Federal
Contractor
Employee Notifications

ERWFC • ©2015 EDI

Revision Date: Found at the bottom of each individual poster

NLRA National Labor Relations Act
Required for covered contractors to provide employees notice of their rights under the National Labor Relations Act

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
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Walsh-Healey Public/Service Contracts (Page 1)
Required for covered contractors that have government service contracts or government contracts for the manufacture or furnishing of materials

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) or
PUBLIC CONTRACTS ACT (PCA)
MINIMUM WAGES Your rate must be no less than 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.

FRINGE BENEFITS SCA wage determinations may require fringe benefit

payments (or a cash equivalent). PCA contracts do not
require fringe benefits.

OVERTIME PAY 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.

CHILD LABOR No person under 16 years of age may be employed on a
PCA contract.

SAFETY & HEALTH Work must be performed under conditions that are sanitary,
and not hazardous or dangerous to employees' health and
safety.

ENFORCEMENT 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.

For additional information:

1-866-4-USWAGE
WWW.WAGEHOUR.DOL.GOV
(1-866-487-9243)

Employment Standards Administration

Wage and Hour Division
WHD Publication 1313

over
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TTY: 1-877-889-5627

Walsh-Healey Public/Service Contracts (Page 2)
Required for covered contractors that have government service contracts or government contracts for the manufacture or furnishing of materials

U.S. Department of Labor

Washington, D.C. 20210

The purpose of the discussion below is to advise contractors which are subject to the Walsh-Healey Public Contracts Act or the Service Contract
Act of the principal provisions of these acts.

Walsh-Healey Public Contracts Act
General Provisions — This act applies to contracts which exceed or may exceed $10,000 entered into by any agency or instrumentality
of the United States for the manufacture or furnishing of materials, supplies, articles, or equipment. The act establishes minimum wage, maximum
hours, and safety and health standards for work on such contracts, and prohibits the employment on contract work of convict labor (unless certain
conditions are met) and children under 16 years of age. The employment of home workers (except home workers with disabilities employed under
the provisions of Regulations, 29 CFR Part 525) on a covered contract is not permitted.
In addition to its coverage of prime contractors, the act under certain circumstances applies to secondary contractors performing work under
contracts awarded by the Government prime contractor.
All provisions of the act except the safety and health requirements are administered by the Wage and Hour Division.
Minimum Wage — Covered employees must currently be paid not less than the Federal minimum wage established in section 6(a)(1) of
the Fair Labor Standards Act.
Overtime — Covered workers must be paid at least one and one-half times their basic rate of pay for all hours worked in excess of 40 a
week. Overtime is due on the basis of the total hours spent in all work, Government and non-Government, performed by the employee in any
week in which covered work is performed.
Child Labor — Employers may protect themselves against unintentional child labor violations by obtaining certificates of age. State employment
or age certificates are acceptable.
Safety and Health — No covered work may be performed in plants, factories, buildings, or surroundings or under work conditions that
are unsanitary or hazardous or dangerous to the health and safety of the employees engaged in the performance of the contract. The safety and
health provisions of the Walsh-Healey Public Contracts Act are administered by the Occupational Safety and Health Administration.
Posting — During the period that covered work is being performed on a contract subject to the act, the contractor must post copies of Notice
to Employees Working on Government Contracts in a sufficient number of places to permit employees to observe a copy on the way to or from
their place of employment.
Responsibility for Secondary Contractors — Prime contractors are liable for violations of the act committed by their covered
secondary contractors.

