
Know Your Rights:
Workplace Discrimination is Illegal

Who is Protected? 
•  Employees (current and

former), including managers
and temporary employees

• Job applicants

•  Union members and
applicants for membership
in a union

What Organizations are Covered?
•   Most private employers
•  State and local governments

(as employers)

•  Educational institutions
(as employers)

• Unions
• Staffing agencies

What Types of Employment Discrimination 
are Illegal? 
Under the EEOC’s laws, an employer may not discriminate against 
you, regardless of your immigration status, on the bases of:
•  Race
• Color
• Religion
• National origin
•  Sex (including pregnancy

and related conditions,
sexual orientation, or
gender identity)

• Age (40 and older)
• Disability

•  Genetic information
(including employer requests
for, or purchase, use, or
disclosure of genetic tests,
genetic services, or family
medical history)

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

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)

• Hiring or promotion
• Assignment
•

•

 Pay (unequal wages or
compensation)
 Failure to provide
reasonable accommodation
for a disability or a sincerely- 
held religious belief,
observance or practice

• Benefits

• Job training
• Classification
• 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
a charge, or participating in an 
investigation or proceeding.

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) 

Visit   an EEOC field office (information at 
www.eeoc.gov/field-office)  

E-Mail info@eeoc.gov

Additional information about the EEOC,  
including information about filing a charge of 
discrimination, is available at www.eeoc.gov.

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.



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  
at 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 at 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 VII of the Civil Rights Act 
of 1964, as amended, Title VI of the Civil Rights Act of 1964, as 
amended, prohibits discrimination on the basis of race, color  
or national origin in programs or activities receiving Federal  
financial assistance. Employment discrimination is covered by  
Title VI if the primary objective of the financial assistance is  
provision of employment, or where employment discrimination 
causes or may cause discrimination in providing services under 
such programs. Title IX of the Education Amendments of 1972 
prohibits employment discrimination on the basis of sex in  
educational programs or activities which receive Federal  
financial assistance.

Individuals with Disabilities
Section 504 of the Rehabilitation Act of 1973, as amended,  
prohibits employment discrimination on the basis of disability  
in any program or activity which receives Federal financial assistance. 
Discrimination is prohibited in all aspects of employment against 
persons with disabilities who, with or without reasonable  
accommodation, can perform the essential functions of the job.

If you believe you have been discriminated against in a program 
of any institution which receives Federal financial assistance,  
you should immediately contact the Federal agency providing 
such assistance.

(Revised 10/20/2022)
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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 of involvement 
in a workplace incident (theft, embezzlement, etc.) that resulted in 
economic loss to the employer.

The law does not preempt any provision of any State or local law or any 
collective bargaining agreement which is more restrictive with respect to 
lie detector tests.

EXAMINEE 
RIGHTS

Where polygraph tests are permitted, they are subject to numerous strict 
standards concerning the conduct and length of the test. Examinees 
have a number of specific rights, including the right to a written notice 
before testing, the right to refuse or discontinue a test, and the right not 
to have test results disclosed to unauthorized persons.

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

EMPLOYEE RIGHTS 
EMPLOYEE POLYGRAPH PROTECTION ACT
The Employee Polygraph Protection Act 
prohibits most private employers from using 
lie detector tests either for pre-employment 
screening or during the course of employment.

THE LAW REQUIRES EMPLOYERS TO DISPLAY THIS POSTER 
WHERE EMPLOYEES AND JOB APPLICANTS CAN READILY SEE IT. 
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OVERTIME PAY At least 1½ 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 non-farm jobs and at least 18 to work 
in non-farm jobs declared hazardous by the Secretary of Labor. Youths 14 and 15 years old may 
work outside school hours in various non-manufacturing, 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.

NURSING 
MOTHERS

The FLSA requires employers to provide reasonable break time for a nursing mother employee 
who is subject to the FLSA’s overtime requirements in order for the employee to express breast 
milk for her nursing child for one year after the child’s birth each time such employee has a need 
to express breast milk. Employers are also required to 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 
INFORMATION

• Certain occupations and establishments are exempt from the minimum wage, and/or overtime 
pay provisions.

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

• Some state laws provide greater employee protections; employers must comply with both.

• Some employers incorrectly classify workers as “independent contractors” when they are 
actually employees under the FLSA. It is important to know the difference between the two 
because employees (unless exempt) are entitled to the FLSA’s minimum wage and overtime 
pay protections and correctly classified independent contractors are not.

• Certain full-time students, student learners, apprentices, and workers with disabilities may be 
paid less than the minimum wage under special certificates issued by the Department of Labor.

EMPLOYEE RIGHTS 
UNDER THE FAIR LABOR STANDARDS ACT

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

FEDERAL MINIMUM WAGE

$7.25 PER HOUR
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EMPLOYEE RIGHTS 
UNDER THE FAMILY AND MEDICAL LEAVE ACT 

 THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION 

LEAVE 
ENTITLEMENTS 

Eligible employees who work for a covered employer can take up to 12 weeks of unpaid, job-protected leave in a 12-month period 
for the following reasons: 

•	 The birth of a child or placement of a child for adoption or foster care; 
•	 To bond with a child (leave must be taken within one year of the child’s birth or placement); 
•	 To care for the employee’s spouse, child, or parent who has a qualifying serious health condition; 
•	 For the employee’s own qualifying serious health condition that makes the employee unable to perform the employee’s job; 
•	 For qualifying exigencies related to the foreign deployment of a military member who is the employee’s spouse, 

child, or parent. 

