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INTRODUCTION



The ability to comply with
contractual and statutory
obligations for the
payment of salaries and
workforce qualifications, as
well as historical success in
doing so, is referred to as
labor compliance.
Businesses need to be
aware of new laws when
they are passed by the
federal, state, and local
governments, how they
will affect them and their
employees, and how to
ensure that their
operations follow the law
exactly. Upwards of 180
federal labor rules that
have an impact on the
workplace are supervised
and enforced by the
Department of Labor
(DOL). While many of
these rules only apply to
certain kinds of
enterprises, several
fundamental laws apply to
all employers. Ensuring

compliance with labor
rules is crucial, and it's
easy to understand why.
Both the employees and
the employer are
protected by compliance.
Employers must stay up to
date on new legislation
and amendments to old
ones. It would be
erroneous to believe that
these laws don't change
very often or that new
laws don't get passed very
often. Employers should
never be caught off guard
by new regulations or
changes in existing ones
because failure to comply
can result in fines,
penalties, and, in the case
of contractors working for
the government, even the
loss of future business
opportunities. Legislation
is always being added and
altered (for example,
minimum wage laws).
Businesses must carefully



plan for laws like basic wage
adjustments and paid sick
leave that has a substantial
impact on them to be
prepared to implement them
when they go into effect.
Monitoring the websites of
the state DOLs, local
governments, and the
federal DOL frequently is the
best method to stay up to
date with all of the
legislation. The majority of
these websites are quite
good at discussing
impending new laws and
adjustments.

The duties and rights of
both employers and
employees are outlined by
labor law. The first step in
defending employee rights is
fair hiring procedures. The
basic goal of labor legislation
is to correct the unequal
negotiating power

between employers and
employees. Job candidates
have access to

protections such as being
exempt from credit or
background checks
conducted by employers
without their express written
consent. Employers are also
not allowed to discriminate
against applicants based on
their race, gender, age, or
nation of origin. Disability-
related applicants are
likewise shielded from
discrimination. Employees
also have the right to privacy
about items they possess
while on the job, as well as
conversations and
voicemails. However,
communications sent via
company property could
not be secure. Additionally,
several states are looking
towards legislation that
would protect employees'
freedom to disconnect,
meaning that companies
couldn't discipline them

for not returning calls after
work hours.



NEED FOR
LABOR LAWS



The labor law is a tool that
supports both worker
protection and
empowerment. Both
individual and group
employment interactions
are governed by it. Labor
law creates and keeps
processes that identify
employees as evenly
matched in negotiations
concerning work
conditions, wages, and
other issues. It also aids in
balancing the power
dynamics between the
employer and the
employee by forbidding
the employer from firing a
worker without good
cause. A government may
decide to pass legislation
defining minimum and
maximum standards for
working hours and wages,
either nationwide or in
particular industries or
sectors. Labor law also

regulates the labor
market. These laws specify
the standards, and
adherence guarantees
legal protection to those
who do so. Legal
protection might not be
provided in court cases for
persons disobeying the
law’s rules.

All firms with employees
are subject to federal labor
laws and corresponding
state legislation. They
regulate issues relating to
hiring minors, prohibiting
discrimination, overtime
compensation, on-call pay,
minimum wage, employee
breaks, and sick leave. In
addition to containing
compliance and reporting
requirements, like
guidelines on how long to
maintain payroll records,
labor laws also offer rights
for workers. Additionally,
retribution against the staff



who raises a concern or
infraction is generally
prohibited by labor
regulations. You can save
yourself a lot of money in
fines if you follow the rules
for business compliance
with labor regulations.

Large corporations enjoy
the luxury of employing HR
specialists and legal staff to
keep track of their degree
of compliance and any
upcoming changes. This
may be more challenging
for small enterprises, but a
shortage of resources is
not an acceptable
justification for breaching
the law. As employment
and labor laws are some of
the most straightforward
to break, it's vital to keep
apprised of these
difficulties. Running a
business requires adhering
to and staying current with
all applicable federal, state,

and local labor laws and
regulations. Financial fines
and potential jail time can
be the result of breaking
labor regulations. You can
be required to pay for
missed employee benefits
or give your employees
back pay plus interest,
depending on the nature
of the infraction.
Additionally, impacted
employees may file
lawsuits against you, which
might result in high court
costs, settlement costs,
and jury awards. These
lawsuits may also harm the
reputation of your
company, which could
have detrimental long-
term effects.