Service Contract Act
General Provisions — The Service Contract Act applies to every contract entered into by the United States or the District of Columbia,
the principal purpose of which is to furnish services in the United States through the use of service employees. Contractors and subcontractors
performing on such Federal contracts must observe minimum wage and safety and health standards, and must maintain certain records, unless
a specific exemption applies.
Wages and Fringe Benefits — Every service employee performing any of the Government contract work under a service contract
in excess of $2,500 must be paid not less than the monetary wages, and must be furnished the fringe benefits, which the Secretary of Labor has
determined to be prevailing in the locality for the classification in which the employee is working or the wage rates and fringe benefits (including
any accrued or prospective wage rates and fringe benefits) contained in a predecessor contractor's collective bargaining agreement. The wage
rates and fringe benefits required are usually specified in the contract but in no case may employees doing work necessary for the performance
of the contract be paid less than the minimum wage established in section 6(a)(1) of the Fair Labor Standards Act.
Service contracts which do not exceed $2,500 are not subject to prevailing rate determinations or to the safety and health requirements of the
act. However, the act does require that employees performing work on such contracts be paid not less than the minimum wage rate established
in section 6(a)(1) of the Fair Labor Standards Act.
Overtime — The Fair Labor Standards Act and the Contract Work Hours Safety Standards Act may require the payment of overtime at time
and one-half the regular rate of pay for all hours work on the contract in excess of 40 a week. The Contract Work Hours Safety Standards Act
is more limited in scope than the Fair Labor Standards Act and generally applies to Government contracts in excess of $100,000 that require or
involve the employment of laborers, mechanics, guards, watchmen.
Safety and Health — The act provides that no part of the services in contracts in excess of $2,500 may be performed in buildings or
surroundings or under working conditions, provided by or under the control or supervision of the contractor or subcontractor, which are unsanitary
or hazardous or dangerous to the health or safety of service employees engaged to furnish the services. The safety and health provisions of the
Service Contract Act are administered by the Occupational Safety and Health Administration.
Notice to Employees — On the date a service employee commences work on a contract in excess of $2,500, the contractor (or subcontractor) must provide the employee with a notice of the compensation required by the act. The posting of the notice (including any applicable
wage determination) contained on the reverse in a location where it may be seen by all employees performing on the contract will satisfy this
requirement.
Notice in Subcontracts — The contractor is required to insert in all subcontracts the labor standards clauses specified by the regulations
in 29 CFR Part 4 for Federal service contracts exceeding $2,500.
Responsibility for Secondary Contractors — Prime contractors are liable for violations of the act committed by their covered
secondary contractors.
Other Obligations — Observance of the labor standards of these acts does not relieve the employer of any obligation he may have under
any other laws or agreements providing for higher labor standards.
Additional Information — Additional Information and copies of the acts and applicable regulations and interpretations may be obtained
from the nearest office of the Wage and Hour Division or the National Office in Washington D.C. Information pertaining to safety and health standards
may be obtained from the nearest office of the Occupational Safety and Health Administration or the National Office in Washington, D.C.
U.S. Department of Labor
Employment Standards Administration

U.S. GOVERNMENT PRINTING OFFICE: 1996 - 421-004/59075
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Wage and Hour Division

ARRA American Recovery and Reinvestment Act Whistleblower Rights

Know Your Rights
Under the Recovery Act!
Did you know?
The American Recovery and Reinvestment Act of 2009 1 provides protections for certain
employees of non-federal employers who make specified disclosures relating to possible fraud,
waste and/or abuse or Recovery Act funds.

Who is protected?
Employees of non-federal employers receiving recovery funds. This includes State and local
governments, contractors, subcontractors, grantees or professional membership organizations
acting in the interest of recovery fund recipients.

How are Whistleblowers Protected?
You cannot be discharged, demoted or otherwise discriminated against as a reprisal for making a
protected disclosure.

What types of disclosures are protected?
The disclosure must be made by the employee to the Recovery Accountability and Transparency
Board, an Inspector General, the Comptroller General, a member of Congress, a state or federal
regulatory or law enforcement agency, a person with supervisory authority over the employee, a
court or grand jury, or the head of a federal agency or his/her representatives.
The disclosure must involve information that the employee believes is evidence of:
•
•
•
•
•

gross mismanagement of an agency contract or grant relating to recovery funds;
a gross waste of recovery funds;
a substantial and specific danger to public health or safety related to the implementation
or use of recovery funds;
an abuse of authority related to the implementation or use of recovery funds; or
a violation of law, rule, or regulation related to an agency contract or grant awarded or
issued relating to recovery funds.

Take Action!
Log on to Recovery.gov for more information about your rights and details on how to report at
www.recovery.gov.

Secon 1553 of Division A, Title XV of the American Recovery and Reinvestment Act of 2009, P.L. 111-5
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DOD Fraud Hotline

Your PATHWAY to Reporting
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Restricon of Access to Inspector General or Congress
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FILE A REPRISAL COMPLAINT WITH

DoD HOTLINE...

if you have reported wrongdoing by your
company and believe you have suffered

R E P R I S A L

3.13.2014

HOTLINE
Department of Defense
dodig.mil/hotline | 8 00.424.9098
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« DEFENSE CONTRACTORS & SUBCONTRACTORS «

DHS Fraud Hotline

DEPARTMENT OF HOMELAND SECURITY

OFFICE OF INSPECTOR GENERAL

The DHS OIG wants to work with DHS employees and the public to
protect the integrity, effectiveness, and efficiency of DHS programs.
La Oficina del Inspector General (OIG) del Departamento de Seguridad Nacional
(DHS), desea colaborar con los empleados de DHS y el público para protejer la
integridad, eficacia y eficiencia de los programas de DHS.
Report suspected criminal violations, misconduct, wasteful
activities, and allegations of civil rights or civil liberties abuse to:
Reporte cualquier sospecha de violación criminal, mala conducta, actividad de
despilfarro, ó alegación de abuso libertad civil ó abuso de derechos civiles al:

Website: www.oig.dhs.gov
Call:
1-800-323-8603 toll free
U.S. Mail: DHS Office of Inspector General/MAIL STOP 0305
Attention: Office of Investigations - Hotline
245 Murray Lane SW
Washington, DC 20528
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Complaints may be made anonymously and confidentially.
Puede llamar de forma anónima.