An eligible employee who is a covered servicemember’s spouse, child, parent, or next of kin may also take up to 26 weeks 
of FMLA leave in a single 12-month period to care for the servicemember with a serious injury or illness. 

An employee does not need to use leave in one block. When it is medically necessary or otherwise permitted, employees 
may take leave intermittently or on a reduced schedule. 

Employees may choose, or an employer may require, use of accrued paid leave while taking FMLA leave. If an employee 
substitutes accrued paid leave for FMLA leave, the employee must comply with the employer’s normal paid leave policies. 

BENEFITS & 
PROTECTIONS 

While employees are on FMLA leave, employers must continue health insurance coverage as if the employees were not on leave. 

Upon return from FMLA leave, most employees must be restored to the same job or one nearly identical to it with 
equivalent pay, benefits, and other employment terms and conditions. 

An employer may not interfere with an individual’s FMLA rights or retaliate against someone for using or trying to use FMLA leave, 
opposing any practice made unlawful by the FMLA, or being involved in any proceeding under or related to the FMLA. 

ELIGIBILITY 
REQUIREMENTS 

An employee who works for a covered employer must meet three criteria in order to be eligible for FMLA leave. The employee must: 

•	 Have worked for the employer for at least 12 months; 
•	 Have at least 1,250 hours of service in the 12 months before taking leave;* and 
•	 Work at a location where the employer has at least 50 employees within 75 miles of the employee’s worksite. 

*Special “hours of service” requirements apply to airline flight crew employees. 

REQUESTING 
LEAVE 

Generally, employees must give 30-days’ advance notice of the need for FMLA leave. If it is not possible to give 30-days’ notice, 
an employee must notify the employer as soon as possible and, generally, follow the employer’s usual procedures. 

Employees do not have to share a medical diagnosis, but must provide enough information to the employer so it can determine 
if the leave qualifies for FMLA protection. Sufficient information could include informing an employer that the employee is or 
will be unable to perform his or her job functions, that a family member cannot perform daily activities, or that hospitalization or 
continuing medical treatment is necessary. Employees must inform the employer if the need for leave is for a reason for which 
FMLA leave was previously taken or certified. 

Employers can require a certification or periodic recertification supporting the need for leave. If the employer determines that the 
certification is incomplete, it must provide a written notice indicating what additional information is required. 

EMPLOYER 
RESPONSIBILITIES 

Once an employer becomes aware that an employee’s need for leave is for a reason that may qualify under the FMLA, the 
employer must notify the employee if he or she is eligible for FMLA leave and, if eligible, must also provide a notice of rights and 
responsibilities under the FMLA. If the employee is not eligible, the employer must provide a reason for ineligibility. 

Employers must notify its employees if leave will be designated as FMLA leave, and if so, how much leave will be designated as 
FMLA leave. 

ENFORCEMENT Employees may file a complaint with the U.S. Department of Labor, Wage and Hour Division, or may bring a private lawsuit 
against an employer. 

The FMLA does not affect any federal or state law prohibiting discrimination or supersede any state or local law or collective 
bargaining agreement that provides greater family or medical leave rights. 

For additional information or to fle a complaint: 

1-866-4-USWAGE 
(1-866-487-9243) TTY: 1-877-889-5627 

www.dol.gov/whd 
U.S. Department of Labor Wage and Hour Division 

WH1420 REV 04/16 



 

Job Safety and Health
IT’S THE LAW!

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 illness log.

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. 

 � Notify OSHA within 8 hours of a workplace 
fatality or within 24 hours of any work-related 
inpatient hospitalization, amputation, or loss 
of an eye.

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

 � Prominently display this poster in the workplace.

 � Post 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.

U.S. Department of Labor

Contact OSHA. We can help. 

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

This poster is available free from OSHA.
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✩✩ The U.S. Department of Labor, Veterans Employment and Training 
Service (VETS) is authorized to investigate and resolve complaints 
of USERRA violations.

✩✩ 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 
http://www.dol.gov/vets.  An interactive online USERRA Advisor can 
be viewed at http://www.dol.gov/elaws/userra.htm.

✩✩ If you file a complaint with VETS and VETS is unable to resolve it, 
you may request that your case be referred to the Department 
of Justice or the Office of Special Counsel, as applicable, for 
representation.

✩✩ You may also bypass the VETS process and bring a civil action 
against an employer for violations of USERRA.

YOUR RIGHTS UNDER USERRA 
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
You have the right to be 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 
notice of your service;

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

✩✩ you return to work or 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 other than honorable conditions.

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

✩✩ initial employment;
✩✩ reemployment;
✩✩ retention in employment;
✩✩ promotion; or
✩✩ any benefit of employment

because of this status.

In addition, an employer may not retaliate against anyone assisting in 
the enforcement of USERRA rights, including testifying or making a 
statement in connection with a proceeding under USERRA, even if that 
person has no service connection. 

HEALTH INSURANCE PROTECTION
✩✩ If you leave your 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.

✩✩ 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 
for service-connected illnesses or injuries.

ENFORCEMENT

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/poster.htm.  Federal law requires employers to notify employees of their rights under USERRA, and employers 
may meet this requirement by displaying the text of this notice where they customarily place notices for employees.