WHO ENFORCES
LABOR COMPLIANCE?




More than 180 federal
statutes are enforced and
administered by the
Department of Labor (DOL)
in the US. Around 150
million employees are
covered by this legislation
and directives, which apply
to 10 million workplaces.
The DOL's Wage and Hour
Division look into
violations of the Fair Labor
Standards Act (FLSA). The
FMLA, Migrant and
Seasonal Agricultural
Worker Protection Act,
Employee Polygraph
Protection Act, and
Consumer Credit
Protection Act are just a
few of the laws that are
administered by the Wage
and Hour Division.

Additionally, it oversees
and upholds laws to
ensure that people who
receive federal contracts,
financial assistance, or

grants receive benefits
related to wages, hours,
health, and safety. These
statutes are the Walsh-
Healey Public Contracts
Act, the McNamara-O'Hara
Service Contract Act, and
the Davis-Bacon Act. The
H-2A program's safety nets
for labor standards are
likewise enforced by the
Wage and Hour Division.
The Longshore and Harbor
Workers' Compensation
Act is managed by the
DOL's Office of Workers'
Compensation Programs
(OWCP).

The OWCP also oversees
the administration of the
Federal Employees
Compensation Act (FECA).
However, the OWCP plays
no part in regulating or
managing state workers'
compensation programs.
The Labor-Management
Reporting and Disclosure



Act is administered by the
Office of Labor-
Management Standards, a
separate department of
the DOL.

The Occupational Safety
and Health (OSH) Act is
administered by the
Occupational Safety and
Health Administration
(OSHA). Except for
federally aided
construction contractors, a
large number of federal
contractors and
subcontractors are
required to offer equal
employment opportunities
under three contract-
based federal civil rights
statutes, which are
supervised and enforced
by the Office of Federal
Contract Compliance
Programs.

OSHA enforces
whistleblower rights in the

majority of statutes. The
health and safety
regulations of OSHA may
also apply to farm
operations. Along with
establishing and enforcing
safety and health
regulations for the marine
and longshoring industries,
OSHA also establishes rules
for the construction sector.
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MAJOR LABOR
LAWS TO COMPLY



Pay And Hours: For the
majority of jobs in the
public and private sectors,
the Fair Labor Standards
Act (FLSA) specifies
compensation and
overtime pay guidelines.
The FLSA is enforced by
the Wage and Hour
Division of the federal DOL.
The Act requires employers
to pay employees at least
the nationally mandated
minimum wage.
Additionally, it provides for
overtime pay that is 1.5
times the standard rate of
pay. It restricts the amount
of time that children

under 16 may work in non-
agricultural businesses and
outlaws the hiring of
minors under 18 for some
jobs that are deemed to be
exceptionally dangerous.
The Act also prohibits
hiring minors under the
age of 16 for some

dangerous jobs and
agricultural work during
school hours. Minors
cannot engage in jobs that
are detrimental to their
health while also
protecting their
educational opportunities.

For employees working in
the private sector and
those employed by federal,
state, and local
governments, the FLSA
controls minimum wages,
overtime pay,
recordkeeping, and youth
employment. The
minimum wage for
employees has been set at
§7.25 per hour as of July
24, 2009. The real cash
earnings, total pay earned
by the employees, and tip
credit, however, differ
from one state to the next.
An employee is entitled to
a greater wage when both
the federal and state



basic minimum wage laws
apply to them.

Software Advice noted that
as of January 2018, only
eight of the 50 US states
required firms to pay the
tipped employees the full
state-mandated minimum
wage. The majority of US
eateries that paid their
staff significantly below the
federally mandated
minimum wage turned to
tips to compensate for the
difference. The employer is
required to make up any
difference between the
employee's cash salary and
tips and the FLSA-
mandated minimum wage.
Although

Alaska, California,
Minnesota,

Nevada, Montana, Oregon,
and Washington do not
permit tip credit, the FLSA
does allow a maximum tip
credit of $5.12 per hour.

Only cash payments and
tips are permissible for
employees in these states.

