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State, local minimum wage increases effective July 1
The federal minimum wage hasn’t changed for a decade 
(the increase to $7.25 per hour took effect on July 24, 
2009), but local changes continue to occur.

Minimum wage increases took effect in two states and 
the District of Columbia on July 1, and in more than 20 
municipalities as well.

The New Jersey rate bump is the result of a state law 
passed last spring, while increases in D.C. and Oregon 

were scheduled under existing laws. In California, 
Alameda and Fremont joined the list of cities with their 
own minimum wage.

Springtime legislative action will also bring minimum 
wage increases to Connecticut on October 1 and to 
Illinois, Maryland, and New Mexico on January 1, 2020. 
This brings the number of states with a New Year’s Day 
increase to 21.

When a new minimum wage law takes effect, an updated 
minimum wage poster is needed. Sometimes the law will 
call for several rate increases to take place over a number 
of years. A state may list all increases on its poster, or 
could show only the rate for the current year.

Subscribers to the Employment Law Poster Update 
Service from J. J. Keller don’t have to worry about 
checking to see if a poster shows future rates or if a new 
poster will be needed. We keep track of which posters 
are changing, and subscribers automatically receive a 
new poster when a mandatory posting change occurs.
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Contractors need updated NLRA poster
In late May, the Office of Federal Contract Compliance Programs made a 
technical change to the Employee Rights under the National Labor Relations Act 
(NLRA) posting for federal contractors. The revised poster needs to be displayed.

The new text updates contact information for the National Labor Relations 
Board (NLRB) and instructions for hearing impaired callers.

Federal contractors and subcontractors must display the NLRA poster 
conspicuously in plants and offices where employees covered by the NLRA 
perform contract-related activity. 

Subscribers to the Federal Contractor Update Service automatically received a 
new poster with the NLRA posting update. Federal contractors should make sure 
the updated poster is displayed. It has a compliance date of 05/2019.

July 1 minimum wage changes
Location New rate New tipped rate
District of Columbia $14 $4.45
New Jersey $10

$8.85 (small employers, 
agricultural employers)

$2.63

Oregon $11.25 (standard)

$12.50 (Portland Metro)

$11 (Nonurban Counties)

$11.25 (standard)

$12.50 (Portland Metro)

$11 (Nonurban Counties)

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.

You can also contact the NLRB by calling toll-free: 1-844-762-NLRB (6572). Hearing impaired callers who wish to speak to an 
NLRB representative should contact the Federal Relay Service by visiting its website at https://www.federalrelay.us/tty, 
calling one of its toll free numbers, and asking its Communications Assistant to call the NLRB toll free number at 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, 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 
and must not be defaced by anyone.  U.S. Department of Labor 
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More states ban vaping at work
With a new law that took effect on July 1, Florida became the latest state to ban vaping in the workplace.

Vaping bans have been a steady but quiet trend, with more than a dozen states and the District of Columbia 
placing restrictions on vaping in public. Employers can post signs to 
let workers know that both smoking and vaping are banned; in some 
states a No Smoking/No Vaping sign is required.

Even when a state does not ban vaping in the workplace, an employer 
can ban vaping or e-cigarettes as part of its clean air policy.

The following locations have vaping restrictions, and some have 
signage requirements:

• California: The law requires a sign stating No Smoking to be posted.

• Connecticut: A No Smoking/No Vaping sign must be posted.

• Delaware: Any No Smoking or No Vaping sign can be used.

• District of Columbia: Specific No Smoking signs must be used.

• Florida: Any No Smoking or No Vaping sign can be used.

• Hawaii: Employers must post a No Smoking sign, and it can also indicate that vaping is prohibited.

• Maine: No Smoking signs with letters at least one inch in height or the international symbol for No Smoking 
must be used.

• Massachusetts: A No Smoking or No Smoking/No Vaping sign can be used.

• New Jersey: State-specific No Smoking signs must be used.
• New York: Any No Smoking or No Vaping sign can be used.

• North Dakota: Any No Smoking or No Vaping sign can be used.

• Oregon: State-specific No Smoking/No Vaping signs must be used.

• Rhode Island: State-specific No Smoking signs must be used.

• Utah: State-specific No Smoking signs must be used.

• Virginia: Any No Smoking/No Vaping sign can be used.

• Washington: Early learning centers must post a No Smoking or 
Vaping sign.

A variety of No Smoking and No Vaping signs, including signs that meet 
state requirements, are available at www.jjkeller.com/signs.

What is vaping?
Vaping, or the use of electronic cigarettes, is a smokeless 

alternative to cigarettes. E-cigarettes may have benefits for 
smokers who substitute them for regular cigarettes, but the 

Centers for Disease Control and Prevention (CDC) notes that they 
are not safe for adults who do not currently use tobacco products. 