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

U.S. Department of Justice Office of Special Counsel 1-800-336-4590
Publication Date — April 2017
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This Organization 
Participates in E-Verify 

This employer participates in E-Verify and will 
provide the federal government with your 
Form I-9 information to confirm that you are 
authorized to work in the U.S.  
If  E-Verify cannot confirm that you are 
authorized to work, this employer is required 
to give you written instructions and an 
opportunity to contact Department of  
Homeland Security (DHS) or Social Security 
Administration (SSA) so you can begin to 
resolve the issue before the employer can 
take any action against you, including 
terminating your employment. 
Employers can only use E-Verify once you 
have accepted a job offer and completed the 
Form I-9. 

E-Verify Works for Everyone
 

For more information on E-Verify, or if  
you believe that your employer has 
violated its E-Verify responsibilities, 

please contact DHS. 

Esta Organización 
Participa en E-Verify 

 

Este empleador participa en E-Verify y proporcionará 
al gobierno federal la información de su Formulario I-9 
para confirmar que usted está autorizado para trabajar 
en los EE.UU.. 
Si E-Verify no puede confirmar que usted está 
autorizado para trabajar, este empleador está 
requerido a darle instrucciones por escrito y una 
oportunidad de contactar al Departamento de 
Seguridad Nacional (DHS) o a la Administración del 
Seguro Social (SSA) para que pueda empezar a 
resolver el problema antes de que el empleador pueda 
tomar cualquier acción en su contra, incluyendo la 
terminación de su empleo. 
Los empleadores sólo pueden utilizar E-Verify una vez 
que usted haya aceptado una oferta de trabajo y 
completado el Formulario I-9. 
 

E-Verify Funciona Para Todos 

 
Para más información sobre E-Verify, o si 
usted cree que su empleador ha violado 
sus responsabilidades de E-Verify, por 

favor contacte a DHS. 
 

888-897-7781 

dhs.gov/e-verify 

English / Spanish Poster 
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Respect at Work and Anti-Harassment Policy 

Policy Effective Date: 3 May 2018 

 

This policy is intended to apply to colleagues globally, subject to local legal requirements. This global 

Respect at Work and Anti-Harassment Policy is supplemental to and will not supersede any existing 

local policies relating to respect at work, anti-harassment and/or anti-bullying. The only exception is 

that this policy, along with required state-specific supplementary information*, will replace any policies 

previously in place in the United States. This policy does not form part of any employee's contract of 

employment, and we may amend it at any time. 

Global Statement 

WTW is committed to providing a professional and congenial work environment for its colleagues, 

clients, and vendors, and takes the steps necessary to ensure that such a work environment is 

maintained. WTW expects all those covered by this policy to treat one another with courtesy, 

consideration, respect and professionalism.  

 

Given this commitment, WTW will not tolerate unlawful harassment or other forms of unlawful 

discrimination or unprofessional and/or inappropriate conduct. As part of our commitment to a 

productive and respectful work environment, harassment based on race, color, religion, sex, national 

origin, marital status, sexual orientation, age, status as a protected veteran or individual with a 

disability, military status, ancestry, gender, gender identity or expression, genetic information or any 

other applicable legally protected characteristic is strictly prohibited. 

Applicability 

This policy covers all colleagues, applicants for employment and third parties (clients, contractors, 

vendors, agency and casual workers) over whom the company has control.** This policy also applies 

to conduct occurring both at WTW and in work-related environments, whether during business travel, 

or client-related or company-related settings/events, or in the use of company provided business 

systems, including but not limited to electronic communications, voicemail and the Internet. 

Specifics 

Sexual harassment 

Sexual harassment includes but may not necessarily be limited to unwelcome sexual advances, 

requests for sexual favors and other verbal or physical conduct of a sexual nature when:  
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• Submission to such conduct is made either explicitly or implicitly a term or condition of 

employment, or  

• Submission to or rejection of such conduct is used as a basis for employment decisions 

affecting the individual, or  

• Such conduct has the purpose or effect of unreasonably interfering with an individual’s work 

performance or creating an intimidating, hostile, or offensive work environment.   

Examples of what may constitute sexual harassment include, but are not limited to: threatening to take 

or taking adverse employment actions if sexual favors are not granted; demands for sexual favors in 

exchange for favorable or preferential treatment; unwelcome and repeated flirtations, propositions or 

advances; unwelcome physical contact; whistling, leering, improper gestures or offensive remarks, 

including unwelcome comments about appearance; sexual jokes or use of sexually explicit or offensive 

language; the display in the workplace of sexually suggestive objects or pictures. 

Other harassment  

For purposes of this policy, other harassment includes verbal, non-verbal or physical conduct that 

denigrates or shows hostility or aversion toward an individual because of his/her race, color, religion, 

sex, age, national origin, marital status, sexual orientation, status as a protected veteran or individual 

with a disability, military status, ancestry, gender, gender identity or expression, genetic information or 

any other characteristic protected by applicable law, and which:  

• Has the purpose or effect of creating an intimidating, hostile or offensive work environment; or  

• Has the purpose or effect of unreasonably interfering with an individual’s work performance; or 

• Otherwise adversely affects an individual’s employment. 

Examples of such harassment include, but are not limited to: using offensive nicknames or slurs; 

threatening, intimidating or engaging in hostile acts that focus on a protected characteristic, including 

jokes or pranks; placing or circulating anywhere on the company’s premises, or using the company’s 

business systems, to create, send, receive or store, written or graphic material that denigrates or 

shows hostility, bias against or aversion toward a person or group because of a legally protected 

characteristic.  