For labor completed
exceeding 40 hours per
workweek, qualifying
employees must get at
least 1.5 times their usual
rate of compensation
according to FLSA. The
number of hours that
employees 16 and older
can doin a particular
workweek is not capped.
Reimbursement is not
necessary on weekends,
holidays, or other
customary rest days unless
the staff works extra on
those days. The operations
of many small businesses
are maintained by
independent contractors.
However, the federal
government might classify
these workers as
employees depending on
their affiliation to the



company. The FLSA's
executive, administrative,
or professional exemptions
(commonly referred to as
"white-collar
exemptions"), which
involve particular job tasks,
must apply to any
employee who is not
entitled to overtime pay.

Businesses that
intentionally misclassify
employees to

not pay overtime, payroll
taxes, and other employee-
related costs are targets for
both the IRS and the
Department of Labor,
according to Kaplan. Based
on three major
categories—behavioral
factors, financial factors,
and kind of relationship—
the IRS applies a 20-factor
test to ascertain whether
an individual is a worker.
The degree of control the
employer has over the

employee's daily activities
and the employee's
contributions to the
company typically
determine the employee's
position. Consult an
attorney if you have
qguestions about how these
or any other employment
law-related matters may
affect your company, or go
to the Small Business
Administration (SBA)
website of the federal
government. Numerous
regulations (and even
certain agencies) have
been subject to
considerable revisions in
recent years. As a result,
it's critical to get ready for
new changes and keep a
look out for more
adjustments to the current
laws.

Employers are required to
preserve employee
compensation and time



records and to display a
legal placard outlining the
FLSA's duties as far as
documentation is
concerned. The
Immigration and
Nationality Act's labor
standards regulations are
also administered by the
Wage and Hour Division.
These guidelines apply to
foreign nationals who have
been granted permission
to work in the US under
different non-immigrant
visa categories like H-1B,
H-1B1, H-1C, and H2A.

Safety and Health At
Work: The Occupational
Safety and Health (OSH)
Act is enforced by the
Occupational Safety and
Health Administration
(OSHA). The majority of
private firms have their
conditions for health and
safety under the authority
of the OSH Act or state

policies that have been
approved by OSHA. The
public sector is a concern
in these projects as well.
Employers covered by

this Act are required to
adhere to OSHA's
standards for health and
safety and regulations. The
Act requires businesses to
keep workplaces risk-free.
Employees have the right
to be informed about the
risks associated with their
employment, a right to file
OSH Act complaints
regarding hazard control,
and a right to be protected
from discipline for
following OSH Act
protections at work.

OSHA establishes
regulations to maintain the
physical security of
employees at work.
Employers are required by
the Occupational Safety
and Health Act to inform



employees of their right to
request training or an
OSHA inspection as well as
how to file a safety
complaint. Employees have
various rights at work,
particularly those that
promote safety. These
consist of the following:

e Getinstructionina
language you can
comprehend

e Be given access to the
required safety
equipment

e Inform about disease
or damage

e Without worrying
about punishment,
express your concern
about hazardous
working conditions.

OSHA reporting is
necessary if your company
has more than 10
employees, and any
injuries must be reported

yearly between February
and April. In light of this, it
is a good idea to perform a
safety check on items like
power outlets, PC wires,
and other possible safety
concerns once a month.
Most OSHA-related
problems for small firms
are brought on by risky
employee behaviors, like
staff members

climbing chairs, keeping
desk warmers plugged in,
or not donning safety gear.
These hazards can be
reduced by safety training,
and many insurance
companies can assist by
providing training
materials.

Security Of Employee
Benefits: The Employee
Retirement Income
Security Act (ERISA)
governs employers who
offer their workers, welfare



benefits or pension plans.
Title 1 of ERISA is managed
by the Employee Benefits
Security Administration
(EBSA). Under this plan,
fiduciaries of welfare
benefit plans and pensions
as well as those who
interact with these plans
are subject to a broad
range of disclosure,
fiduciary, and reporting
obligations. These clauses

preempt a lot of state laws.

Under Title 4 of ERISA,
certain scheme admins
and businesses are obliged
to finance an insurance
program to protect specific
types of retirement
benefits by paying
premiums to the federal
government's Pension
Benefit Guaranty
Corporation. The EBSA also
controls the reporting
requirements for the
continuation of healthcare

provisions mandated by
the Health Insurance
Portability and
Accountability Act (HIPAA)
and the Comprehensive
Omnibus Budget
Reconciliation Act of 1985
(COBRA).