NO SMOKING

NO VAPING

http://www.jjkeller.com/signs
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Do No Smoking signs need to be on labor law posters?
Many states require No Smoking or No Smoking/No Vaping signs to be posted in 
the workplace, but there’s no requirement to have this information on a labor law 
poster.

No Smoking and No Vaping signs need to be visible to the public as well as 
employees. Because of this they need to be placed around the building in locations 
where labor law posters typically aren’t displayed. A business will want to place a No 
Smoking sign near the front entrance, for example, but probably wouldn’t want to 
place an employment law poster there.

No smoking signs need to be visible to employees as well. They’re usually placed 
throughout the building, and are often in more places than the employment law 
poster would be.

Recent changes: Local postings !

Recent changes: State postings

• Colorado — Unemployment Insurance
• Georgia — Workers’ Compensation
• Kentucky — Equal Employment Opportunity is the 

Law
• Indiana — IOSHA
• Maryland — Minimum Wage
• Massachusetts — Paid Family and Medical Leave

• Nevada — Minimum Wage, Overtime, Workers’ 
Compensation 

• New Jersey — Family Leave Act, Family Leave 
Insurance, Minimum Wage

• New York — Time Off to Vote
• Oregon — Minimum Wage
• Washington — Your Rights as a Worker

!

Recent changes: Federal Contractor

• Employee Rights Under the National 
Labor Relations Act 

!
Potential changes: State & Local postings

• Connecticut — Minimum Wage
• Louisiana — Earned Income Credit (EIC)
• New Jersey — SAFE Act
• Texas — Paid Sick Time in Dallas, Austin, and San 

Antonio
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• Alameda, CA
• Berkeley, CA
• Fremont, CA
• Los Angeles, CA
• Milpitas, CA
• San Francisco, CA

• San Leandro, CA
• Santa Monica, CA
• Chicago, IL
• Cook County, IL
• Portland, ME
• Montgomery County, MD

• Prince George’s County, MD
• Westchester County, NY

All changes are for minimum wage 
postings except for Westchester 
County. Westchester County added 
an earned sick leave posting.
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One of the questions that pops into my Inbox on a 
regular basis is, “Do I need Spanish posters?”

There’s no simple “yes” or “no” answer here because 
there’s no overarching federal or state law that says all 
employers do or don’t need to have Spanish posters. 
Each posting within a labor law poster is covered by 
a different law, and some mention posting in other 
languages.

For example, the Family and Medical Leave Act posting 
must be posted in a language other than English if a 
significant portion of workers are literate in another 
language. 

Some posting laws in Arizona, Washington, D.C., New 
Jersey, and New Mexico require a specific posting to 
be displayed in Spanish, while Connecticut requires its 
Paid Sick Leave notice to be provided in both English 
and Spanish. Other states have posting regulations that 
require Spanish posters if an employer has Spanish-
speaking employees.

You can find more details in our Posting Requirements 
report, but the short answer is that if you have Spanish-
speaking employees, it’s always a good idea to have 
posters in that language as it makes workers aware of 
their rights.

Terri Dougherty

Terri L. Dougherty, PHR, SHRM-CP, is an editor on the human resources publishing team at J.J. Keller & Associates in 
Neenah, Wis. She oversees the editorial content of the employment law poster and sign lines and keeps the 
products up-to-date. She has written articles and white papers about posting compliance and answers customer 
questions about posting requirements.

MESSAGE FROM THE EDITOR

CALENDAR
July
Retirement plan sponsors with 
calendar year plans must submit 
Form 5500 by July 31.

August
Don’t forget to remind employees 
that they need to let human 
resources know when a birth, 
marriage, divorce, or other change 
impacts their benefit elections.

September
EEO-1 filers must submit pay data 
for 2017 and 2018 by September 30.

October
Boss’s Day is October 16.

Federal OSHA poster updated  
with minor change
The Occupational Health and Safety 
Administration (OSHA) poster has been updated 
with a minor change to revise the wording about 
injury reporting and compliance assistance.

In the 2019 version, the paragraph explaining 
an employer’s injury reporting deadlines now 
says that an employer must 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.

The revised poster also removes a reference to free assistance available 
to small and medium-sized employers and replaces it with information 
about on-site consultation services.

This minor change will be included on the next mandatory poster 
update for Update Service subscribers.

If a state has its own OSHA plan, the state OSHA poster fulfills the 
posting requirement. 

 

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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https://cdn.jjkeller.com/wcsstore/CVCatalogAssetStore/references/miscellaneous/llp/ELP_required_postings.pdf

