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The Colorado Employment Opportunity Act restricts the use of consumer credit information by employers in Colorado. The law 

applies to Colorado employers on and after July 1, 2013. For more information, visit www.colorado.gov/cdle/eoa 

Applies to private and public Colorado 

employers who employ 4 or more 

employees. The law also covers prospective 

employers with 4 or more employees. See  

8-1-101, C.R.S. 
 

Does not apply to: 
 

1. State or local law enforcement agencies 

2. Employers of private domestic servants 

or farm and ranch labor 

3. Employers who employ less than four 

employees 

4. Banks and financial institutions 

COVERAGE  
8-2-126(2)(e) 

 

This fact sheet is provided by the Colorado Division of Labor Standards and Statistics. Its condensed and simplified content is for general informational 
purposes only, and does not constitute legal advice. For more information, contact the Division, an attorney, or a human resources professional.  

 

August 2016 

Use of Consumer Credit Information by Employers 

§ 8-2-126, C.R.S. 

EMPLOYER REQUESTS FOR CREDIT REPORTS 
8-2-126(3)(a) 

In order for an employer to require an employee to consent to a request for a credit report that 

contains information about the employee's credit score, credit account balances, payment 

history, savings or checking account balances, or savings or checking account numbers as a 

condition of employment, one of these 3 scenarios must apply: 
 
1. The employer must be a bank or financial institution, or 

2. The report must be required by law, or 

3. The report must be “substantially related” (see section above) to the employee's cur-

rent or potential job and the employer has a bona fide purpose for requesting or us-

ing information in the credit report that is substantially related to the employee's 

current or potential job and is disclosed in writing to the employee. 

Consumer credit information means a 

written, oral, or other communication of 

information bearing on a consumer’s 

creditworthiness, credit standing, credit 

capacity, or credit history.  

 

Consumer credit information includes a 

credit score but does not include the 

address, name, or date of birth of an 

employee associated with a social security 

number.  

 

Credit score is defined as an attempted 

numerical quantification of a person’s 

creditworthiness or credit history. 

CONSUMER CREDIT INFORMATION 
8-2-126(2)(b)-(c) 

DEFINITION OF EMPLOYEE 
8-2-126(2)(d) 

Every person who may be permitted, 

required, or directed by any employer in 

consideration of direct or indirect gain or 

profit, to engage in any employment and 

includes an applicant for employment. 

In order for an employer to use consumer credit information for employment purposes in 

Colorado, the information must be “substantially related” to the employee’s current or 

potential job. “Substantially related” means the information contained in a credit report is 

related to the position for which the employee is being evaluated. 
 
I. The position must constitute: 
  

1. Executive personnel; 
 
2. Management personnel; 
 
3. Officers; or 
 
4. Employees who constitute professional staff to executive and management 

 personnel. 
 
 AND   
 
II. The position must also involve one or more of the following 4 responsibilities: 
 

1. Setting the direction or control of a business, division, unit, or an agency of a 

business; 
 
2. A fiduciary responsibility to the employer; 
 
3. Access to customers', employees', or the employer's personal or financial 

 information other than information customarily provided in a retail transaction; or 
 
4. The authority to issue payments, collect debts, or enter into contracts. 
 

Employers may use consumer credit information for employment purposes for positions with 

a bank or financial institution, or positions involving contracts with defense, intelligence, 

national security, space agencies of the federal government. 

PERMISSIBLE USE OF CONSUMER CREDIT INFORMATION FOR EMPLOYMENT PURPOSES 
8-2-126(3)(a) & 8-2-126(2)(g) 

Colorado Employment Opportunity Act 

http://www.colorado.gov/cdle/labor
http://www.colorado.gov/cdle/eoa
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Use of Consumer Credit Information by Employers 

 § 8-2-126, C.R.S. 

Colorado Employment Opportunity Act 

The Division accepts complaints from employees or applicants who have been subjected to alleged violations of the Employment 

Opportunity Act.  

 

The Division only accepts complaints filed by individuals who have been directly affected by the employer’s prohibited consumer credit 

practices (the specific employee or applicant whose consumer credit information was involved). The Division does not accept anonymous 

complaints, or complaints from individuals not directly affected by the employer’s practices. 

 

The Division investigates complaints, conducts hearings, and may issue a penalty of up to $2,500 to a prevailing party. The prevailing party 

may be the employee, applicant, or employer. 

 

Complaint forms and instructions are available at www.colorado.gov/cdle/eoa 

COMPLAINTS AND PENALTIES 
8-2-126(5)-(6) 

EXPLANATION OF CREDIT INFORMATION TO THE EMPLOYER 
8-2-126(3)(b) 

When consumer credit information is substantially related to the 

employee's current or potential job, an employer may (but is not 

required to) inquire further of the employee to give him or her the 

opportunity to explain any unusual or mitigating circumstances 

where the consumer credit information may not reflect money 

management skills but is rather attributable to some other factor, 

including a layoff, error in the credit information, act of identity 

theft, medical expense, military separation, death, divorce, or 

separation in the employee's family, student debt, or a lack of credit 

history. 

If an employer relies, in whole or in part, on consumer credit 

information to take adverse action regarding the employee whose 

information was obtained, the employer shall disclose that fact, and 

the particular information upon which the employer relies, to the 

employee. 

 

Adverse actions which require disclosure include: for an applicant 

for employment, denial of employment; for an employee, demotion, 

reassignment to a lower-ranked position or to a position with a 

lower level of compensation, decrease in compensation level, denial 

of promotion, or termination of employment; or any other decision 

for employment purposes that adversely affects an employee or 

applicant.  

 

The employer shall make the disclosure required to an employee in 

writing or to an applicant using the same medium in which the 

application was made. 

ADVERSE ACTIONS 
8-2-126(2)(a) & 8-2-126(4) 

DISCLOSURE REQUIREMENTS 
8-2-126(3)(a) & 8-2-126(4) 

If the employer wishes to require an employee to consent to a 

request for a credit report: 

 

 The employer must demonstrate that the report is “substantially 

related” to the position, and disclose that in writing to the 

employee. 

 

If adverse action is taken: 

 

 If an employer relies, in whole or in part, on consumer credit 

information to take adverse action regarding the employee 

whose information was obtained, the employer shall disclose 

that fact in writing, and the particular information upon which 

the employer relies, to the employee. 

Nothing in the Colorado Employment Opportunity Act imposes any 

liability on a person, including a consumer reporting agency, as that 

term is defined in § 12-14.3-102(4), C.R.S., for providing an 

employer with consumer credit information. 

LIABILITY 
8-2-126(7) 

http://www.colorado.gov/cdle/eoa


General Employment Laws and Resources 

STATE AGENCIES 

Civil Rights dora.state.co.us/civil
-rights 303-894-2997 

Department of 
Labor & 

Employment 
colorado.gov/cdle 303-318-8000 

Labor Standards 
& Statistics 

colorado.gov/cdle/
labor 303-318-8441 

Revenue colorado.gov/
revenue 303-238-7378 

Unemployment colorado.gov/cdle/ 303-318-9000 

Workers’ 
Compensation 

colorado.gov/cdle/
dwc 303-318-8700 

Colorado Workforce Centers provide easy access to a 

wide array of employment and training services and job 

opportunities in Colorado.  

 Information: www.colorado.gov/cdle/jobs-training 

EMPLOYMENT AND TRAINING 

It is a discriminatory or unfair employment 

practice for an employer in Colorado to terminate 

the employment of any employee due to that 

employee’s engaging in any lawful activity off 

the premises of the employer during nonworking 

hours, unless such a restriction either: 

1. Relates to a bona fide occupational 

requirement OR 

2. Is necessary to avoid a conflict of interest 

with any responsibilities to the employer or 

the appearance of such a conflict of interest. 

 Information: Contact an attorney.  

OFF-DUTY ACTIVITIES 

 Employees who have 3 or more non-work 

hours available during the hours polls are 

open (typically 7:00 a.m. to 7:00 p.m.) on 

election day are not entitled to time off to 

vote. 

 Upon prior request (before election day) by 

the employee, employers must provide up to 

2 hours of paid time off to vote if the 

employee does not have 3 or more non-work 

hours between 7:00 a.m. and 7:00 p.m.  

 The Secretary of State oversees elections.  

 Information: www.elections.colorado.gov  

VOTING AND PAY 

 All regularly employed trial or grand jurors 

shall be paid regular wages, but not to exceed 

$50 per day unless by mutual agreement 

between the employee and employer, by their 

employers for the first 3 days of juror service 

or any part thereof. 

 State law protects a juror’s job; an employer 

shall not threaten, coerce, or discharge an 

employee for reporting for juror service as 

summoned.   

 Information: www.courts.state.co.us 

JURY DUTY AND PAY 

Colorado law states that any employer who 

provides information about a current or former 

employee’s job history or job performance to a 

prospective employer of the current or former 

employee is immune from civil liability and is 

not liable in civil damages for the disclosure or 

any consequences of the disclosure.  

