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WORKER RIGHTS
UNDER EXECUTIVE ORDER 13706

PAID SICK LEAVE FOR 
FEDERAL CONTRACTORS

ONE HOUR OF PAID SICK LEAVE FOR EVERY 30 
HOURS WORKED, UP TO 56 HOURS EACH YEAR

PAID SICK LEAVE
Executive Order 13706, Establishing Paid Sick Leave 
for Federal Contractors, requires certain employers 
that contract with the Federal Government to provide 
employees working on or in connection with those 
contracts with 1 hour of paid sick leave for every 30 
hours they work—up to 56 hours of paid sick leave each 
year.

Employees must be permitted to use paid sick leave for 
their own illness, injury, or other health-related needs, 
including preventive care; to assist a family member who 
is ill, injured, or has other health-related needs, including 
preventive care; or for reasons resulting from, or to 
assist a family member who is the victim of, domestic 
violence, sexual assault, or stalking.

Employers are required to inform employees of their paid 
sick leave balances and must approve all valid requests 
to use paid sick leave. Rules about when and how 
employees should ask to use paid sick leave also apply. 
More information about the paid sick leave requirements 
is available at www.dol.gov/whd/govcontracts/eo13706

ENFORCEMENT
The Wage and Hour Division (WHD), which is 
responsible for making sure employers comply with 

WHD can answer questions, in person or by telephone, 
about your workplace rights and protections. WHD can 
investigate employers and recover wages to which 
workers may be entitled. All services are free and 

English, WHD will accept the complaint in any language.

The law prohibits discriminating against or discharging 

proceeding under the Executive Order.

ADDITIONAL INFORMATION 
Executive Order 13706 applies to new contracts and 
replacements for expiring contracts with the Federal 

federal contracts for construction and many types of 
federal contracts for services.

Some state and local laws also require that employees 
be provided with paid sick leave. Employers must 
comply with all applicable requirements.

WORKER RIGHTS
UNDER EXECUTIVE ORDER 13658
FEDERAL MINIMUM WAGE FOR CONTRACTORS

EFFECTIVE JANUARY 1, 2021 – DECEMBER 31, 2021

PER HOUR$10.95

MINIMUM WAGE
Executive Order 13658 (EO) requires that federal contractors 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 

determined by the Secretary of Labor in accordance with the EO and 
appropriate regulations. The EO hourly minimum wage in effect from 
January 1, 2021 through December 31, 2021 is $10.95.

TIPS
Covered tipped employees must be paid a cash wage of at least $7.65 
per hour effective January 1, 2021 – December 31, 2021. If a worker’s 
tips combined with the required cash wage of at least $7.65 per hour 
paid by the contractor do not equal the EO hourly minimum wage for 
contractors, the contractor must increase the cash wage paid to make up 
the difference. Certain other conditions must also be met.

EXCLUSIONS
• 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 EO minimum wage.

 minimum wage.

• Workers employed on contracts for seasonal recreational services or 
 seasonal recreational equipment rental for the general public on 
 federal lands, except when the workers are performing associated 
 lodging and food services, are not entitled to the EO minimum wage.

• Certain other occupations and workers are also exempt from the EO.

ENFORCEMENT
The U. S. Department of Labor’s Wage and Hour Division (WHD) is 
responsible for enforcing the EO. WHD can answer questions, in person 
or by telephone, about your workplace rights and protections. We can 
investigate employers, recover wages to which workers may be entitled, 
and pursue appropriate sanctions against covered contractors. All services 

.

ADDITIONAL INFORMATION
• The EO applies only to new Federal construction and service contracts, 

  issued under section 14(c) of the Fair Labor Standards Act must also 
  receive no less than the full EO minimum wage rate.

•  Some state or local laws may provide greater worker protections. 
 Employers must comply with both.

•  More information about the EO is available at: 

WHD1089 REV 11/20

WAGE AND HOUR DIVISION 1-866-487-9243
TTY: 1-877-889-5627

www.dol.gov/agencies/whd

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

WHD1090 REV 09/16

“EEO is the Law” Poster Supplement

The Executive Order 11246 section is revised as follows:

Executive Order 11246, as amended, prohibits employment discrimination based on race, color, religion, sex, sexual orientation, gender identity, or 

The Individuals with Disabilities section is revised as follows:

The Vietnam Era, Special Disabled Veterans section is revised as follows:

Mandatory Supplement to EEOC P/E-1(Revised 11/09) “EEO is the Law” Poster.