Notice to Workers with Disabilities

EMPLOYEE RIGHTS

FOR WORKERS WITH DISABILITIES PAID AT SPECIAL MINIMUM WAGES
THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION
This establishment has a certificate authorizing the payment of special minimum wages to workers who are disabled for the work they
are performing. Authority to pay special minimum wages to workers with disabilities applies to work covered by the Fair Labor
Standards Act (FLSA), McNamara-O’Hara Service Contract Act (SCA), and/or Walsh-Healey Public Contracts Act (PCA). Such
special minimum wages are referred to as “commensurate wage rates” and are less than the basic hourly rates stated in an SCA wage
determination and less than the FLSA minimum wage of $7.25 per hour beginning July 24, 2009. A “commensurate wage rate” is
based on the worker’s individual productivity, no matter how limited, in proportion to the wage and productivity of experienced workers
who do not have disabilities that impact their productivity when performing essentially the same type, quality, and quantity of work in
the geographic area from which the labor force of the community is drawn.

WORKERS WITH
DISABILITIES

For purposes of payment of commensurate wage rates under a certificate, a worker with a
disability is defined as:
• An individual whose earnings or productive capacity is impaired by a physical or mental
disability, including those related to age or injury, for the work to be performed.
• Disabilities which may affect productive capacity include blindness, mental illness,
mental retardation, cerebral palsy, alcoholism, and drug addiction. The following do
not ordinarily affect productive capacity for purposes of paying commensurate wage
rates: educational disabilities; chronic unemployment; receipt of welfare benefits;
nonattendance at school; juvenile delinquency; and correctional parole or probation.

KEY
• Nondisabled worker standard—The objective gauge (usually a time study of the
production of workers who do not have disabilities that impair their productivity for the job)
ELEMENTS OF
against which the productivity of a worker with a disability is measured.
COMMENSURATE • Prevailing wage rate—The wage paid to experienced workers who do not have disabilities
that impair their productivity for the same or similar work and who are performing such work in
WAGE RATES
the area. Most SCA contracts include a wage determination specifying the prevailing wage
rates to be paid for SCA-covered work.
• Evaluation of the productivity of the worker with a disability—Documented
measurement of the production of the worker with a disability (in terms of quantity and quality).

The wages of all workers paid commensurate wages must be reviewed, and adjusted if appropriate,
at periodic intervals. At a minimum, the productivity of hourly-paid workers must be reevaluated
at least every six months and a new prevailing wage survey must be conducted at least once
every twelve months. In addition, prevailing wages must be reviewed, and adjusted as appropriate,
whenever the applicable state or federal minimum wage is increased.

OVERTIME

Generally, if you are performing work subject to the FLSA, SCA, and/or PCA, you must be paid
at least 1½ times your regular rate of pay for all hours worked over 40 in a workweek.

CHILD LABOR

Minors younger than 18 years of age must be employed in accordance with the child labor
provisions of FLSA. No persons under 16 may be employed in manufacturing or on a PCA
contract.

FRINGE
BENEFITS

Neither the FLSA nor the PCA have provisions requiring vacation, holiday, or sick pay nor other
fringe beneﬁts such as health insurance or pension plans. SCA wage determinations may
require such fringe beneﬁt payments (or a cash equivalent). Workers paid under a

certiﬁcate authorizing commensurate wage rates must receive the full
fringe beneﬁts listed on the wage determination.

WORKER
NOTIFICATION
PETITION
PROCESS

Each worker with a disability and, where appropriate, the parent or guardian of such worker,
shall be informed orally and in writing by the employer of the terms of the certificate under
which such worker is employed.
Workers with disabilities paid at special minimum wages may petition the Administrator of the
Wage and Hour Division of the Department of Labor for a review of their wage rates by an
Administrative Law Judge. No particular form of petition is required, except that it must be
signed by the worker with a disability or his or her parent or guardian and should contain the
name and address of the employer. Petitions should be mailed to: Administrator, Wage and
Hour Division, U.S. Department of Labor, Room S-3502, 200 Constitution Avenue, N.W.,
Washington, D.C. 20210.
Employers shall display this poster where employees and the parents and guardians of workers
with disabilities can readily see it.