This immunity shall not apply when: 

1. The information disclosed by the current or 

former employer was false AND 

2. The employer providing the information 

knew or reasonably should have known that 

the information was false. 

 Information: Contact an attorney.  

EMPLOYMENT REFERENCES 

The Colorado UI Program provides temporary and 

partial wage replacement to workers who have become 

unemployed through no fault of their own. 

 Information: www.colorado.gov/cdle 

UNEMPLOYMENT INSURANCE 

The Division of Workers’ Compensation administers 

the mandatory WC insurance program.  

 Information: www.colorado.gov/cdle/dwc 

WORKERS’ COMPENSATION 

Small claims courts in Colorado are a division of 

the county court system designed to provide a 

quick and inexpensive resolution to minor 

claims. Small claims courts are courts of limited 

jurisdiction; the court cannot award more than 

$7,500 in monetary awards.  

 Information: www.courts.state.co.us  

SMALL CLAIMS COURT 

Information on occupational wages, employment 

statistics, and labor force trends is available.   

 Information: www.colmigateway.com/ 

LABOR MARKET INFORMATION 

The Colorado Civil Rights Division handles claims of 

discrimination in employment, housing, and public 

accommodations in Colorado. 

 Information: www.dora.state.co.us/civil-rights  

DISCRIMINATION 

FEDERAL AGENCIES 

Bankruptcy cob.uscourts.gov 720-904-7300 

DOL dol.gov 720-264-3250 

EEOC eeoc.gov 303-866-1300 

Immigration uscis.gov 800-375-5283 

IRS irs.gov 800-829-1040 

NLRB nlrb.gov 303-844-3551 

OSHA osha.gov 303-844-5285 

Employees may have a higher priority in 

bankruptcy than other creditors. If your 

employer has filed for bankruptcy you will need 

to contact the appropriate bankruptcy court to 

enter a claim. The Division cannot assist in 

disputes when the employer has filed for 

bankruptcy.  

 Information: www.cob.uscourts.gov  

EMPLOYER BANKRUPTCY 

 

Holiday Pay 

Colorado wage law does not require nor prohibit any 

paid holidays. When an employee is paid for a non-work 

holiday, the holiday hours do not count towards 

overtime unless actual work was performed.  

Sick Pay 

Colorado wage law does not require nor prohibit sick 

pay or leave. Colorado wage law does not require 

employers to provide paid leave due to illness.  

Severance Pay 
Colorado wage law does not require nor prohibit 

severance pay. Severance pay is a benefit offered by 

employers at their own discretion. 

Medical or Pregnancy Leave  

Colorado does not have a medical or pregnancy leave 

law that applies to the private sector. 

Domestic Abuse Leave  

Employees in Colorado may request or take up to 3 

working days of leave from work in any 12-month 

period, with or without pay, if the employee is the victim 

of domestic abuse, stalking, sexual assault, or other 

crimes related to domestic abuse.  

This leave law applies only to employers who employ 50 

or more employees and to employees who have been 

employed with the employer for 12+ months. 

 Information: Contact an attorney.  

WORK LEAVE 

Colorado follows the legal doctrine of “employment-at-will”, which provides that employers and employees have an at-will relationship either of them may 

terminate at any time without advance notice or cause unless the employee is hired for a definite period of time or there is an agreement limiting the reasons for 

discharge. There are many exceptions to employment-at-will, including various exceptions created by the legislature and the courts such as discrimination, public 

policy, and contract law. Contact an attorney for more information.  

EMPLOYMENT-AT-WILL 

This complimentary guide is provided by the Colorado Division of Labor Standards and Statistics. Its condensed and simplified content is for general informational purposes only, and does not constitute 
legal advice.  For more information contact the Division, an attorney, or an HR professional.  
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The Keep Jobs in Colorado Act requires that Colorado labor be employed to perform at least 80% of the work on a public works project. 

The law applies to new contracts for which invitations for bids or the request for proposals were issued on or after January 1, 2014.  

For more information, visit www.colorado.gov/cdle/kjica 

Applies to contractors who are working on 

public works projects funded in whole or in 

part by counties, school districts, or 

municipalities of the State of Colorado, and 

the project is undertaken in the State of 

Colorado.   
 

 The Division does not have authority to 

assist you if:  
 

1. The project is not a public works project. 

2. The public works project is financed 

with any amount of federal money. 

3. A waiver of the 80% Colorado labor 

requirement was granted by the 

governmental body overseeing the 

public works project. 

4. The public works project was bid on 

and/or completed before January 1, 

2014. 

5. The public works project was completed 

more than 90 days prior to filing the 

complaint. 

COVERAGE  

§ 8-17-101(1) & § 8-17-107 
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The 80% Colorado Labor Requirement 

§ 8-17-101, et. seq., C.R.S. 

Whenever any public works project 

financed in whole or in part by funds of the 

state, counties, school districts, or 

municipalities of the State of Colorado are 

undertaken in this state, Colorado labor 

shall be employed to perform at least 80% 

of the work. 

CORE REQUIREMENT 
§ 8-17-101(1)  

"Public works project" shall have the same meaning as "public project" as defined in § 8-

19-102(2). In accordance with § 8-19-102(2), C.R.S., and § 24-92-102(8), C.R.S., “public 

works project” is defined as: 
 
i. any construction, alteration, repair, demolition, or improvement of any land, building, 

structure, facility, road, highway, bridge, or other public improvement suitable for and 

intended for use in the promotion of the public health, welfare, or safety and any 

maintenance programs for the upkeep of such projects, including any such project 

awarded by any county, including any home rule county, municipality, as defined in § 31

-1-101(6), C.R.S., school district, special district, or other political subdivision of the 

state for which appropriation or expenditures of moneys in the aggregate fiscal year may 

be reasonably expected to exceed $500,000. 

ii. any project under the supervision of the Colorado Department of Transportation (CDOT) 

for which appropriation or expenditures of moneys in the aggregate fiscal year may be 

reasonably expected to exceed $150,000. 

iii. any highway or bridge construction, whether undertaken by the department of 

transportation or by any political subdivision of the state of Colorado for which 

appropriation or expenditures of moneys in the aggregate fiscal year may be reasonably 

expected to exceed $50,000. 

iv. any project for construction entered into by a governmental body of the executive branch 

of Colorado which is subject to the “Procurement Code.” (§§ 24-101-101 through 24-112

-101, C.R.S.). 

 

"Colorado labor" means any person who is a resident of the state of Colorado, at the time of 

the public works project, without discrimination as to race, color, creed, sex, sexual 

orientation, marital status, national origin, ancestry, age, or religion except when sex or age is 

a bona fide occupational qualification.  

 

i. A resident of the state of Colorado is a person who can provide a valid Colorado driver's 

license, a valid Colorado state-issued photo identification, or documentation that he or 

she has resided in Colorado for the last thirty days. 

 

The terms “site of the project” and “worker” are not defined in the law. Davis Bacon 

definitions are utilized for each of the terms.  

 

“Site of the project” is the physical place or places where the building or work called for in 

the contract will remain; and any other site where a significant portion of the building or 

work is constructed, provided that such site is established specifically for the performance of 

the contract or project. It does not included permanent home offices, branch plant 

establishments, fabrication plants, tool yards, etc., of a contractor or subcontractor whose 

location and continuance in operation are determined wholly without regard to a particular 

public works contract or project.    

DEFINITIONS 
§ 8-17-101(2)(a)-(b), § 8-19-102(2), § 24-92-102(8) 

Keep Jobs in Colorado Act (KJICA) 

COMPLIANCE 
§ 8-17-105 & § 8-17-101(2)(a) 

In order for a contractor to be found in 

compliance, 80% of total taxable wages 

plus fringe benefits must be paid to workers 

who satisfy the definition of Colorado labor 

and are employed directly on the site of the 

public works project. 

http://www.colorado.gov/cdle/labor
http://www.colorado.gov/cdle/kjica
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The 80% Colorado Labor Requirement 

§ 8-17-101, et. seq., C.R.S. 

Keep Jobs in Colorado Act (KJICA) 

The governmental body financing a public works project shall waive 

the 80% Colorado labor requirement if there is reasonable evidence 

to demonstrate insufficient Colorado labor to perform the work of 

the project and if compliance with the law would create an undue 

burden that would substantially prevent a project from proceeding to 

completion. 

 

A governmental body that allows a waiver shall post notice of the 

waiver and a justification for the waiver on its website. A 

governmental body shall not impose contractual damages on a 

contractor for delay in work due to the waiver process. 