Reporting harassment 

WTW cannot prevent or resolve a claim of harassment unless it is aware of the problem. All 

employees should promptly report all incidents of harassment. If you believe that you are being 

harassed, or have experienced unlawful discrimination or you have observed colleagues being 

subjected to such behaviors you should promptly notify your supervisor/manager/business leader or 

the appropriate Human Resources or Employee Relations contact. 

Alternatively, colleagues may raise any concerns via the WTW Code of Conduct Hotline. Hotline 

reports can be made anonymously or confidentially online or by phone. 

https://www.wtwco.com/hotline


 

Last updated: August 31, 2023 

Investigation of reports 

When a report of harassment is made as specified above, the company will undertake a prompt 

investigation as may be appropriate under the circumstances. The steps taken during an investigation 

will vary depending upon the nature of the allegations. Subject to any overriding local laws, 

confidentiality will be maintained throughout the investigatory process to the extent practical and 

consistent with the company’s need to undertake a full and complete investigation. WTW requires all 

individuals to cooperate in any such investigations and to refrain from retaliating or taking any adverse 

action against others who may be involved in the investigation.   

Resolving the matter 

Following completion of the investigation, appropriate communications will be made relating to the 

outcome, to the person making the complaint and other relevant parties, and appropriate remedial 

action, where warranted, will be taken. Such action may include, but not be limited to, oral or written 

counseling, referral to formal counseling, disciplinary suspension or probation, or termination from 

employment. 

Non-retaliation 

An individual who in good faith reports conduct he/she believes constitutes unlawful harassment, or 

who is involved in the investigation of alleged unlawful harassment, will not be subject to reprisal or 

retaliation. Retaliation is a serious violation of this policy and any concern about retaliation should be 

reported immediately to your supervisor/manager/business leader or the appropriate Human 

Resources or Employee Relations contact. 

The reporting and investigation of allegations of retaliation will follow the procedures set forth in this 

policy or as required by local policy or law. Any person found to have retaliated against an individual 

for reporting, in good faith, conduct believed to constitute unlawful harassment or for participating in an 

investigation of allegations of such conduct may be subject to appropriate disciplinary action including, 

where appropriate, termination of employment. 

----------------------------------------------------------------------------------------------------------------------------- ------------------ 

*Further information regarding training requirements in the United States and supplemental policies in the 
United States related to this global policy can be found below. 

**This policy covers unlawful discriminatory harassment of and by third parties over whom WTW has control 
(e.g. clients, contractors, vendors, agency and casual workers) to the extent that it affects the work 
environment or interferes with the performance of work. 
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U.S. Supplement to Global Respect At Work Policy 
(Updated July 2023) 

Training 

As part of its commitment to providing a professional and congenial work environment, WTW provides 

harassment prevention training in accordance with applicable law in certain jurisdictions, including in 

the U.S. 

For Employees in California 

Protections against pregnancy discrimination for eligible female employees apply to any transgender 

employee who is disabled by pregnancy. Further, the types of unlawful harassment because of 

pregnancy include harassing an employee or applicant because of childbirth, breastfeeding, or any 

related medical conditions. 

 

The term “religious creed” encompasses all aspects of religious belief, observance, and practice, 

including religious dress and grooming. Refusing to hire an applicant or terminating an employee to 

avoid the need to accommodate a religious practice constitutes religious creed discrimination. In 

addition, WTW prohibits the segregation of an employee from customers or the general public in order 

to accommodate an employee’s religious practice unless this is expressly requested by an employee. 

Finally, WTW prohibits discrimination or retaliation against a person who requests a reasonable 

accommodation based on religion, regardless of whether a decision is made to grant the 

request. These protections apply to apprentices and unpaid interns as well. 

 

For purposes of making disability accommodations, a “support animal” may be considered as a 

reasonable accommodation in certain circumstances and is defined as an animal, trained or not, that 

“provides emotional, cognitive, or other similar support to a person with a disability, including, but not 

limited to, traumatic brain injuries or mental disabilities, such as major depression.” The determination 

of whether a support animal “constitutes a reasonable accommodation requires an individualized 

analysis reached through the interactive process.” An employee’s request to bring a support animal to 

work may not always be granted and will depend on the outcome of the disability interactive process. 

Retaliation or discrimination against a person for requesting an accommodation for his or her disability, 

regardless of whether the request was granted is unlawful. 

For Employees in Illinois 

If you are pregnant, recovering from childbirth, or have a condition related to pregnancy, you have the 

right to ask for a reasonable accommodation. This includes bathroom breaks, assistance with heavy 

lifting, a private space for expressing milk, or time off to recover from your pregnancy. For more 

information regarding your rights on Pregnancy in the Workplace, you may download the Illinois 
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Department of Human Rights fact sheet at www.illinois.gov/dhr or refer to the posted “Pregnancy 

Rights Notice.” 

For Employees in New York  

Sexual harassment is a form of gender-based discrimination. Sexual harassment includes harassment 

on the basis of sex, sexual orientation, self-identified or perceived sex, gender expression, gender 

identity, and the status of being transgender.  