Unionization: Before the
Norris-LaGuardia Act

got passed in the 1930s,
workers had essentially no
right to unionize. Courts
frequently issued
injunctions to stop
employee strikes and
picketing. Based on the
employer's testimony
alone, they might be
imposed. Employees who
refused to participate were
punished and put in jail
without a trial. The
freedom to strike was
upheld thanks to the
Norris-LaGuardia Act. It
prohibited judges from
interfering with a worker's



right to strike, create a
union, assist another
worker in a conflict,
peacefully gather, or
picket. According to the
Act, "the lone unorganized
worker is frequently
incapable to exercise true
liberty" in the context of
contemporary capitalism.

The contract between
unions and their members
is governed by the
Landrum-Griffin Act, often
known as the Labor
Management Reporting

and Disclosure Act of 1959.

By forcing labor
organizations to provide
annual financial reports,
businesses, labor advisors,
and union bosses to
submit reports on certain
labor-related practices,
and specifying procedures
for electing union office-
bearers, it safeguards the
union's funds and

promotes union
democracy.

Labor relationship
regulations in the private
sector are governed by the
National Labor Relations
Act (NLRA). Under the
NLRA, workers have the
opportunity to self-
organize, create or join
labor organizations, and
engage in collective
bargaining. Additionally,
the NLRA places
restrictions on how
employers may handle
these rights. It prohibits
company-led unions and
aims to reduce prejudice
against workers who
participate in collective
bargaining. A worker has
six months to file a
complaint with a local
National Labor Relations
Board office if their rights
are infringed.



The NLRA is modified by
the Taft-Hartley Act. The
postwar changes were
intended to forbid unions
from participating in
abusive labor practices.
Two crucial features that
are frequently viewed as
anti-labor are the
secondary boycott as well
as the freedom to work
clauses. A secondary
boycott is when you refuse
to do business with the
management of another
company. A union member
is not permitted to protest
the business of another
worker since the Act
forbids this. The right-to-
work clause gives state
legislatures the authority
to forbid union shops, so
new hires cannot be
coerced into joining a
union within a

predetermined time frame.

The National Labor
Relations Act's rules apply
to you even if your
company doesn't employ
any unionized workers. The
majority of private
businesses are covered by
this statute, which gives
workers the "mutual aid
and protection" (often
referred to as Section 7
rights) rights to unionize,
collectively negotiate, and
engage in a coordinated
activity. These freedoms
include the right to talk
about employment terms
and conditions, such

as pay.

Security Of Workers: Most
employment and public
safety regulations, as well
as numerous
environmental laws,
include whistleblower
protections for employees
who expose their



employers' legal violations.
Possible solutions include
reinstatement of jobs and
retroactive pay. In the
majority of states, OSHA
enforces whistleblower
protections. Employees
who uncover or disclose a
company's infractions are
protected from
termination or retaliation
by OSHA's whistleblower
protection program. These
safeguards allow
employees to voice their
concerns without worrying
about being demoted or
fired. If an employer takes
any action in retaliation
against an employee, it is
against the law.

Title 7 of the Civil Rights
Act states that a person's
color, race, sex, religion, or
national origin cannot be a
factor in an employer's
decision to hire, fire, or
otherwise treat them

differently concerning
their pay, terms,
conditions, or privileges of
employment. Consider
educating administrators
on how to prevent
discrimination and using
structured interviews to
prevent hiring bias.
Training, which includes
sexual harassment
preventative measures,
can assist you in getting
your team to concentrate
on work-related skills and
in building a diverse and
inclusive workplace.

Under the Equal Pay Act
(EPA), businesses must pay
men and women equally
for equal labor. If two jobs
are roughly equivalent, it
depends on the job's
duties and requirements,
not on their titles. The Age
Discrimination in
Employment Act (ADEA)
prohibits discrimination



against workers 40 years of
age and older in the
workplace. Additionally,
businesses are not
permitted to reject a job
applicant based only on
their age. The ADEA
forbids unions from
discriminating against
members based solely on
their age.