WAIVER of the 80% COLORADO LABOR REQUIREMENT 
§ 8-17-101(1) 

CONTRACTOR OBLIGATIONS 
§ 8-17-104(1) & § 8-17-105  

In the event of an investigation, the contractor shall provide the 

following documentation to the Division within 14 days of a 

request, unless additional time is granted at the Division’s 

discretion: 

 

i. Total taxable wages plus fringe benefits for each covered 

worker on the public works project; AND 

ii. The required residency documentation for each covered worker 

on the public works project. 

 

Upon request by the contractor, each subcontractor on the public 

works project shall provide the required documentation listed above 

to the contractor. Each subcontractor shall retain the required 

documentation for at least 180 days after the completion of the 

entire public works project. 

“Worker” is defined pursuant to the Davis Bacon Act, 29 C.F.R. § 

5.2. Workers are those whose duties are manual or physical in 

nature (including those workers who use tools or who are 

performing the work of a trade), as distinguished from mental or 

managerial. The term does not apply to workers whose duties are 

primarily administrative, executive, or clerical, rather than manual. 

DEFINITIONS (continued) 
§ 8-17-101(2)(a)-(b), § 8-19-102(2), § 24-92-102(8) 

CONTRACT PROVISION 
§ 8-17-102 

All contracts let for public works financed in whole or in part by 

funds of the state, counties, school districts, or municipalities of the 

State of Colorado shall contain provision for the preference in 

employment of Colorado labor. 

In order for a worker to satisfy the residency requirement, the 

worker must provide documentation that he or she has resided in 

Colorado for the last 30 days prior to his or her first date of work on 

the public works project. Workers who establish residency during 

the course of the project may also qualify pursuant to the Division’s 

determination. 

 

Examples of acceptable residency documentation include a valid 

Colorado driver’s license, or a valid Colorado state-issued photo 

identification. 

 

Examples of potentially acceptable residency documentation may 

include, but not be limited to, Colorado voter registration, utility 

bill, rental lease, state income tax returns, ownership of residential 

real property, and additional documentation which establishes proof 

of residency in the State of Colorado. 

RESIDENCY DOCUMENTATION 
§ 8-17-101(2)(a) 

PENALTIES 
§ 8-17-104(2)(a)-(d) 

After conducting an investigation of a complaint, if the Division 

determines that a contractor has knowingly violated the requirements 

of the law, the Division shall impose a fine on such contractor as 

follows: 

i. First violation: $5,000 or an amount equal to 1% of the cost of 

the contract, whichever is less; 

ii. Second violation: $10,000 or an amount equal to 1% of the cost 

of the contract, whichever is less; 

iii. Third violation or any thereafter: $25,000 or an amount equal to 

1% of the cost of the contract, whichever is less. 

 

If the Division has imposed three fines on a contractor within 5 years 

and finds the violations to be egregious, the Division may initiate the 

process to debar the contractor pursuant to § 24-109-105, C.R.S. 

 

The Division may dismiss a complaint at its discretion if, after 

conducting an investigation, the Division determines that the 

circumstances that led to the complaint were the result of a minor 

paperwork violation. 

COMPLAINTS 

A person who alleges a potential violation may file a written 

complaint with the Division, using the Division-approved form. 

Anonymous complaints will not be accepted. The complaint shall 

include the complainant’s signature, contact information, and basis 

for the complaint. Failure to include this information may result in 

administrative dismissal of the complaint. 

 

Complaint instructions and the form are available at 

www.colorado.gov/cdle/kjica 

http://www.colorado.gov/cdle/kjica


COLORADO DEPARTMENT OF LABOR AND EMPLOYMENT 
DIVISION OF LABOR STANDARDS AND STATISTICS 
www.colorado.gov/cdle/labor 

This form is provided as a courtesy by the Colorado Division of Labor Standards and Statistics.  
Other Notice of Paydays Posters may be acceptable provided that they contain the elements and 

information required by 8-4-107, C.R.S.  

NOTICE OF PAYDAYS 
In accordance with 8-4-107, C.R.S.: 

Every employer shall post and keep posted conspicuously at the place of 
work if practicable, or otherwise where it can be seen as employees come 
or go to their places of work, or at the office or nearest agency for 
payment kept by the employer a notice specifying the regular paydays and 
the time and place of payment, in accordance with the provisions of 
section 8-4-103, and also any changes concerning them that may occur 
from time to time. 

Pay periods can be no greater duration than a calendar month or 30 days, whichever is 
longer. Paydays must occur no later than 10 days following the close of each pay 
period. 8-4-103, C.R.S. 

EMPLOYEES ARE PAID ON REGULAR PAYDAYS AS FOLLOWS: 

Time: 

Place:

Weekly; Fridays

Direct Deposit

http://www.colorado.gov/cdle/labor
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Effective August 7, 2006, a Colorado law (8-17.5-101 & 102, C.R.S.) imposes requirements upon persons who have a public contract 

for services with state agencies or political subdivisions. This law was amended on May 13, 2008, allowing contractors to use the 

Department Program as an alternative to E-Verify. For more information, visit www.colorado.gov/cdle/labor   

IMMIGRATION LAW: 8-17.5-101 & 102, C.R.S. 
(HB 06-1343) 

Contractor: A person having a public contract for services with a 

state agency or political subdivision of the state.  
 

Public contract for services: Any type of agreement, regardless of 

what the agreement may be called, between a state agency or 

political subdivision and a contractor for the procurement of 

services.  
 

Services: The furnishing of labor, time, or effort by a contractor or 

a subcontractor not involving the delivery of a specific end product 

other than reports that are merely incidental to the required 

performance.  
 

State agency: Any department, commission, council, board, 

bureau, committee, institution of higher education, agency, or other 

governmental unit of the executive, legislative, or judicial branch 

of state government. 
 

Political subdivision: Any city, county, city and county, town, 

special district, school district, local improvement district, or any 

other kind of municipal, quasi-municipal, or public corporation 

organized pursuant to law. 
 

E-Verify Program: The electronic employment verification 

program created in Public Law 104-208, as amended, and 

expanded in Public Law 108-156, as amended, and jointly 

administered by the United States Department of Homeland 

Security and the Social Security Administration, or its successor 

program.   

DEFINITIONS 
8-17.5-101 

 

A state agency or political subdivision shall not enter into or renew a public contract for services with a contractor who: 
  

(1) Knowingly employs or contracts with an illegal alien to perform work under the contract, or  

(2) Knowingly contracts with a subcontractor who knowingly employs or contracts with an illegal alien to perform work under the contract. 
 
 

Prior to executing a public contract for services, each prospective contractor shall certify that, at the time of the certification:  
 

(1) It does not knowingly employ or contract with an illegal alien who will perform work under the public contract for services, and  

(2) That the contractor will participate in the E-Verify program or the Department Program in order to confirm the employment eligibility of 

all employees who are newly hired for employment to perform work under the public contract for services.  

OVERVIEW  
8-17.5-102(1) 

Colorado Public Contracts for Services 

and Illegal Aliens Law 
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Public contract for services does not include: 
 

(1) Agreements relating to the offer, issuance, or sale of securities, 

including but not limited to agreements pertaining to: 

        (a) Underwriting, marketing, remarketing, paying, 

 transferring, rating, or registering securities; or 

        (b) The provision of credit enhancement, liquidity support, 

 interest rate exchanges, or trustee or financial consulting 

 services in connection with securities; or 

(2) Agreements for investment advisory services or fund  

management services; 

(3) Any grant, award, or contract funded by any federal or private 

entity for any research or sponsored project activity of an 

institution of higher education or an affiliate of an institution 

of higher education that is funded from moneys that are 

restricted by the entity under the grant, award, or contract. For 

purposes of this paragraph, “sponsored project” means an 

agreement between an  institution of higher education and 

another party that provides restricted funding and requires 

oversight responsibilities for research and development or 

other specified programmatic activities that are sponsored by 

federal or private agencies and organizations; 

(4) Intergovernmental agreements; or 

(5) Agreements for information technology services or products 

and services. 
 

EXCLUDED FROM THE LAW   8-17.5-101(6)(b) 

(Public contract for services does not include) 

http://www.colorado.gov/cdle/labor
http://www.colorado.gov/cs/Satellite/CDLE-LaborLaws/CDLE/1248095356380
http://www.dhs.gov/ximgtn/programs/gc_1185221678150.shtm


 

 

CERTIFICATION AND CONTRACT PROVISIONS  
8-17.5-102(2) 

 

Each public contract for services shall include a provision that the 

contractor shall not:  
 

(1) Knowingly employ or contract with an illegal alien to perform work 

under the public contract for services; or 
 

(2) Enter into a contract with a subcontractor that fails to certify to the 

contractor that the subcontractor shall not  knowingly employ or 

contract with an illegal alien to perform work under the public contract 

for services.  
 

 

Each public contract for services shall also include the following provisions: 
 

 

(1) A provision stating that the contractor has confirmed the employment 

eligibility of all employees who are newly hired for employment to 

perform work under the public contract for services through 

participation in either the E-Verify Program or the Department Program. 
 