Examples of what may constitute sexual harassment include, but are not limited to: threatening to take 

or taking adverse employment actions if sexual favors are not granted; demands for sexual favors in 

exchange for favorable or preferential treatment; unwelcome and repeated flirtations, propositions or 

advances; unwelcome physical contact; whistling, leering, improper gestures or offensive remarks, 

including unwelcome comments about appearance; sexual jokes or use of sexually explicit or offensive 

language; the display in the workplace of sexually suggestive objects or pictures; sex stereotyping; 

and hostile actions taken against an individual because of that individual’s sex, sexual orientation, 

gender identity, or gender expression, such as bullying, yelling, or name-calling or intentional misuse 

of an individual’s preferred pronouns.  

Who Can Be A Target Of Sexual Harassment? 

Sexual harassment can occur between any individuals, regardless of their sex or gender. Harassment 

does not have to be between members of the opposite sex or gender. Harassers can be anyone in 

the workplace. A supervisor, a supervisee, or a coworker can all be harassers. Anyone else in the 

workplace can also be harassers including an independent contractor, contract worker, vendor, client, 

customer, patient, constituent, or visitor. 

Where Can Sexual Harassment Occur? 

Unlawful sexual harassment is not limited to the physical workplace itself. It can occur while 

employees are traveling for business or at employer or industry sponsored events or parties. Sexual 

harassment can occur when employees are working remotely from home as well. Any behaviors 

outlined above that leave an employee feeling uncomfortable, humiliated, or unable to meet their job 

requirements constitute harassment even if the employee or covered individual is at home when the 

harassment occurs.  

Bystander Intervention 

Any employee witnessing harassment as a bystander is encouraged to report it. A supervisor or 

manager that is a bystander to harassment is required to report it. 

 

http://www.illinois.gov/dhr
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Supervisory Responsibilities 

Harassers may also be individually subject to liability. Managers and supervisors are required to report 

any complaint that they receive, or any harassment that they observe or become aware of, to my 

supervisor/manager/business leader or the appropriate Human Resources or Employee Relations 

Partner at WTW. In addition to being subject to discipline if they engaged in sexually harassing 

conduct or engage in any retaliation, supervisors and managers will be subject to discipline for failing 

to report suspected sexual harassment or otherwise knowingly allowing sexual harassment to 

continue.  

Complaint Form 

Employees may complete a complaint form to report harassment and file complaints.  

Legal Protections and External Remedies 

Aside from the internal process at WTW, employees may also choose to pursue legal remedies with 

the following governmental entities. While a private attorney is not required to file a complaint with a 

governmental agency, you may seek the legal advice of an attorney. 

In addition to those outlined below, employees in certain industries may have additional legal 

protections.  

New York State Division of Human Rights 

The New York State Human Rights Law (HRL), N.Y. Executive Law, art. 15, § 290 et seq., applies to 

all employers in New York State and protects employees and covered individuals, regardless of 

immigration status. A complaint alleging violation of the Human Rights Law may be filed either with the 

New York State Division of Human Rights (DHR) or in New York State Supreme Court. 

Complaints of sexual harassment filed with DHR may be submitted any time within three years of the 

harassment. If an individual does not file a complaint with DHR, they can bring a lawsuit directly in 

state court under the Human Rights Law, within three years of the alleged sexual harassment. An 

individual may not file with DHR if they have already filed a HRL complaint in state court. 

Complaining internally to WTW does not extend your time to file with DHR or in court. The three years 

are counted from the date of the most recent incident of harassment. 

You do not need an attorney to file a complaint with DHR, and there is no cost to file with DHR. 

DHR’s main office contact information is: NYS Division of Human Rights, One Fordham Plaza, Fourth 

Floor, Bronx, New York 10458. You also may call (718) 741-8400 or visit: www.dhr.ny.gov. 

 

https://wtwonline.sharepoint.com/:w:/r/sites/Policies/Shared%20Documents/WTW-NY-Harassment-Complaint-Form.docx?d=w622c0b8ca46d4e3ab9263db988a037a2&csf=1&web=1&e=uunqhK
http://www.dhr.ny.gov/
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The United States Equal Opportunity Commission 

The United States Equal Employment Opportunity Commission (EEOC) enforces federal anti-

discrimination laws, including Title VII of the 1964 federal Civil Rights Act, 42 U.S.C. § 2000e et seq. 

An individual can file a complaint with the EEOC anytime within 300 days from the most recent 

incident of harassment. There is no cost to file a complaint with the EEOC. An employee alleging 

discrimination at work can file a “Charge of Discrimination.”  

Contact the EEOC by calling 1-800-669-4000 (TTY: 1-800-669-6820), visiting their website at 

www.eeoc.gov or via email at info@eeoc.gov. 

Individuals may obtain relief in mediation, settlement or conciliation. In addition, federal courts may 

award remedies if discrimination is found to have occurred.  

Local Protections 

Many localities enforce laws protecting individuals from sexual harassment and discrimination. An 

individual should contact the county, city or town in which they live to find out if such a law exists. For 

example, employees who work in New York City may file complaints of sexual harassment with the 

New York City Commission on Human Rights. 

Contact the Local Police Department 

If the harassment involves unwanted physical touching, coerced physical confinement or coerced sex 

acts, the conduct may constitute a crime. Contact the local police department. 

For Employees in Oregon 
 

Under Oregon law, legally protected characteristics include an individual’s expunged juvenile record.   

Sexual assault includes unwanted conduct of a sexual nature that is inflicted upon a person or 

compelled through the use of physical force, manipulation, threat, or intimidation. 