Employers are forbidden
from administering lie
detector tests to their
employees under
Employee Polygraph
Protection Act, while
polygraph testing is
permissible under certain
circumstances. The
Consumer Credit
Protection Act governs
how firms may withhold
employees' salaries. The
Fair Credit Reporting Act
(FCRA) permits an
employer to obtain a
consumer report on an

applicant or employee for
employment-related
purposes if the employer
meets two conditions.
Firstly, provides the
applicant or employee with
written notice that a
consumer report could be
obtained, and secondly,
obtains the applicant's or
employee's written
consent. Similar
regulations for pre-
employment drug
screening exist in several
states.

Employees can take unpaid
absences for family or
medical reasons without
jeopardizing their jobs or
health insurance thanks to
the Family and Medical
Leave Act (FMLA).
Employers with 50 or more
employees are required to
give their staff members 12
workweeks of unpaid leave
following childbirth to



child, spousal or parental
care for when

they are seriously ill, or if a
serious health condition
prevents them from doing
their duties effectively.

The Office of Federal
Compliance Programs of
the DOL released Section
503 of the Rehabilitation
Act and the Vietnam Era
Veterans' Readjustment
Assistance Act in 2013.
Veterans and those with
disabilities are protected
under these laws. Certain
members of the armed
forces have the right to be
rehired by the company
they were a part of before
they entered service
thanks to the Uniformed
Services Employment and
Reemployment Rights Act.
For qualified candidates
with disabilities,
contractors must now
endeavor to meet an

"aspirational utilization
objective" of 7% of the
entire workforce for those
with less than 100
personnel, or 7% for each
job category for larger
companies. Contractors
must also set recruiting
standards for veterans who
have been legally
recognized as such,
according to the Office of
Federal Contract
Compliance Programs
(OFCCP).

Employers have previously
experienced difficulties as
a result of the National
Labor Relations Board's
tough stance on social
media regulations in the
workplace. Even while the
majority of employers have
placed restrictions on what
their employees can post
on Twitter or Facebook
these measures can still
get businesses in hot water



if they conflict with

NLRA's Section 7. To make
sure they aren't limiting
permissible online
behavior; businesses
carefully develop their
social media rules and
possibly seek legal
guidance. But in December
2017, the board repealed a
rule that made it simple for
a worker to object to
regulations they thought
would be "fairly
understood" to impair
their Section 7 rights. Now,
before the board decides
that a regulation violated
an employee's rights, the
employer's justification for
creating the policy is taken
into consideration.

Compensation For Injury
Or lliness: Workers'
compensation regulations
protect those who are
harmed or become ill while
working. Workers'

compensation is a type of
insurance that companies
are required to pay for by
law. State-by-state and for
federal personnel, these
laws differ. Consult your
state for assistance if you
are harmed while
employed by a private
business, the state, or a
local government. You can
submit a claim with the aid
of your state's workers'
compensation program.
You may appeal a denial of
your claim. Typically,
workers' compensation
offers:

e Coverage for medical
costs for employees

e Payback for missed pay
while a worker is away
getting well

e Benefits for surviving
family members of
employees killed in
work-related accidents

Taxes And Insurance: You



must deduct Medicare and to make back payments

Social Security taxes from and pay fines to double
your employees’ earnings that amount, any of these
under the Federal actions may lead to
Insurance Contributions sanctions against your
Act (FICA), and you must company. When you

also contribute a employ independent
corresponding amount of contractors, such as
these taxes for each self-employed freelancers
employee. As an employer, or gig workers, FICA is

it is your responsibility to not a factor.

withhold the employee's
portion of the tax from
their wages and send
quarterly payments to the
IRS. FICA operates by
deducting a portion

of employee wages,
matching it, and remitting
it to the government.

The most frequent errors
are failing to make
quarterly tax payments,
improperly identifying
personnel as exempt, and
estimating tax payment
amounts. On top of having



LABOR LAW
COMPLIANCE
VIOLATIONS AND
CONSEQUENCES




Here are some examples of
violations of labor law
compliance. Note that
these are only a few of the
many potential labor law
violations. To find out the
specific penalties that

are applicable in particular
places, one can look at
state labor laws.

Paying Below The
Minimum Wage: Federal
law mandates that
employers pay their
employees at least $7.25
per hour. If businesses
don't, they must pay
interest and the money
they owe their employees
back. The businesses
would also be responsible
for preventing future
instances of these
violations. The DOL might
conduct additional audits.