 

(2) A provision that prohibits the contractor from using either the E-Verify 

Program or the Department Program procedures to undertake pre-

employment screening of job applicants while the public contract for 

services is being performed; 
 

 

(3) A provision that, if the contractor obtains actual knowledge that a 

subcontractor performing work under the public contract for services 

knowingly employs or contracts with an illegal alien, the contractor 

shall be required to:  
 

 (a) Notify the subcontractor and the contracting state agency or political 

subdivision within three days that the contractor has actual knowledge 

that the subcontractor is employing or contracting with an illegal alien;  
 

 (b) Terminate the subcontract with the subcontractor if within three days 

of receiving the required notice the subcontractor does not stop 

employing or contracting with the illegal alien; except that the 

contractor shall not terminate the contract with the subcontractor if the 

subcontractor provides information to establish that the subcontractor 

has not knowingly employed or contracted with an illegal alien;   
 
 

(4) A provision that requires the contractor to comply with any reasonable 

request by the department made in the course of an investigation that the 

department is undertaking pursuant to 8-17.5-102(5). 

IMMIGRATION LAW: 8-17.5-101 & 102, C.R.S. 
(HB 06-1343) 

SECRETARY OF STATE NOTIFICATION AND LIST  
8-17.5-102(4) 

 

A state agency or political subdivision shall notify the office of the secretary of state if a contractor violates a provision of a public contract for 

services required pursuant to 8-17.5-102(2) and the state agency or political subdivision terminates the contract for such breach.  
 

Based on this notification, the secretary of state shall maintain a list that includes the name of the contractor, the state agency or political subdivision 

that terminated the public contract for services, and the date of the termination. A contractor shall be removed from the list if two years have passed 

since the date the contract was terminated, or if a court of competent jurisdiction determines that there has not been a violation of the provision of the 

public contract for services required pursuant to 8-17.5-102(2).  
 

A state agency or political subdivision shall notify the office of the secretary of state if a court has made such a determination. The list shall be 

available for public inspection at the office of the secretary of state and shall be published on the internet on the website maintained by the office of 

the secretary of state.  

 

 

The department may investigate whether a contractor is complying 

with the provisions of a public contract for services required 

pursuant to 8-17.5-102(2).    
 
 

 

Department Authority:  
 

 

 

(1) Conduct on-site inspections where a public contract for 

services is being performed within the state of Colorado; 
 

(2) Request and review documentation that proves the citizenship 

of any person performing work on a public contract for 

services; 
 

(3) Take any other reasonable steps that are necessary to 

determine whether a contractor is complying with the 

provisions of a public contract for services required pursuant 

to 8-17.5-102(2).  
 

(4) The department may conduct random audits of state agencies 

and political subdivisions to review documentation required by 

8-17.5-102(5)(c).   
 

 

 

Receipt of Complaints: 
 

 

 

The department shall receive complaints of suspected violations of 

a provision of a public contract for services required pursuant to 8-

17.5-102(2) and shall have discretion to determine which 

complaints, if any, are to be investigated.  
 

 

 

Contract Termination: 
 

 

 

If a contractor violates a provision of the public contract for 

services required pursuant to 8-17.5-102(2), the state agency or 

political subdivision may terminate the contract for a breach of the 

contract. If the contract is so terminated, the contractor shall be 

liable for actual and consequential damages to the state agency or 

political subdivision.   
 

DEPARTMENT OF LABOR AUTHORITY AND ENFORCEMENT 
8-17.5-102(5) 

Colorado Public Contracts for Services and Illegal Aliens Law 
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E-Verify 
 

Contractors covered by the Colorado law will participate in the federal E-

Verify program or the Department Program.  
 

The E-Verify Program is a web-based application that provides a company 

with a way to electronically verify the employment authorization of all 

newly-hired employees, regardless of citizenship. 
 

The E-Verify Program may not be used to undertake pre-employment 

screening. 
 

Registration for E-Verify 
 

You can register online for E-Verify at:  

http://www.dhs.gov/ximgtn/programs/gc_1185221678150.shtm 
 

Questions on registration/use may be directed to the federal Office of 

Verification (USCIS) toll-free at 1-888-464-4218. 
 

E-Verify Questions and Answers: 
 

Q. How much does it cost to participate in the E-Verify Program? 

A: There is no charge to the employer.  
 

Q. What equipment is needed for E-Verify? 

A: You need a personal computer with access to the Internet. 
 

Q. What are the advantages for employers to participate in the E-Verify 

Program? 

A: E-Verify removes the guesswork from document review during the Form 

I-9 process; it allows the employer to confirm the employment eligibility of 

all newly hired employees; it improves the accuracy of wage and tax 

reporting; and it protects jobs for authorized workers. 
 

Q. Can I verify the work eligibility of all employees in my company? 

A: No, you may only verify the employment eligibility of employees hired 

after you signed the Memorandum of Understanding (MOU). 
 

Q. Does participation in E-Verify eliminate the requirement of completing a 

Form I-9, Employment Eligibility Verification Form? 

A: No, Form I-9 requirements remain the same with the exception that all 

"List B" identity documents must contain a photograph. 
 

Q. Can I use the system to re-verify the employment eligibility of an 

employee whose employment eligibility document has expired? 

A: No, the system should not be used to re-verify employment eligibility. 

You would follow the procedures currently in place by completing Section 

3 of the Form I-9. 
 

Resources on federal law and the E-Verify Program 
 

 

Visit www.uscis.gov > “for employers” > 
 

a. About E-Verify 
  

b. Form I-9, Employment Eligibility Verification (revised 8/7/09) 
 

c. M274, Handbook for Employers (revised 1/5/11) 
 

E-VERIFY PROGRAM 

IMMIGRATION LAW: 8-17.5-101 & 102, C.R.S. 
(HB 06-1343) 
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DEPARTMENT PROGRAM 
8-17.5-102(5)(c) 

 

 

 

 

The option to enroll in the Department Program instead of E-Verify 

was created by Colorado State Senate Bill 08-193, which amended 

the Public Contracts for Services and Illegal Aliens Law, 8-17.5-

101 and 102, C.R.S. on May 13, 2008.   
 

 

Department Program Details: 
 

 

(1) Any contractor who participates in the Department Program 

shall notify the department and the contracting state agency or 

political subdivision of such participation. A participating 

contractor shall comply with the provisions of paragraph (2) 

and shall consent to department audits conducted in 

accordance with paragraph (3). Failure to meet either of these 

obligations shall constitute a violation of the Department 

Program. The Executive Director shall notify a contracting 

state agency or political subdivision of such violation. 
 

(2) A participating contractor shall, within twenty days after hiring 

an employee who is newly hired for employment to perform 

work under the public contract for services, affirm:  

 That the contractor has examined the legal work status of 

such employee; 

 Retained file copies of documents required by 8 U.S.C. 

section 1324a (commonly known as I-9 identity and 

employment authorization documents), and; 

 Not altered or falsified the identification documents for such 

employees. 
 

The contractor shall provide a written, notarized copy of the 

affirmation to the contracting state agency or political 

subdivision. 
 

(3) The department may conduct random audits of state agencies 

and political subdivisions to review documentation required by 

8-17.5-102(5)(c).   
 

Nothing in the Department Program shall be construed as requiring 

a contractor to violate any terms of participation in the E-Verify 

Program. 
 

 

Additional Information: 
 

 

For additional information on the Department Program, please see 

the following:  
 

a. Department Program Process Guide 
  

b. Contractor Notice of Participation in the Department Program  
 

c. Sample Contractor Affirmation  

Contractors who enter into or renew a public contract for services with Colorado state agencies or political 

subdivisions must participate in either the federal E-Verify Program or the Colorado Department of Labor 

Department Program (“Department Program”).   

http://www.dhs.gov/ximgtn/programs/gc_1185221678150.shtm
http://www.uscis.gov/
http://www.uscis.gov/portal/site/uscis/menuitem.eb1d4c2a3e5b9ac89243c6a7543f6d1a/?vgnextoid=75bce2e261405110VgnVCM1000004718190aRCRD&vgnextchannel=75bce2e261405110VgnVCM1000004718190aRCRD
http://www.uscis.gov/files/form/i-9.pdf
http://www.uscis.gov/files/form/m-274.pdf
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COVERAGE 
8-2-127(1)(c) 

Applies to public and private employers in 

Colorado. 
 
Does not apply to: 
 

 The Department of Corrections 

 County Corrections Departments 

 Any state or local law enforcement 

agency.  

An employer may not access an employee’s or applicant’s personal social media accounts. The law applies to Colorado employers 

on or after May 11, 2013. For more information, visit www.colorado.gov/cdle/socialmedia 

EMPLOYER PROHIBITIONS 
8-2-127(2)(a) 

An employer may not: 
 
1. Suggest, request, or require that an employee or applicant disclose, or cause an employee  

or applicant to disclose, any user name, password, or other means for accessing the 

employee’s or applicant’s personal account or service through the employee’s or 

applicant’s personal electronic communications device. 
 
