employer's normal policies for requesting leave

= at least 30 days before your need for FMLA leave, or

REEMPLOYMENT RIGH HEALTH INS ON

notice is not possible, give notice as soon as possible.

You have the righ i V ! m”itﬁ_""Y lave ave to share a medical diagnosis but must provide enough information to your employer so they

o r existi ased whether the leave qualifies for FMLA protection. You must also inform your employer if FMLA
hiIZDi\r/ftr‘l'?e your dep y to 24 eviously taken or approved for the same reason when requesting additional leave.

don't elec overage ilitary

have the stated er's

hen you a d, genera out any

ds or excl e-existing condition

cept for st onnected illnesses or injuries.

er may request certification from a health care provider to verify medical leave and may request
of a qualifying exigency.

less of cumulative ¢
ile with that partic

loes not affect any federal or state law prohibiting discrimination or supersede any state or local law or
apply for reemploym yargaining agreement that provides greater family or medical leave rights.

onclusion of service

ployees may be subject to certain limitations in pursuit of direct lawsuits regarding leave for their own serious
ealth conditions. Most federal and certain congressional employees are also covered by the law but are subject to the
EN ' jurisdiction of the U.S. Office of Personnel Management or Congress.

ated from servi
3. N0N0

to the job

- * The U.S. Department of Lahor, Veterans Employment and
en absent due

Training Service (VETS) is authorized to investigate and
resolve complaints of USERRA violations.

RIGHT TO BE FREE FROIM DISCRIMINATION AND RETALIATIDN  For assistance in filing a complaint, or for any other information
on USERRA, contact VETS at 1-866-4-USA-DOL or visit its

What does my employer need to do?
If you are eligible for FMLA leave, your employer must:
* Allow you to take job-protected time off work for a qualifying reason,
» Continue your group health plan coverage while you are on leave on the same basis as if you

and benefits you wo
to military service or, |

If you: website at https://www.dol.gov/agencies/vets/. had not taken leave, and
* are a past or present member of the uniformed service; An interactive online USERRA Advisor can be viewed * Allow you to return to the same job, or a virtually identical job with the same pay, benefits and
* have applied for membership in the uniformed service; or at https://webapps.dol.gov/elaws/vets/userra. other working conditions, including shift and location, at the end of your leave.
* are obligated to serve in the uniformed service: * If you file a complaint with VETS and VETS is unable to Your employer cannot interfere with your FMLA rights or threaten or punish you for
then an employer may nat deny you: BGSOWB it, youfrjav .requesththgtﬁ.your fgse b-e|rgfemd| to the exercising your rights under the law. For example, your employer cannot retaliate against you for
* initial ermol . epartment of Justice or the Ulffice of opecial Lounsel, as requesting FMLA leave or cooperating with a WHD investigation.
initial employment; applicable, for representation. - - -
* reemployment; , o After becoming aware that your need for leave is for a reason that may qualify under the FMLA,
T * You may also bypass the VETS process and bring a civil action your employer must confirm whether you are eligible or not eligible for FMLA leave. If your
% retention in employment; against an employer for violations of USERRA.

employer determines that you are eligible, your employer must notify you in writing:

s promotion; or

, The rights listed here may vary depending on the circumstances. * About your FMLA rights and responsibilities, and

 any benefit of employment The text of this notice was prepared by VETS, and may be viewed « How much of your requested leave, if any, will be FMLA-protected leave.
because of this status. on the internet at this address: https://www.dol.gov/agencies/ . . .
In addition. an emplover mav not retaliate against anvone vets/programs/userra/poster Federal law requires employers to Where can | find more information?

L ploy y against anyc notify employees of their rights under USERRA, and employers Call 1-866-487-9243 or visit dol.gov/fmla to learn more
assisting in the enforcement of USERRA rights, including may meet this requirement by displaying this notice where they -8 '
testifying or making a statement in connection with a proceeding  ustomarily place notices for employees. If you believe your rights under the FMLA have been violated, you may file a complaint with WHD
under USERRA, even if that person has no service connection. or file a private lawsuit against your employer in court. Scan the QR code to learn about our

WHD complaint process.

-,
x*

bged
> [

it SCAN ME
the Guard and Reserve
U.S. Department of Labor U.S. Department of Justice Dffice of Spécial Counsel 1-800-336-4590 WAG EANDH OU R DIVISIO N "E E"
7236 UNITED STATES DEPARTMENT OF LABOR

WHI1420 REV 04/23 E "l

ESISFED