Documentation 

All employees are encouraged to document any incidents involving discrimination, harassment, and 

sexual assault as soon as possible. 

Nondisclosure or Nondisparagement Agreements  

WTW will not require an employee to enter into any agreement if the purpose or effect of the 

agreement prevents the employee from disclosing or discussing conduct constituting discrimination, 

harassment, or sexual assault. 

http://www.eeoc.gov/
mailto:info@eeoc.gov
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An employee claiming to be aggrieved by discrimination, harassment, or sexual assault may, however, 

voluntarily request to enter into a settlement, separation, or severance agreement which contains a 

nondisclosure, nondisparagement, or no-rehire provision and will have at least seven days to revoke 

any such agreement. 

Under this policy, a nondisclosure agreement is any agreement by which one or more parties agree 

not to discuss or disclose information regarding any complaint of work-related harassment, 

discrimination, or sexual assault. 

A nondisparagement agreement is any agreement by which one or more parties agree not to discredit 

or make negative or disparaging written or oral statements about any other party or the company.  

A no-rehire provision is an agreement that prohibits an employee from seeking reemployment with the 

company and allows the company to not rehire that individual in the future.  

Time Limitations 

Nothing in this policy precludes any person from filing a formal grievance in accordance with the 

Bureau of Labor and Industries’ Civil Rights Division or the Equal Employment Opportunity 

Commission. Note that Oregon state law requires that any legal action taken on alleged discriminatory 

conduct (specifically that prohibited by Or. Rev. Stat. §§ 659A.030, 659A.082, or 659A.112) 

commence no later than five years after the occurrence of the violation. Other applicable laws may 

have a shorter time limitation on filing. 



 

Equal Employment Opportunities (EEO) Policy 
 

Policy Effective Date: July 1, 2023 

Policy Owner: Corporate Human Resources – North America Employee Relations 

Purpose: To provide guidance to colleagues regarding the EEO policy 

Willis Towers Watson (WTW) believes that effectively managing a diverse workforce is vital to our business strategy. 
Our continued success depends greatly on our ability to fully and effectively employ qualified persons, regardless of 
race, color, religion, sex, national origin, marital status, sexual orientation, age, genetic information, status as a 
protected veteran or individual with a disability, military status, ancestry, gender, gender identity or expression, or any 
other protected group status or non-job related characteristic protected by applicable human rights or equal 
opportunity legislation.  

We have an obligation to our organization, ourselves and our clients to hire and develop the best people we can find. 
We will continually review our policies and practices to ensure that all areas of the employment process (including 
recruiting, hiring, work assignments, compensation, benefits, promotions, transfers, company-sponsored 
development programs and overall workplace experience) are free from discriminatory practices. As opportunities for 
advancement and promotion occur, we will ensure that all colleagues receive equal consideration. 

 It is the policy of WTW to: 

 Make employment and promotional decisions by utilizing reasonable standards based on the qualifications of 
an employee or candidate as they relate to a particular job vacancy, in accordance with equal employment 
opportunity requirements. 

 Administer all personnel actions relating to employment terms, conditions, and privileges in a non-
discriminatory manner. 

Such action shall include, but not be limited to the following:  employment, upgrading, demotion, transfer, recruitment 
or recruitment advertising; layoff or termination; rates of pay or other forms of compensation; and selection for 
training, including apprenticeship. 

Employees and applicants can raise concerns and make reports without fear of reprisal, harassment, intimidation, 
threats, coercion, or discrimination because they: (1) file a complaint with WTW or with federal, state, or local 
agencies; (2) assist or participate in any investigation, compliance review, hearing, or any other activity related to the 
administration of any federal, state, or local equal employment opportunity or affirmative action statute; (3) oppose 
any act or practice made unlawful by federal, state, or local law requiring equal employment opportunity or affirmative 
action; or (4) exercise any other employment right protected by federal, state, or local law or its implementing 
regulations 

Kristy Banas, Chief Human Resources Officer, is the company’s EEO Officer. Michelle Terenzetti, Head of North 
America Employee Relations, is the company's EEO Coordinator and is responsible for implementing and monitoring 
our adherence to this policy. You should contact the EEO Coordinator, your manager, HR Business Partner, 
Employee Relations, or the hotline if you experience disparate treatment, unequal employment opportunities and/or 
unlawful harassment in the workplace. 

I am committed to equal employment opportunities at WTW and expect every colleague to consciously follow this 
policy and uphold the company’s commitment to workforce inclusion and diversity. 

 

Carl Hess 

Chief Executive Officer 
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EXHIBIT B 
INVITATION TO SELF IDENTIFY TO ALL EMPLOYEES AND APPLICANTS 

 
WTW has affiliates in several states which are federal contractors or subcontractors subject to Section 
503 of the Rehabilitation Act of 1973, as amended, and the Vietnam Era Veterans Readjustment 
Assistance act of 1974, as amended, which require government contractors and subcontractors to take 
affirmative action to employ and advance in employment, qualified individuals with disabilities, 
qualified disabled veterans, recently separated veterans, active duty wartime or campaign badge veterans 
and Armed Forces service medal veterans.  If you are a disabled veteran, recently separated veteran, 
active duty wartime or campaign badge veteran, Armed Forces service medal veteran, or disabled, and 
would like to be included under our affirmative action program, please tell us.   
 