2. Compel an employee or applicant to add anyone, including the employer or his or her 

agent, to the employee’s or applicant’s list of contacts associated with a personal social 

media account. 
 
3. Require, request, suggest, or cause an employee or applicant to change privacy settings 

associated with a personal social networking account. 

Colorado Social Media and the Workplace Law 
“Facebook Law” 

An employer shall not: 
 

 Discharge, discipline, or otherwise 

penalize or threaten to discharge, 

discipline, or otherwise penalize an 

employee for an employee's refusal to 

disclose personal social media 

information, or refusal to add the 

employer to the list of the employee's 

contacts or to change the privacy 

settings associated with a personal social 

media account. 

 Fail or refuse to hire an applicant 

because: the applicant refuses to disclose 

personal social media information as 

specified in the law, or the applicant 

refuses to add the employer to the 

applicant's list of contacts or to change 

the privacy settings associated with a 

personal social media account. 

EMPLOYER ACTIONS 
8-2-127(3) 

An employer may: 
 
1. Access information about employees and applicants that is publicly available online. 
 
2. Require an employee to disclose any user name, password, or other means for accessing 

nonpersonal accounts or services that provide access to the employer’s internal computer 

or information systems. 
 
3. Conduct an investigation to ensure compliance with applicable securities or financial 

law or regulatory requirements based on the receipt of information about the use of a 

personal website, internet website, web-based account, or similar account by an 

employee for business purposes. 
 
4. Investigate an employee's electronic communications based on the receipt of information 

about the unauthorized downloading of an employer's proprietary information or 

financial data to a personal website, internet website, web-based account, or similar 

account by an employee. 

EXCEPTIONS TO PROHIBITIONS 
8-2-127(2) & (4) 

The Division accepts complaints from employees or applicants who have been subjected to alleged violations of the Colorado Social Media 

and the Workplace Law. The Division investigates complaints, conducts hearings of appeals, and may issue a fine of up to $1,000 for the 

first offense and a fine not to exceed $5,000 for each subsequent offense. 
 
Complaint forms and instructions are available at www.colorado.gov/cdle/socialmedia 

COMPLAINTS AND PENALTIES 
8-2-127(5) 

§ 8-2-127, C.R.S. 

http://www.colorado.gov/cdle/labor
http://www.colorado.gov/cdle/socialmedia
http://www.colorado.gov/cdle/socialmedia
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  The Colorado Wage Act (C.R.S. 8-4-101 et seq.) requires Colorado employers to pay employees their earned wages in a timely manner.  
The Wage Act is commonly referred to as the Colorado Wage Law or Colorado Wage Claim Act, and was amended by the Wage Protection Act of 2014. 

Applies to private sector employers in Colorado.  

Does not apply to public sector employers.  

Does not apply to independent contractors.  

COVERAGE  
(8-4-101) 

 Pay periods can be no greater duration than a 

calendar month or 30 days, whichever is 

greater. 

 Paydays must occur no later than 10 days 

following the close of each pay period.  

PAY PERIODS AND PAYDAYS  
(8-4-103(1)) 

At least monthly, or at the time of payment of 

wages, the employer shall furnish to the 

employee an itemized pay statement in writing 

showing: 

 Gross and net wages, earned 

 All withholdings and deductions 

 Inclusive dates of the pay period 

 Name of the employee or SS# 

 Name and address of the employer 

PAY STATEMENTS  

(8-4-103(4)) 

Wages must be delivered to either the work site, 

employer’s local office, or the employee’s last 

known mailing address as follows: 

Employer ends the employment relationship 

1. If the accounting unit is scheduled to be 

operational, pay is due immediately. 

2. If the accounting unit is not scheduled to be 

operational, pay is due not later than 6 hours 

after the start of the accounting unit’s next 

regular workday. 

3. If the accounting unit is located off-site, then 

wages are due no later than 24 hours after the 

start of the accounting unit’s next regular 

workday. 

Employee quits or resigns 

Wages are due by or on the next regular payday.  

FINAL PAY 
(8-4-109) 

If an employer refuses to pay all earned wages, 

the employer shall be liable for the owed wages 

and a penalty that may meet or exceed 125% of 

the amount owed, or up to 10 days of the 

employee’s daily earnings, whichever is greater. 
 

3 Categories of Employer Fines 
 

1. A fine of up to $250 per employee, per month, 

for failures to retain or provide proper pay 

statements to the Division or to employee(s), 

with a maximum of $7,500. 
  

2. A fine of up to $50 per day, per employee, for 

each failure to pay an employee, commencing 

from the date that the wages were due and 

payable to the employee(s). 
  

3. A fine of $250 for each failure to respond to a 

notice from the Division that required a 

response.  

WAGES OWED, PENALTIES, AND FINES 
(8-4-109(3)),(8-4-103),(8-4-113) 

1. The Director of the Division is required or 

authorized to conduct investigations and 

inquiries regarding alleged violations of the 

Wage Act. 

2. District Attorneys in Colorado may prosecute 

violations of the Wage Act. 

3. Employees may pursue wages in a civil action. 

ENFORCEMENT  
(8-4-111) 

Employers may not intimidate, threaten, restrain, 

coerce, discharge, or in any manner discriminate 

against any employee who has filed a complaint 

under the Wage Act.  

DISCRIMINATION PROHIBITED  
(8-4-120) 

Any agreement, written or oral, by any employee 

purporting to waive or modify such employee’s 

rights in violation of the Wage Act shall be void.  

NONWAIVER OF RIGHTS 
(8-4-121) 

All actions brought pursuant to the Wage Act shall 

be commenced within 2 years after the cause of 

action accrues. Willful violations of the Wage Act 

shall be commenced within 3 years after the cause 

of action accrues. 

STATUTE OF LIMITATIONS 
(8-4-122) 

Permissible deductions from wages include: 
 

1. Deductions mandated by local, state, or federal 

law, such as taxes, FICA requirements, 

garnishments, and court-ordered deductions. 

2. Deductions for loans, advances, goods or 

services, and equipment or property provided by 

an employer to an employee pursuant to an 

enforceable written agreement. 

3. Deductions to cover the cost for theft if a report 

has been properly filed with law enforcement. 

4. Deductions authorized by an employee that are 

revocable, including medical insurance, savings 

plans, stock purchases, pension plans, charities, 

and deposits to financial institutions. 

5. Deductions for the amount of money or value of 

property that the employee failed to properly 

pay or return when the terminated employee was 

entrusted with such money or property. 

6. Deductions below the minimum wage 

applicable under FLSA are not authorized.  

DEDUCTIONS FROM WAGES 
(8-4-105) 

 Wages are defined as all earned, vested, and 

determinable amounts for labor or service 

performed by employees, regardless of the 

method of calculation (e.g., time, task, piece, 

commission, etc.). 

 Bonuses or commissions earned in 

accordance with the terms of any agreement 

are wages. 

 Vacation pay earned in accordance with the 

terms of any agreement is wages.  

 Severance pay is not defined as wages.  

DEFINITION OF WAGES  
(8-4-101(14)) 

Payment of wages by direct deposit must be  

voluntarily authorized by the employee. Such 

direct deposit must be in the financial institution 

chosen by the employee.  
 

An employer may deposit wages on a paycard as 

long as the employee is provided free means of 

access to the entire amount of net pay at least 

once per pay period. 

 

DIRECT DEPOSIT AND PAYCARDS 
(8-4-102) 

Employer must post conspicuously a notice 

specifying the regular paydays and the time and 

place of payment. The notice must include any 

changes to paydays & time and place of payment. 

POSTING REQUIREMENTS 
(8-4-107) 

Colorado Wage Act 
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Colorado Law Prohibits 
Discrimination in:

EMPLOYMENT
C.R.S. § 24-34-401 et seq.

IT SHALL BE A DISCRIMINATORY OR UNFAIR EMPLOYMENT PRACTICE:
to REFUSE TO HIRE, to DISCHARGE, to PROMOTE or DEMOTE, to HARASS during the course of employment, 

or to discriminate IN MATTERS of COMPENSATION, TERMS, CONDITIONS, or PRIVILEGES of employment.

BECAUSE OF:
DISABILITY, RACE, CREED, COLOR, SEX, SEXUAL ORIENTATION, GENDER IDENTITY, GENDER EXPRESSION, 

RELIGION, AGE, NATIONAL ORIGIN or ANCESTRY, or, in certain circumstances, MARRIAGE TO A COWORKER.

 ____________________________________________________________________________________

REASONABLE ACCOMMODATIONS FOR DISABILITIES:
An employee with a disability is entitled to a reasonable accommodation(s) which is necessary to perform 
the essential functions of the job.  An accommodation is not reasonable if its provision would result in an 

undue hardship on the employer’s business.