For additional information:

1-866-4-USWAGE
WWW.WAGEHOUR.DOL.GOV
U.S. Department of Labor

TTY: 1-877-889-5627

Wage and Hour Division
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(1-866-487-9243)

U.S. Wage and Hour Division

Minimum Wage for Contractors

WORKER RIGHTS
UNDER EXECUTIVE ORDER 13658
THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

FEDERAL MINIMUM WAGE FOR CONTRACTORS

$10.10

PER HOUR

EFFECTIVE JANUARY 1, 2015 – DECEMBER 31, 2015
MINIMUM WAGE

On February 12, 2014, the President signed Executive Order 13658, establishing a Minimum
Wage for Contractors. The Executive Order requires that parties who contract with the Federal
Government pay workers performing work on or in connection with covered Federal contracts
at least: (1) $10.10 per hour beginning January 1, 2015; and (2) beginning January 1, 2016, and
annually thereafter, an amount determined by the Secretary of Labor in accordance with the
Executive Order.

TIPS

Covered tipped employees must be paid a cash wage of at least $4.90 per hour effective
January 1, 2015 – December 31, 2015. Beginning January 1, 2016, the required cash wage will
be defined by the Secretary of Labor in accordance with the Executive Order. If a worker’s tips
combined with the required cash wage of at least $4.90 per hour paid by the contractor do not
equal the hourly minimum wage for contractors (noted above), the contractor must increase
the cash wage paid to make up the difference. Certain other conditions must also be met.

ENFORCEMENT

The Wage and Hour Division (WHD) has offices across the country to help. WHD can answer
questions, in person or by telephone, about your workplace rights and protections. We can
investigate employers and recover wages to which workers may be entitled. All services are
free and confidential. The law also prohibits discriminating against or discharging workers
who file a complaint or participate in any proceeding under the Executive Order. If you are
unable to file a complaint in English, WHD will accept the complaint in any language.

ADDITIONAL
INFORMATION

• Executive Order 13658 establishes that the Order applies only to new Federal construction
and service contracts, as defined by the Secretary in the regulations.
• Workers with disabilities whose wages are governed by special certificates issued under
section 14(c) of the Fair Labor Standards Act must receive no less than the full minimum
wage rate as established by the Executive Order.
• Some workers are excluded. For example, some workers who provide support “in
connection with” covered contracts for less than 20 percent of their hours worked in a
week may not be entitled to the Executive Order minimum wage. Certain full-time students,
learners, and apprentices who are employed under subminimum wage certificates are not
entitled to the Executive Order minimum wage. Certain occupations are also exempt from
the Executive Order minimum wage.
• Some state or local laws may provide greater worker protections. Employers need to
comply with both.

For additional information:

1-866-487-9243
www.dol.gov/whd/govcontracts
ERW3100 • 12/14
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U.S. Department of Labor | Wage and Hour Division

E-Verify and Right to Work

This Organization
Participates in E-Verify

Esta organización
participa en E-Verify

®

IMPORTANT: If the Government cannot
confirm that you are authorized to work,
this employer is required to give you written
instructions and an opportunity to contact
DHS and/or the SSA before taking adverse
action against you, including terminating your
employment.
Employers may not use E-Verify to pre-screen
job applicants and may not limit or influence
the choice of documents you present for use
on the Form I-9.

To determine whether Form I-9 documentation
is valid, this employer uses E-Verify’s photo
matching tool to match the photograph
appearing on some permanent resident
cards, employment authorization cards,
and U.S. passports with the official U.S.
government photograph. E-Verify also checks
data from driver’s licenses and identification
cards issued by some states.
If you believe that your employer has violated
its responsibilities under this program or
has discriminated against you during the
employment eligibility verification process
based upon your national origin or citizenship
status, please call the Office of Special
Counsel at 800-255-7688, 800-237-2515
(TDD) or at www.justice.gov/crt/osc.

IMPORTANTE: Si el gobierno no puede
confirmar que usted tiene autorización para
trabajar, el empleador debe suministrarle
las instrucciones por escrito y darle la
oportunidad de ponerse en contacto con
DHS o SSA antes de sancionarlo de cualquier
forma o finalizar la relación laboral.
Los empleadores no pueden utilizar E-Verify
para realizar preselecciones de solicitantes y
no pueden limitar ni influenciar la selección
de los documentos que usted presente para
su inclusión en el Formulario I-9.

Federal law requires all employers to verify
the identity and employment eligibility of all
persons hired to work in the United States.