You may inform us of your desire to benefit under the program at this time and/or at any time in the 
future.  Submission of this information is voluntary and refusal to provide it will not subject you to any 
adverse treatment.   
 
This information will assist us in placing you in an appropriate position and in making accommodations 
to your disability.  WTW will continue to recruit, hire, train and promote qualified persons without regard 
to race, color, religion, sex, national origin, marital status, sexual orientation, age, genetic information,   
status as a protected veteran or individual with a disability, military status, ancestry, gender, gender 
identity or expression, or any other protected group status or non-job related characteristic protected by 
applicable human rights or equal opportunity legislation.   Information you submit concerning your 
disability or veteran status shall be kept confidential, except that: 
 
1. Supervisors and managers may be informed regarding restrictions of the work or duties of 

individuals with disabilities and regarding necessary accommodations; 
 
2. First aid and safety personnel may be informed, when and to the extent appropriate, if you have 

a condition that might require emergency treatment; and 
 
3. Government officials engaged in enforcing the law administered by OFCCP or the Americans 

with Disabilities Act, may be informed.   
 
The information provided will be used only in ways that are not inconsistent with section 503 of the 
Rehabilitation Act of 1973 or the Vietnam Era Veterans Readjustment Assistance Act of 1974, as 
amended. 
 
If you are an individual with disability or a disabled veteran it would assist us if you tell us whether there 
are accommodations we could make that would enable you to perform the essential functions of the job, 
including special equipment, changes in the physical layout of the job, changes in the way the job is 
customarily performed, provision of personal assistance services or other accommodations. This 
information will assist us in making reasonable accommodations for your disability. 
 
Pursuant to these regulations, we have developed an Affirmative Action Plan for Individuals with 
Disabilities and Veterans which is on file in the Human Resources Office and is available for employees 
between 8:00 a.m. and 5:00 p.m., Monday through Friday. 
 
Any employee who believes he or she is covered by the provisions of one of these Acts and desires 
consideration under the AAP should contact Michelle Terenzetti, Head of North America Employee 
Relations, on 952-842-6368, or Anjanette Adkisson, Employee Relations Coordinator, on 615-872-6431. 



Copyright 1997-2021, The Arbor Consulting Group, Inc. 
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EXHIBIT C 
NOTICE TO ALL EMPLOYEES AND APPLICANTS 

 
It is the policy of Willis North America Inc., a WTW company (hereinafter “WTW” or “the 
company”), to recruit, hire, train and promote, into all job classifications, the most qualified 
persons without regard to race, color, religion, sex, national origin, marital status, sexual 
orientation, age, genetic information, status as a protected veteran or individual with a disability, 
military status, ancestry, gender, gender identity or expression, or any other protected group 
status or non-job related characteristic protected by applicable human rights or equal opportunity 
legislation.  Also, employment and promotional decisions will be based on valid job 
requirements and by utilizing reasonable standards. 
 
Kristy Banas, Chief Human Resources Officer, is the company’s EEO Officer. Michelle 
Terenzetti, Head of North America Employee Relations is the designated EEO Coordinator for the 
company. The EEO Coordinator’s responsibility is to implement and to audit and monitor 
adherence to this policy. 
 
Any employees or applicants with questions or concerns about any type of discrimination in the 
workplace are encouraged to bring these issues to the attention of their immediate supervisor or 
the EEO Coordinator.  Employees and applicants can raise concerns and make reports without fear 
of reprisal, harassment, intimidation, threats, coercion, or discrimination because they: (1) file a 
complaint with WTW or with federal, state, or local agencies; (2) assist or participate in any 
investigation, compliance review, hearing, or any other activity related to the administration of 
any federal, state, or local equal employment opportunity or affirmative action statute; (3) oppose 
any act or practice made unlawful by federal, state, or local law requiring equal employment 
opportunity or affirmative action; or (4) exercise any other employment right protected by federal, 
state, or local law or its implementing regulations. 
 
The Affirmative Action Plan for Individuals with Disabilities and Protected Veterans is on file in 
the Human Resources Office and is available for employee and applicant review between 8:00 
a.m. and 5:00 p.m., Monday through Friday.  Any employee or applicant who would like to review 
the Affirmative Action Plan for Individuals with Disabilities and Protected Veterans should 
contact Michelle Terenzetti, Head of North America Employee Relations, on 952-842-6368, or 
Anjanette Adkisson, Employee Relations Coordinator, on 615-872-6431. 
 
Carl Hess, CEO, is committed to all of the above objectives of equal employment opportunity and 
expects the cooperation and participation of all employees of the company in achieving these 
objectives. 
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Notice of Employee Rights, Protections, and Obligations 
 Under Labor Law Section 740

Prohibited Retaliatory Personnel Action by Employers
Effective January 26, 2022

§ 740. Retaliatory action by employers; prohibition.
1. Definitions. For purposes of this section, unless the context specifically indicates otherwise:
 (a) “Employee” means an individual who performs services for and under the control and direction of an   

 employer for wages or other remuneration, including former employees, or natural persons employed   
 as independent contractors to carry out work in furtherance of an employer’s business enterprise who   
 are not themselves employers.

 (b) “Employer” means any person, firm, partnership, institution, corporation, or association that employs one   
 or more employees.