 ____________________________________________________________________________________

PREGNANT WORKERS FAIRNESS ACT — C.R.S. § 24-34-402.3
An employee with a health condition(s) related to pregnancy or physical recovery from childbirth is entitled  

to a reasonable accommodation(s) necessary to perform the essential functions of the job.  An accommodation 
is not reasonable if its provision would result in an undue hardship on the employer’s business.

 ____________________________________________________________________________________

RETALIATION PROHIBITED — C.R.S. § 24-34-402(e)
It is a discriminatory act to retaliate against a person who opposes a discriminatory practice or who participates 

in a discrimination investigation, proceeding or hearing.

 ____________________________________________________________________________________

SHARING WAGE INFORMATION PROTECTED — C.R.S. § 24-34-402(i)
An employer shall not discharge, discipline, discriminate against, coerce, intimidate, threaten, or interfere  

with an employee or person due to an inquiry, disclosure or discussion of wages.  An employer shall not require 
an employee to waive the right to disclose wage information.

 ____________________________________________________________________________________

CROWN Act of 2020:
Discrimination on the basis of one’s race includes hair texture, hair type, or a protective hairstyle commonly 
or historically associated with race, such as braids, locs, twists, tight coils or curls, cornrows, Bantu knots,  

Afros,and headwraps. eff. 9/13/20.

TO FILE A COMPLAINT OF DISCRIMINATION, OR FOR MORE INFORMATION CONTACT  
THE COLORADO CIVIL RIGHTS DIVISION; 1560 BROADWAY, LOBBY WELCOME CENTER, 

SUITE # 110, DENVER, CO 80202
MAIN PHONE: 303-894-2997; HOTLINE ESPANOL: 720-432-4294; TOLL-FREE: 800-262-4845; V/TTD RELAY: 711; 

FAX: 303-894-7830; EMAIL: DORA_CCRD@STATE.CO.US

EMPLOYMENT DISCRIMINATION COMPLAINTS MUST BE FILED WITHIN SIX (6) MONTHS 
AFTER THE ALLEGED DISCRIMINATORY ACT OCCURRED.

ccrd.colorado.gov 9/2021Division Director, Aubrey Elenis, Esq.
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 Colorado Workplace Public Health Rights Poster:  Updated  June 1, 2022  : may be updated annually; 
 PAID  LEAVE  ,  WHISTLEBLOWING  ,  &  PROTECTIVE  EQUIPMENT  up  -  to  -  date  poster  available  each  mid  -  December 

 THE HEALTHY FAMILIES  &  WORKPLACES ACT (“HFWA”): Paid  Leave Rights 
 Coverage: All Colorado employers, of any size, must provide paid leave 

 •  All  employees earn 1 hour of paid leave per 30 hours  worked (“accrued leave”), up to 48 hours a year. 
 •  Up to 80 hours of supplemental leave applies in  a public health emergency (PHE), until 4 weeks after the PHE ends.  * 
 •  Employees are required to be paid their regular pay rate during leave, and the employer must continue their benefits. 
 •  Up to 48 hours of unused accrued leave carries over  for use during the next year. 
 •  For details on specific situations (irregular hours, non-hourly pay, etc.), see Wage Protection Rule 3.5, 7 CCR 1103-7. 

 Employees can use accrued leave for the following safety or health needs  : 
 (1)  a mental or physical illness, injury, or health condition that prevents work, including diagnosis or preventive care; 
 (2)  domestic abuse, sexual assault, or criminal harassment leading to health, relocation, legal, or other services needs; 
 (3)   caring for a family member experiencing a condition described in category (1) or (2);  or 
 (4)  in a PHE, a public official closed the workplace, or the school or place of care of the employee’s child. 

 In a public health emergency (PHE), employees can use supplemental PHE leave for the following needs  *  : 
 (1)  self-isolating or work exclusion due to exposure, symptoms, or diagnosis of the communicable illness in the PHE; 
 (2)  seeking a diagnosis, treatment, or care (including preventive care) of such an illness; 
 (3)  being unable to work due to a health condition that may increase susceptibility to or risk of such an illness; or 
 (4)  caring for a child or other family in category (1)-(3), or whose school or child care is unavailable due to the PHE. 
 During a PHE, employees still earn up to 48 hours of accrued leave and may use supplemental leave before accrued leave. 

 Employer Policies (Notice; Documentation; Incremental Use; Privacy; and Paid Leave Records) 
 •  Written  notice  and  posters.  Employers  must  (1)  provide  notice  to  new  employees  no  later  than  other  onboarding 

 documents/policies; and (2) display updated posters, and provide updated notices to current employees, by end of year. 
 •  Notice  for  “foreseeable”  leave.  Employers  may  adopt  “reasonable  procedures”  in  writing  as  to  how  employees  should 

 provide notice if they require “foreseeable” leave, but  cannot deny paid leave  for noncompliance with  such a policy. 
 •  An  employer  can  require  documentation  to  show  that  accrued  leave  was  for  a  qualifying  reason  only  if  leave  was 

 for four or more consecutive work days  (  i.e.  days when an employee would have worked, not calendar days). 
 •  Documentation  is  not  required  to  take  accrued  leave  ,  but  can  be  required  as  soon  as  an  employee  returns  to  work  or 

 separates from work (whichever is sooner).  No documentation  can be required for PHE leave. 
 •  To  document  leave  for  an  employee’s  (or  an  employee’s  family  member’s)  health-related  need  ,  an  employee  may 

 provide:  (1)  a  document  from  a  health  or  social  services  provider  if  services  were  received  and  a  document  can  be 
 obtained in reasonable time and without added expense;  otherwise  (2)  the employee’s own writing. 

 •  To  document  that  an  employee  (or  an  employee’s  family  member)  required  leave  for  a  need  related  to  domestic 
 abuse,  sexual  assault,  or  criminal  harassment,  an  employee  may  provide:  a  document  or  writing  under  (1)  above  (  e.g. 
 from a provider of legal or shelter services) or (2) above, or a legal document (  e.g.  , a restraining order  or police report). 

 •  If  an  employer  reasonably  deems  an  employee’s  documentation  deficient,  the  employer  must:  (A)  notify  the 
 employee  within  seven  days  of  either  receiving  the  documentation  or  the  employee’s  return  to  work  or  separation 
 (whichever is sooner), and (B) give the employee at least seven days to cure the deficiency. 

 •  Incremental Use.  Depending on employer policy, employees can use leave in either hourly or six-minute increments. 
 •  Employee  Privacy.  Employers  cannot  require  employees  to  disclose  “details”  about  an  employee’s  (or  their  family’s) 

 HFWA-related health or safety information; such information must be treated as a confidential medical record. 
 •  Records  must  be  retained  and  provided  upon  request.  Employers  must  provide  documentation  of  the  current  amount 

 of  paid  leave  employees  have  (1)  available  for  use,  and  (2)  already  used  during  the  current  benefit  year,  including  any 
 supplemental PHE leave. Information may be requested once per month or when the need for HFWA leave arises. 

 Retaliation or Interference with HFWA Rights 
 •  Paid leave cannot be counted as an “absence”  that  may result in firing or another kind of adverse action. 
 •  An employee can’t be required to find a “replacement  worker” or job coverage when taking paid leave. 
 •  An  employer  cannot  fire,  threaten,  or  otherwise  retaliate  against,  or  interfere  with  use  of  leave  by  ,  an  employee 

 who:  (1)  requests  or  takes  HFWA  leave;  (2)  informs  or  assists  another  person  in  exercising  HFWA  rights;  (3)  files  a 
 HFWA complaint; or (4) cooperates/assists in investigation of a HFWA violation. 

 •  If  an  employee’s  reasonable,  good-faith  HFWA  complaint,  request,  or  other  activity  is  incorrect  ,  an  employer  need 
 not agree or grant it, but cannot  act against  the  employee for it. Employees  can  face consequences for  misusing leave. 

 PROTECTED HEALTH/SAFETY EXPRESSION & WHISTLEBLOWING (“PHEW”): 
 Worker Rights to Express Workplace Health/Safety Concerns & Use Protective Equipment 

 Coverage: All Employers and Employees, Plus Certain Independent Contractors 
 •  PHEW  covers  not  just  “employers”  and  “employees,”  but  all  “  principals  ”  (an  employer  or  a  business  with  at  least  5 

 independent contractors) and “  workers  ” (employees  or  independent contractors working for a “principal”). 

 Worker Rights to Oppose Workplace Health/Safety Violations  : 
 •  It is unlawful to  retaliate against, or interfere  with,  the following acts: 

 (1)  raising  reasonable  concerns  ,  including  informally,  to  the  principal,  other  workers,  the  government,  or  the  public, 
 about workplace violations of government health or safety rules, or a significant workplace health or safety threat; 

 (2)  opposing  or  testifying,  assisting,  or  participating  in  an  investigation  or  proceeding  about  retaliation  for,  or 
 interference with, the above-listed conduct. 