E-Verify funciona para todos

For more information on E-Verify, please contact DHS:

Para obtener más información sobre E-Verify,
comuníquese con DHS al:

888-897-7781

888-897-7781

www.dhs.gov/E-Verify

IF YOU HAVE THE RIGHT TO WORK,

Don’t let anyone take it away.

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

For assistance in your own language:
Phone: 1-800-255-7688 or (202) 616-5594

You should know that –
• In most cases, employers cannot deny you
a job or fire you because of your national
origin or citizenship status or refuse to
accept your legally acceptable documents.

E-mail: osccrt@usdoj.gov

• Employers cannot terminate you because of
E-Verify without giving you an opportunity
to resolve the problem.
• In most cases, employers cannot require
you to be a U.S. citizen or a lawful
permanent resident.
If any of these things have happened to you,
contact the Office of Special Counsel (OSC).

Si considera que su empleador ha infringido
sus responsabilidades en virtud de este
programa o lo ha discriminado durante el
proceso de verificación de la elegibilidad
de empleo por su origen nacional o estatus
de ciudadanía, comuníquese con la Oficina
del Consejero Especial llamando al 800255-7688, 800-237-2515 (para personas
con impedimentos auditivos) o visitando
www.justice.gov/crt/osc.

La ley federal exige a todos los empleadores que
verifiquen la identidad y la elegibilidad de empleo de
todas las personas contratadas en los Estados Unidos.

www.dhs.gov/E-Verify
El logotipo y la marca de E-Verify son marcas registradas del Departamento de
Seguridad Nacional. Queda estrictamente prohibida la venta comercial de este afiche.

The E-Verify logo and mark are registered trademarks of Department of Homeland
Security. Commercial sale of this poster is strictly prohibited.

• Employers cannot reject documents
because they have a future expiration date.

Para determinar si los documentos incluidos
en el Formulario I-9 son válidos, este
empleador utiliza la técnica de comparación
fotográfica para comparar la fotografía
que aparece en las Tarjetas de Residente
Permanente, Tarjetas de Autorización de
Empleo y pasaportes de los EE. UU. con la
fotografía oficial del gobierno de los EE. UU.
Asimismo, E-Verify verifica los datos incluidos
en licencias de conducir y tarjetas de
identificación emitidas por algunos estados.

A V I S O:

N O T I C E:

E-Verify Works for Everyone

Este empleador proporcionará a la
Administración del Seguro Social (SSA, por
sus siglas en inglés) y, de ser necesario, al
Departamento de Seguridad Nacional (DHS,
por sus siglas en inglés) la información
incluida en el Formulario I-9 de todo
empleado nuevo con el propósito de
confirmar su autorización de trabajo.

For the hearing impaired:
TTY 1-800-237-2515 or (202) 616-5525

Or write to:
U.S. Department of Justice – CRT
Office of Special Counsel – NYA
950 Pennsylvania Ave., NW
Washington, DC 20530
U.S. Department of Justice
Civil Rights Division
Office of Special Counsel for
Immigration-Related Unfair
Employment Practices

www.justice.gov/crt/about/osc

SI USTED TIENE DERECHO A TRABAJAR,

no deje que nadie se lo quite.

Si usted tiene el derecho a trabajar
legalmente en los Estados Unidos,
existen leyes que lo protege contra la
discriminación en el trabajo.
Usted debe saber que:
• En la mayoría de los casos, los empleadores
no pueden negarle un empleo o despedirlo
debido a su país de origen o estatus
migratorio, o negarse a aceptar sus
documentos válidos y legales.
• Los empleadores no pueden rechazar
documentos por que tienen una fecha de
vencimiento futura.
• Los empleadores no pueden despedirlo
debido a E-Verify, sin darle una oportunidad
de resolver el problema.
• En la mayoría de los casos, los empleadores
no pueden exigir que usted sea ciudadano
estadounidense o residente legal
permanente.
Si usted se ha encontrado en alguna de
estas situaciones, contacte a la Oficina del
Consejero Especial (OSC).

ERW2130 • 09/13

Para ayuda en su propio idioma:
Teléfono: 1-800-255-7688 o 202-616-5594
Para las personas con discapacidad auditiva:
TTY 1-800-237-2515 o 202-616-5525
E-mail: osccrt@usdoj.gov
O escriba a:
U.S. Department of Justice - CRT
Office of Special Counsel- NYA
950 Pennsylvania Avenue, NW
Washington, DC 20530
Departamento de Justicia de EE.UU.
División de Derechos Civiles
Oficina del Consejero Especial Para
Prácticas Injustas en el Empleo
Relacionadas a Inmigración

www.justice.gov/crt/about/osc
ERWFC

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.
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