Not Paying Overtime: A
violation of the overtime
laws would occur if an

employer failed to pay
employees 1.5 times their
regular hourly rate for
work completed for a
workweek. However,
salaried workers who make
at least $684 per week or
who perform
management, executive, or
administrative duties are
not entitled to overtime

pay.

Dismissal Of Employees
Without Adequate
Notice: Even if an
employee is requested to
resign, they must receive
an adequate warning so
that they can look for
alternative employment
and avoid having their
means of subsistence
threatened. The length of
the notice period might
vary between a few days to
a few weeks, depending
upon how long the person
has worked for the



company. Employers could
be fined for terminating
workers without giving
them enough notice.
Additionally, the worker
could need to be
reinstated.

Keeping Inaccurate
Records: The law requires
that accurate employment
records be kept. This
includes, among other
things, aspects like time
monitoring and salary
information. If it is
discovered that an
organization maintains
erroneous records, fines
may be applied.

Discrimination At Work: It
is illegal to treat workers
unfairly on the grounds of
their religion, race,
nationality, gender,
disability, or age. If an
organization is determined
to be discriminatory

against employees,
serious repercussions will
follow.

Noncompliance with labor
law has its consequences
on the employer. Some of
the major consequences of
not complying with labor
laws include:

Regarding hours and pay,
workers may file a
complaint with the Wage
and Hour Division if they
believe their employer isn't
paying the nationally
mandated minimum wage
or providing overtime pay.
If the DOL learns of an
employee complaint, an
investigation will be
opened. The investigators
will carefully examine the
organization's
recordkeeping procedures,
all employees' pay and
time records, and
employee categorization. If



the company is found to
have violated the law, fines
will be applied. The
following is a list of the
highest civil monetary
penalties for willful or
persistent breaking of the
law:

e Infractions involving
the minimum wage:
$2,074

e Overtime penalties:
$2,074

e Offenses involving
employee
misclassification:
$1,000

e Infractions of record
keeping: $1,084

Each case will be subject to
these civil sanctions. As a
result, a company that
deliberately violates the
minimum wage laws will
be punished for each
employee. Employees who
don't get the

compensation to which
they are entitled may
request back pay.

Infractions of the labor
laws involving children
have far harsher penalties
than those involving other
categories of labor law
infractions. The FLSA also
specifies the conditions for
hiring children. The
guidelines outline
dangerous and prohibited
activities, as well as a cap
on the number of hours
adolescents, can labor. It is
the responsibility of the
DOL's Wage and Hour
Division to enforce child
labor regulations. For
willful offenses, civil
monetary fines per kid can
reach a maximum of
$13,227. If the
infringement results in
serious injury or employee
death, the maximum civil



monetary fine is $60,115.
Employers who
continuously violate the
legislation risk being
imprisoned as well as a

monetary fine of $120,230.

Anti-discrimination laws
can be broken with serious
repercussions. If an
employer is found to be at
fault, they must provide
the injured employee with
remedies like severe and
compensatory damages.
Following are the
maximum damages that
can be awarded based on
the size of the
organization:

e S$50,000 for companies
with 15 to 100 workers

e 5$100,000 for
companies with 101 to
200 employees

e S$200 000 for
companies with 201 to
500 employees

e $300,000 for
companies with more
than 500 employees

Employee complaints are
what lead to OSH Act
inspections. Not just the
specific employee
complaint, the inspector
will visit the location and
extensively check the
business premises for any
labor law breaches. Serious
offenses are subject to
fines of at least $975 and
as much as $13,653 per
violation. For "other-than-
serious infractions," the
maximum fine is the same,
but there isn't a set
minimum fine. If you
knowingly commit the
same infringement more
than once, you risk a fine
of up to $136,532 for each
instance. If there is a
problem at the company
and the owner does not



handle it, he or she will be
responsible for paying
$13,653 every day until the
issue is fixed.

Investigations are sparked
by employee complaints
regarding federally
mandatory leaves. The
investigator would
examine the FMLA records
of the company. Employers
would be required to pay
S178 even if they merely
neglected to distribute
information about FMLA
rights in the workplace.
However, the Equal
Employment Opportunity
Commission (EEOC) can
order the employer to
repay the employee's
salary plus interest and to
reinstate him or her if the
investigator determines
that the firm unlawfully
terminated a worker based
on FMLA guidelines.