 •  A  principal  need  not  address  a  worker’s  PHEW-related  concern,  but  it  still  cannot  fire  or  take  other  action  against  the 
 worker for raising such a concern,  as long  as the  concern was reasonable and in good-faith. 

 Workers’ Rights to Use Their Own Personal Protective Equipment (“PPE”)  : 
 •  A  worker  must  be  allowed  to  voluntarily  wear  their  own  PPE  (mask,  faceguard,  gloves,  etc.)  if  the  PPE  (1)  provides 

 more  protection  than  equipment  provided  at  the  workplace,  (2)  is  recommended  by  a  government  health  agency 
 (federal, state, or local), and (3) does not make the worker  unable to do the job  . 

 COMPLAINT RIGHTS (under both HFWA & PHEW) 
 •  Report violations to the Division as complaints or anonymous tips,  or file in court after  exhausting pre-lawsuit  remedies. 

 This Poster summarizes three Colorado workplace public health laws:  SB 20-205  (paid leave)  ,  HB  20-1415 &  SB 22-097  (healthy and safety whistleblowing). It  does not cover other health or safety laws, rules, and orders, including under 
 the federal Occupational Safety and Health Act (OSHA), from the Colorado Department of Public Health and Environment (CDPHE), or from local public health agencies. Contact those agencies for such health and safety information. 

 This poster must be displayed where easily accessible to workers, shared with remote workers, provided in other languages as needed, and replaced with any annually updated versions. 
 This Poster is a summary and cannot be relied on as complete labor law information. For all rules, fact sheets, translations, questions, or complaints, 

 or for the status of the public health emergency  (*a  qualifying emergency remains in effect as of June 2022)  , contact: 
 DIVISION OF LABOR STANDARDS & STATISTICS, ColoradoLaborLaw.gov, cdle_labor_standards@state.co.us, 303-318-8441 / 888-390-7936. 



There are resources available to you if you believe you are being subject to improper classification or inaccurate payment 
practices by your employer. For more information, go to WorkRight.cdle.co.

Employers are required to follow the law when paying hourly wages, overtime, and properly covering you for unemployment 
insurance and workers’ compensation purposes. As a worker, you have certain rights as an employee vs. independent contractor.  

Improper classification (often called misclassification) of employees as independent contractors and other labor law violations 
create many problems, both for law-abiding businesses and for workers in Colorado.

If you believe you have been improperly classified as an independent contractor and are really performing duties that fit the 
criteria of an employee, visit colorado.gov/cdle/TipForm, or call us at 303-318-9100 and select Option 4. To be classified as 
an employee, you must meet the criteria in Colorado Revised Statute 8-70-115. You can read the law online and find out 
more at coloradoui.gov/ProperClassification. 

As an employee, you are entitled to unemployment insurance benefits if you become unemployed through no fault of your own. 
Your employer contributes to unemployment insurance and cannot deduct this from your wages.  

If you become unemployed and wish to file for unemployment insurance benefits, go to coloradoui.gov and click on File a Claim. 
If your hours of work and pay are reduced, you may be entitled to partial unemployment benefits. 

If you cannot access a computer, call one of the following numbers: 303-318-9000 (Denver-metro area) or 1-800-388-5515 
(outside Denver-metro area); hearing impaired 303-318-9016 (TDD Denver-metro area) or 1-800-894-7730 (TDD outside 
Denver-metro area).

EMPLOYERS ARE REQUIRED BY LAW TO POST THIS NOTICE

▪ Properly classified as an employee or an independent contractor  
▪ Paid accurately and timely for the services you perform

YOU HAVE THE RIGHT TO BE:

Colorado Employment Security Act, 8-74-101(2); Regulations Concerning Employment Security 7.3.1 through 7.3.5
Employers can download copies of this poster at coloradoui.gov/employer, then click on Forms / Publications.



COLORADO DEPARTMENT OF LABOR AND EMPLOYMENT
DIVISION OF WORKERS' COMPENSATION

Colorado Workers' Compensation Information
Your employer has workers’ compensation coverage for employees through: 

Workers’ compensation is a type of insurance coverage that employers must provide to their 
employees. The cost of workers’ compensation insurance is paid entirely by the employer and 
may not be deducted from an employee’s wages.   

If you are injured or sustain an occupational disease while at work, you may be entitled to 
compensation benefits as provided by law. WRITTEN NOTICE MUST BE GIVEN TO 
YOUR EMPLOYER WITHIN 4 WORKING DAYS OF THE ACCIDENT. If you don’t report 
your injury or occupational disease promptly your benefits may be reduced.  

If you are unable to work as the result of a work-related injury or occupational disease, 
compensation (wage replacement) benefits will be based on 2/3 of your average weekly wage 
up to a maximum set by law. No compensation is payable for the first 3 days’ disability unless 
the period of disability exceeds two weeks. 

You are entitled to reasonable and necessary medical treatment of compensable injuries or 
occupational diseases. If you notify your employer of an injury or occupational disease and are 
not offered medical care, you may select the services of a licensed physician or chiropractor. 

You may file a Worker’s Claim for Compensation with the Division of Workers’ 
Compensation. To obtain forms or information regarding the workers’ compensation system, 
you may call Customer Service at 303-318-8700 or toll-free at 1-888-390-7936 or visit our 
website at www.colorado.gov/cdle/dwc.

COLORADO DIVISION OF WORKERS’ COMPENSATION 
633 17th Street, Suite 400, Denver, CO 80202-3626

Any information provided below comes from your employer and is specific to this place 
of employment: 
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https://www.colorado.gov/cdle/dwc


THE EMPLOYER IS REQUIRED BY LAW TO POST THIS NOTICE 
Colorado Employment Security Act (CESA), 8-74-101(2); Regulations Concerning Employment Security 7.3.1 through 7.3.5 

 
NOTICE TO WORKERS 

You have the right to be properly classified as an 
employee if you meet the criteria in Colorado 
Revised Statute 8-70-115.  If you believe you have 
been improperly classified as an independent 
contractor, there is a complaint process available to 
you.  On the first offense, an employer may be fined 
up to $5,000 per misclassified employee.  To file a 
complaint, call the Unemployment Insurance Audit 
section at 303-318-9100 and select Option 3, or 
visit www.colorado.gov/cdle/ui. 

You, as an employee, are entitled to unemployment 
insurance benefits if you become unemployed 
through no fault of your own.  Your employer 
contributes to unemployment insurance and cannot 
deduct this from your wages. 

If you become unemployed and wish to file for 
unemployment insurance benefits, go to 
www.colorado.gov/cdle/ui and click on File for 
Unemployment.  You may also call one of the 
following numbers instead: 

303-318-9000 
(Denver-metro area) 

1-800-388-5515 

502 (R 05/2011) 

(Outside Denver-metro area) 

TDD 303-318-9016 
(Hearing Impaired Denver-metro area) 

TDD 1-800-894-7730 
(Hearing Impaired Outside 
Denver-metro area) 

If your hours of work and pay are reduced, you may 
be entitled to partial unemployment benefits. 

IMPORTANT NOTICE:  Be sure to have your 
social security number and the name and address of 
your last employer available when you call to file a 
claim for unemployment insurance benefits.  

AVISO PARA EMPLEADOS 

Usted tiene el derecho de ser propiamente 
clasificado como un empleado si se cumplen los 
criterios en Estatuto Revisado de Colorado 8-70-
115. Si cree que ha sido impropiamente clasificado 
como un contratista independiente, hay un proceso 
de queja disponible.  Por la primera ofensa, un 
empleador puede ser multado hasta $5,000 por cada 
empleado misclasificado.  Para presentar una queja, 
llame a la sección de Auditoría de Seguro de 
Desempleo al 303-318-9100, y marque Opción 3 o 
visite www.colorado.gov/cdle/ui. 

Usted, como empleado, tiene derecho a los 
beneficios de seguro de desempleo si se encuentra 
desempleado y no es responsable por la separación.  
La compañía contribuye al seguro de desempleo y 
no puede deducirlos de su sueldo. 

Si se encuentra desempleado y desea reclamar los 
beneficios de seguro de desempleo, vaya al sitio 
www.colorado.gov/cdle/ui y haga click en en enlace 
File for Unemployment.  Támbien puede llamar a 
los números siguentes. 

303-318-9333 
(Área metropolitana de Denver) 

1-866-422-0402 
(Fuera del área metropolitana de Denver) 

TDD 303-318-9016 
(Impedimento Auditivo Área de Denver) 

TDD 1-800-894-7730 
(Impedimento Auditivo Fuera del área 
metropolitana de Denver) 

Si sus horas de trabajo y pago son reducidas, usted 
puede tener derecho a los beneficios parciales de 
seguro de desempleo. 