If you believe that you have experienced discrimination contact OFCCP: 
1-800-397-6251 | TTY 1-877-889-5627 | www.dol.gov

The contractor will not discharge or in any other manner discriminate against employees or applicants 
because they have inquired about, discussed, or disclosed their own pay or the pay of another 

employee or applicant. However, employees who have access to the compensation information of 
other employees or applicants as a part of their essential job functions cannot disclose the pay of other 

employees or applicants to individuals who do not otherwise have access to compensation information, 
unless the disclosure is (a) in response to a formal complaint or charge, (b) in furtherance of an 

investigation, proceeding, hearing, or action, including an investigation conducted by the employer, or 
(c) consistent with the contractor’s legal duty to furnish information. 41 CFR 60-1.35(c)

If you believe that you have experienced discrimination contact OFCCP
1.800.397.6251 | TTY 1.877.889.5627 | www.dol.gov/ofccp

200 CONSTITUTION AVENUE NW | WASHINGTON, DC 20210 | tel: 1-800-397-6251 | TTY: 1-877-889-5627 | www.dol.gov/ofccp

EMPLOYEE RIGHTS
 UNDER THE NATIONAL LABOR RELATIONS ACT

Illegal conduct will not be permitted.
 

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 
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 
fice, which can be found on the Agency’s website: www.nlrb.gov.

1-844-762-NLRB (6572). Hearing impaired callers who wish to speak to an
https://www.federalrelay.us/tty,

1-844-762-
NLRB (6572).

*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, em-
ployees of air and rail carriers covered by the Railway Labor Act, and supervisors (although supervisors that have been discriminated 
against for refusing to violate the NLRA may be covered).

This is an official Government Notice 
and must not be defaced by anyone.            U.S. Department of Labor                                            

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.

collective bargaining representative, your employer and the union 

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.

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 

 
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.
•  
  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.

WAGE AND HOUR DIVISION
1-866-487-9243

TTY: 1-877-889-5627
www.dol.gov/whd/govcontracts
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EFFECTIVE JANUARY 1, 2021 – DECEMBER 31, 2021

PER HOUR$10.95
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Executive Order 13658 (EO) requires that federal contractors 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 

determined by the Secretary of Labor in accordance with the EO and 
appropriate regulations. The EO hourly minimum wage in effect from 
January 1, 2021 through December 31, 2021 is $10.95.

TIPS
Covered tipped employees must be paid a cash wage of at least $7.65 
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the difference. Certain other conditions must also be met.
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or by telephone, about your workplace rights and protections. We can 
investigate employers, recover wages to which workers may be entitled, 
and pursue appropriate sanctions against covered contractors. All services 
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ADDITIONAL INFORMATION
• The EO applies only to new Federal construction and service contracts, 

  issued under section 14(c) of the Fair Labor Standards Act must also 
  receive no less than the full EO minimum wage rate.

•  Some state or local laws may provide greater worker protections. 
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•  More information about the EO is available at: 
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The contractor will not discharge or in any other manner discriminate against employees or applicants 
because they have inquired about, discussed, or disclosed their own pay or the pay of another 

employee or applicant. However, employees who have access to the compensation information of 
other employees or applicants as a part of their essential job functions cannot disclose the pay of other 

employees or applicants to individuals who do not otherwise have access to compensation information, 
unless the disclosure is (a) in response to a formal complaint or charge, (b) in furtherance of an 

investigation, proceeding, hearing, or action, including an investigation conducted by the employer, or 
(c) consistent with the contractor’s legal duty to furnish information. 41 CFR 60-1.35(c)

If you believe that you have experienced discrimination contact OFCCP
1.800.397.6251 | TTY 1.877.889.5627 | www.dol.gov/ofccp

200 CONSTITUTION AVENUE NW | WASHINGTON, DC 20210 | tel: 1-800-397-6251 | TTY: 1-877-889-5627 | www.dol.gov/ofccp
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The Individuals with Disabilities section is revised as follows:

The Vietnam Era, Special Disabled Veterans section is revised as follows:

Mandatory Supplement to EEOC P/E-1(Revised 11/09) “EEO is the Law” Poster.

If you believe that you have experienced discrimination contact OFCCP: 
1-800-397-6251 | TTY 1-877-889-5627 | www.dol.gov
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