 (c)  “Law, rule or regulation” includes: (i) any duly enacted federal, state or local statute or ordinance or   
 executive order; (ii) any rule or regulation promulgated pursuant to such statute or ordinance or executive  
 order; or (iii) any judicial or administrative decision, ruling or order.

 (d) “Public body” includes the following: 
  (i) the United States Congress, any state legislature, or any elected local governmental body, or any   

  member or employee thereof;
  (ii) any federal, state, or local court, or any member or employee thereof, or any grand or petit jury;
  (iii) any federal, state, or local regulatory, administrative, or public agency or authority, or instrumentality   

  thereof;
  (iv) any federal, state, or local law enforcement agency, prosecutorial office, or police or peace officer;
  (v)  any federal, state or local department of an executive branch of government; or
  (vi)  any division, board, bureau, office, committee, or commission of any of the public bodies described in 

subparagraphs (i) through (v) of this paragraph.
 (e)  “Retaliatory action” means an adverse action taken by an employer or his or her agent to discharge, 

threaten, penalize, or in any other manner discriminate against any employee or former employee 
exercising his or her rights under this section, including (i) adverse employment actions or threats to 
take such adverse employment actions against an employee in the terms of conditions of employment 
including but not limited to discharge, suspension, or demotion; (ii) actions or threats to take such actions 
that would adversely impact a former employee’s current or future employment; or (iii) threatening to 
contact or contacting United States immigration authorities or otherwise reporting or threatening to report 
an employee’s suspected citizenship or immigration status or the suspected citizenship or immigration 
status of an employee’s family or household member, as defined in subdivision two of section four 
hundred fifty-nine-a of the social services law, to a federal, state, or local agency.

Division of Labor Standards
Harriman State Office Campus 
Building 12, Albany, NY 12226
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 (f)  “Supervisor” means any individual within an employer’s organization who has the authority to direct 
and control the work performance of the affected employee; or who has managerial authority to take 
corrective action regarding the violation of the law, rule or regulation of which the employee complains.

2. Prohibitions. An employer shall not take any retaliatory action against an employee, whether or not within the 
scope of the employee’s job duties, because such employee does any of the following:

 (a)  discloses, or threatens to disclose to a supervisor or to a public body an activity, policy or practice of 
the employer that the employee reasonably believes is in violation of law, rule or regulation or that the 
employee reasonably believes poses a substantial and specific danger to the public health or safety;

 (b)  provides information to, or testifies before, any public body conducting an investigation, hearing or inquiry 
into any such activity, policy or practice by such employer; or

 (c)  objects to, or refuses to participate in any such activity, policy or practice.
3. Application. The protection against retaliatory action provided by paragraph (a) of subdivision two of this 

section pertaining to disclosure to a public body shall not apply to an employee who makes such disclosure 
to a public body unless the employee has made a good faith effort to notify his or her employer by bringing 
the activity, policy or practice to the attention of a supervisor of the employer and has afforded such employer 
a reasonable opportunity to correct such activity, policy or practice. Such employer notification shall not be 
required where:

 (a)  there is an imminent and serious danger to the public health or safety;
 (b)  the employee reasonably believes that reporting to the supervisor would result in a destruction of 

evidence or other concealment of the activity, policy or practice;
 (c)  such activity, policy or practice could reasonably be expected to lead to endangering the welfare of a 

minor;
 (d)  the employee reasonably believes that reporting to the supervisor would result in physical harm to the 

employee or any other person; or
 (e)  the employee reasonably believes that the supervisor is already aware of the activity, policy or practice 

and will not correct such activity, policy or practice.
4. Violation; remedy.
 (a)  An employee who has been the subject of a retaliatory action in violation of this section may institute a 

civil action in a court of competent jurisdiction for relief as set forth in subdivision five of this section within 
two years after the alleged retaliatory action was taken.

 (b)  Any action authorized by this section may be brought in the county in which the alleged retaliatory action 
occurred, in the county in which the complainant resides, or in the county in which the employer has its 
principal place of business. In any such action, the parties shall be entitled to a jury trial.

 (c)  It shall be a defense to any action brought pursuant to this section that the retaliatory action was 
predicated upon grounds other than the employee’s exercise of any rights protected by this section.

5. Relief. In any action brought pursuant to subdivision four of this section, the court may order relief as follows: 
 (a)  an injunction to restrain continued violation of this section;
 (b)  the reinstatement of the employee to the same position held before the retaliatory action, or to an 

equivalent position, or front pay in lieu thereof;
 (c)  the reinstatement of full fringe benefits and seniority rights;
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 (d)  the compensation for lost wages, benefits and other remuneration;
 (e)  the payment by the employer of reasonable costs, disbursements, and attorney’s fees;
 (f)  a civil penalty of an amount not to exceed ten thousand dollars; and/or
 (g)  the payment by the employer of punitive damages, if the violation was willful, malicious or wanton.
6.  Employer relief. A court, in its discretion, may also order that reasonable attorneys’ fees and court costs and 

disbursements be awarded to an employer if the court determines that an action brought by an employee 
under this section was without basis in law or in fact.

7.  Existing rights. Nothing in this section shall be deemed to diminish the rights, privileges, or remedies of any 
employee under any other law or regulation or under any collective bargaining agreement or employment 
contract.

8.  Publication. Every employer shall inform employees of their protections, rights and obligations under this 
section, by posting a notice thereof. Such notices shall be posted conspicuously in easily accessible and 
well-lighted places customarily frequented by employees and applicants for employment. 
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