AVISO IMPORTANTE:  Asegúrese de tener su 
número de seguro social y el nombre y la dirección 
de su empleo mas reciente cuando llame para 
establecer su reclamo de seguro de desempleo. 
 

 
Employers can download copies of this poster at www.colorado.gov/cdle/ui, click on Forms & Publications, and then click on 
Employer Forms. 

Additional copies can be requested by contacting the Colorado Department of Labor and Employment, Unemployment Insurance 
Program, P.O. Box 8789, Denver, Colorado 80201-8789 or by calling 303-318-9100 or 1-800-480-8299 

http://www.colorado.gov/cdle/ui


 COLORADO OVERTIME  &  MINIMUM PAY STANDARDS ORDER  Effective  1/1/23  :  must update annually  ; 
 (“COMPS Order”) #38, POSTER & NOTICE  new  poster  available  each  mid-December 

 Colorado Minimum Wage:  $13.65/hour, or $10.63 for  Tipped Employees, in 2023  (Rule 3) 
 •  The minimum wage is adjusted each year for inflation, so the above amounts are for only 2023 
 •  All  employees  must  be  paid  at  least  the  minimum  wage  (unless  exempt  in  Rule  2),  whether  paid  hourly  or  another 

 way (salary, commission, piecework, etc.), except unemancipated minors can be paid 15% under full minimum wage 
 •  Use the highest standard if other labor laws also apply, such as Denver’s minimum wage ($17.29 in 2023) 

 Overtime:  1½  times regular pay rates  for hours over  40  weekly  ,  12  daily  ,  or  12  consecutive  (Rule 4) 
 •  Overtime is required  each  week over 40 hours, or  day over 12, even if 2 or more weeks or days  average  fewer hours 
 •  Employers cannot provide time off (“comp time”) instead of time-and-a-half premium pay for overtime hours 
 •  Key variances/exemptions  (all are detailed in  Rules  2.3-2.4): 

 -  Modified overtime in a small number of health care  jobs; exemption for certain heavy vehicle drivers 
 -  No  40-hour weekly overtime in downhill ski/snowboard  jobs (but 56-hour overtime for many under federal law) 
 -  Agriculture, as of 11/1/22: overtime after 60 hours; half-hour paid break in days over 12 hours, extra pay if over 15 

 Meal Periods:  30 minutes uninterrupted and duty-free,  for shifts over 5 hours  (Rule 1.9) 
 •  Can be unpaid, but only if employees are completely relieved of all duties, and allowed to pursue personal activities 
 •  If work makes uninterrupted meal periods impractical, eating on-duty must be permitted, and the time must be paid 
 •  To the extent practical, meal periods must be at least 1 hour after starting and 1 hour before ending shifts 

 Rest Periods:  10 minutes, paid, every 4 hours  (Rule  5.2) 
 #Work Hours:  Up to 2  >2, up to 6  >6, up to 10  >10,  up  to  14  >14, up to 18  >18, up to 22  >22 
 #Rest Periods:  0  1  2  3  4  5  6 

 •  Need not be off-site, but must not include work, and should be in the middle of the 4 hours to the extent practical 

 •  Rest  periods  are  time  worked  for  minimum  wage  and  overtime  purposes,  and  if  employers  do  not  authorize  and  permit 
 rest  periods, they  must  pay  extra  for  time  that  would  have  been  rest  periods,  including  for  non-hourly-paid  employees 

 •  Key variances/exemptions: 
 -  In some circumstances, 10-minute rest periods can be divided into two of 5 minutes (Rule 5.2.1) 
 -  Agriculture:  certain  work  requires  more  breaks;  other  is  exempt  (Rule  2.3,  &  Agricultural  Labor  Conditions  Rules) 

 Time Worked:  Pay for time  employers  allow performing  labor/service for their benefit  (Rule 1.9) 
 •  All time on-premises, on duty, or at workplaces (but not just letting off-duty employees be on-premises), including: 

 -  putting on/removing work clothes/gear (but not clothes worn outside work),  cleanup/setup,  or other off-clock  duty, 
 -  waiting for assignments at work, or receiving or sharing work-related information, 
 -  security/safety screening, or clocking/checking in or out, or 
 -  waiting for any of the above tasks. 

 •  Travel for employer benefit is time worked; normal home/work travel is not (details in Rule 1.9.2) 
 •  Sleep time, if sufficiently uninterrupted and lengthy, can be excluded in certain situations (details in Rule 1.9.3). 

 Deductions, Credits, Charges, & Withheld Pay  (Rule 6, and Article 4 of C.R.S. Title 8) 
 •  Final pay: Owed promptly (if a termination by employer) or at next pay date (if employee resigned) 
 •  Vacation  pay:  Departing  employees  must  be  paid  all  accrued  and  unused  vacation  pay,  including  paid  time  off  usable 

 for vacation, without deducting or declaring forfeiture based on cause for termination, lack of resignation notice, etc. 
 •  Deductions  from  pay:  Allowed  if  listed  below  or  in  C.R.S.  8-4-105  (including  deductions  required  by  law,  in  a 

 written agreement for the benefit of the employee, for theft in a police report, or for property loss after audit/notice) 
 •  Tip  credits:  Employers  can  pay  up  to  $3.02  under  minimum  wage  ($10.63  in  2023,  or  $14.27  in  Denver),  if:  (a)  tips 

 (not  mandatory  service  charges)  raise  pay  to  full  minimum,  &  (b)  tips  aren’t  diverted  to  non-tipped  staff/owners 
 •  Meal credits/deductions: Allowed for the cost or value (without employer profit) of voluntarily accepted meals 
 •  Lodging  credits/deductions:  Allowed  if  housing  is  voluntarily  accepted  by  the  employee,  primarily  for  the  employee’s 

 (not the employer’s) benefit, recorded in writing, and limited to $25 or $100 per week (based on housing type) 
 •  Uniforms:  Must  be  provided  at  no  cost  unless  they  are  ordinary  clothes  without  special  material  or  design;  employers 

 must pay for any special cleaning required, and cannot require deposits or deduct for ordinary wear and tear 

 Exemptions from COMPS  (Rule 2.2 lists all; key exemptions  are below) 
 •  Executives/supervisors,  administrators,  and  professionals  paid  at  least  a  salary  (not  hourly  wages)  of  $50,000  in  2023 

 ($55,000 in 2024, then inflation-adjusted), except $31.41/hour for highly technical computer work 
 •  Other highly compensated, non-manual-labor employees paid at least 2.25 the above salary ($112,500 in 2023) 
 •  20% owners, or at a nonprofit the highest-paid/highest-ranked employee, if actively engaged in management 
 •  Various (not all) types of salespersons, taxi drivers, camp/outdoor education field staff, or property managers 

 Record-Keeping & Notices of Rights  (Rule 7) 
 •  Employers  must  give  all  employees  (and  keep  for  three  years)  pay  statements  that  include  time  worked,  pay  rate 

 (including any tips and credits), and total pay 
 •  This  year’s  poster  must  be  displayed  where  easily  accessible,  or  if  not  practical  (such  as  for  remote  workers), 

 provided within one month of beginning work and when employees request a copy 
 •  Employers must include a copy of this poster, or a COMPS Order, in any employment handbook or manual 
 •  Violation  of  notice  of  rights  rules  (posting  or  distribution),  including  by  providing  information  undercutting  this 

 poster, may yield fines and/or ineligibility for employee-specific credits, deductions, or exemptions in COMPS 

 Complaint & Anti-Retaliation Rights  (Rule 8) 
 •  Employees can send the Division (contact info below) complaints or tips about violations, or file lawsuits in court 
 •  Employers cannot retaliate against, or interfere with, employees exercising their rights 
 •  Anonymous tips are accepted; anonymity or confidentiality are protected if requested (Wage Protection Rule 4.7) 
 •  Owners  and  other  individuals  with  control  over  work  may  be  liable  for  certain  violations  —  not  just  the  business, 

 even if the business is a corporation, partnership, or other entity separate from its owner(s) (Rule 1.6) 
 •  Immigration  status  is  irrelevant  to  these  labor  rights:  the  Division  will  not  ask  or  report  status  in  investigations  or 

 rulings, and it is illegal for anyone to use immigration status to interfere with these rights (Wage Protection Rule 4.8) 

 This  Poster  is  a  summary  and  cannot  be  relied  on  as  complete  labor  law  information  .  For all rules  ,  fact  sheets  ,  translations  ,  questions  ,  or complaints  ,  contact: 
 DIVISION OF LABOR STANDARDS & STATISTICS  ,  ColoradoLaborLaw.gov  ,  cdle  _  labor  _  standards  @  state.co.us  ,  303  -  318  -  8441  /  888  -  390  -  7936 
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