A company is required to
preserve proper records
for every candidate it
recruits for three years
following the hiring date
or one calendar year after
the employee's
termination, whichever
comes first. Organizations
would be punished if
audits revealed they had
broken the record-
keeping regulations.

Depending on your
business location and the
local, state, and federal
laws involved, you will
need to keep updated on
them all and ensure you
don’t violate any of them,
leading to severe
repercussions.



WHO IS IMPACTED
BY LABOR LAWS



Depending on the size of
the organization, different
labor regulations are
implemented, with larger
companies frequently
having additional
enforcement and reporting
obligations. For workers in
specific professions, such
as farm laborers and live-in
domestic workers, other
regulations offer
exemptions. As an
illustration, businesses
where employees receive
gratuities have lower
minimum wages. Students
and individuals with
disabilities like Down
syndrome who have
limited productivity may
be paid less than the
minimum wage. Here are
some examples of how
various-sized businesses
are impacted by federal
labor laws:

e Businesses with one or

more employees are
required to follow the
FLSA's rules for
mandatory overtime
pay, equal pay, and
hiring minors. They
also need to give
employees regular pay
at set periods.

With limited
exceptions, businesses
with yearly revenue of
over $500,000 must
adhere to the FLSA
minimum wage.

OSHA safety and
incident reports must
be submitted by
businesses with ten or
more employees.
Anti-discrimination
rules require
employers with 15 or
more staff members to
follow them, which
includes making
reasonable
accommodations for



staff members with
disabilities.

Employers with 20 or
more workers are
required to avoid age
discrimination and to
abide by COBRA if they
offer health insurance
benefits.

Employers with 50 or
more FTEs are required
to provide health
insurance to
employees and offer
family medical leave to
eligible people, such as
new parents.
Employers with 100 or
more employees are
required to provide 60
days' advance notice of
layoffs or closure, as
well as file EEO
guestionnaires with
demographic
information about their
workforce.

e Employers with 250 or
more employees must
electronically submit
their ACA
documentation.

As you review the listing of
labor laws, it's crucial to
keep in mind that many
states supplement these
national labor laws by
incorporating their
compliance requirements.
For instance, firms with 50
or more employees must
comply with the Family
Medical Leave Act (FMLA),
but in more than ten
states, a portion of this
leave must be offered to
individuals as paid time
off (PTO). Whichever

state or federal law is
more favorable to the
employee must be
followed as a business.



CONCLUSION



It might seem apparent
that your company must
abide by labor rules. There
are certain things to think
about, though, if you're
considering breaking the
law by paying staff "under
the table" or continuing to
use discriminatory hiring
procedures. But you need
to keep in mind the pros
and cons of complying with
labor laws — federal, state,
and local. The best
justification for adhering to
all applicable labor
regulations is to lower the
likelihood of audits,
penalties, and fines under
the labor laws. The
number of affected
employees times the
period your organization is
in violation is frequently
used to calculate fines.
Few fines and penalties are
necessary to drive a small
business out of business.

It's typical for present and
former employees to post
internet reviews of your
business. Candidates who
read those reviews are
unlikely to desire to work
for an organization that
flouts the law. Compliance
enables you to continue
being a desirable
employer. Customers,
especially in the restaurant
industry, are frequently
aware of how businesses
treat their employees, and
many won't do business
with companies that
engage in unethical or
discriminatory practices.
You'll probably boost
employee retention and
decrease turnover by
abiding by labor rules. This
might result in annual
savings of thousands of
dollars per retained
employee.

Remember that



formulating regulations
that must be upheld and
enforced while maintaining
compliance necessitates
educating management
and yourself about labor
laws. There are costs
associated with
compliance as labor laws
change frequently at the
federal, state, and local
levels, regardless of
whether you decide to
manage HR yourself with
software or pay
consultants or legal
advisers. Yearly HR
compliance checks take
time, but they are crucial
for proactively detecting
issues and resolving them.
Before the federal or state
government comes to
inspect your employment
procedures, you should
conduct your audits to find

any problems.

Federal labor laws broadly
refer to the regulations
that US companies with
employees must abide by.
The size of the company
affects how these
regulations are enforced.
To support their staff and
keep a positive reputation
as business owners, it is
advised that small business
owners try their best to
abide by these rules.
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