
You have a  
right to a safe  
and healthful  

workplace

FOR MORE INFORMATION, copies of the 
Oregon Safe Employment Act, specific safety 
and health standards, advice or assistance, call:

Salem Central Office  ................... 503-378-3272

Bend ...................................................  541-388-6066

Eugene ............................................... 541-686-7562

Medford ............................................. 541-776-6030

Pendleton .........................................  541-276-9175

Portland ............................................. 503-229-5910

Salem .................................................. 503-378-3274

1-800-922-2689
osha.oregon.gov

Display this poster where all  
your workers can see it! 

Oregon Administrative Rule 437-001-257(2)(a).

Know your 
rights 

 ý You have the right to notify your employer or Oregon 
OSHA about workplace hazards. You may ask Oregon 
OSHA to keep your name confidential.

 ý You have the right to request an Oregon OSHA inspection 
if you believe that there are unsafe or unhealthy 
conditions in your workplace. You or your representative 
may participate in the inspection.

 ý You have the right to report a work-related injury or 
illness, without being retaliated against.

 ý You can file a complaint with the Oregon Bureau of Labor 
and Industries within 90 days, or with federal OSHA within 
30 days, of discrimination by your employer for making 
safety and health complaints or for exercising your rights 
under the Oregon Safe Employment Act. 

 ý Anyone who wants to register a complaint about the 
administration of the Oregon Safe Employment Act can 
do so by contacting: 

U.S. Department of Labor 
OSHA Region X 
1111 Third Ave., Suite 715 
Seattle, WA 98101-3212 
206-553-5930

 ý You have a right to see Oregon OSHA citations issued to 
your employer. Your employer must post the citations at 
the workplace.

 ý Your employer must correct workplace hazards by the 
date indicated on the citation and must certify that these 
hazards have been reduced or eliminated.

 ý You have the right to copies of your medical records or 
records of your exposure to toxic and harmful substances 
or conditions. Additionally, you may request the 
workplace injury and illness log.

 ý You have the right to know about hazardous substances 
used in your workplace.

The Oregon Safe Employment Act of 1973 provides job safety 
and health protection for workers through the promotion of 
safe and healthful working conditions throughout the state. 
The Oregon Occupational Safety and Health Division (Oregon 
OSHA) of the Department of Consumer and Business Services 
has the primary responsibility for administering the act.

Oregon OSHA issues occupational safety and health 
standards, and its trained safety and health compliance 
officers conduct job-site inspections to ensure compliance 
with the Oregon Safe Employment Act. 

Oregon OSHA has a staff of trained safety and health 
professionals available to work with businesses in all 
industries to improve workplace safety and health. 
Consultations and training opportunities are available 
at no charge to Oregon businesses by calling any of the 
phone numbers listed.

This free poster is available from Oregon OSHA

— It’s the law! —
440-1507 (3/20/COM)

IT’S 
THE 
LAW!
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 MINIMUM WAGE RATES 
 Effective July 1, 2019 to June 30, 2020 
   

 

An employer shall pay an employee no less than the minimum wage rate for the 

region in which the employer is located. (See region descriptions below.) 

Standard: $11.25 per hour 

Portland Metro: $12.50 per hour 

Nonurban Counties: $11.00 per hour 
 

All employers must 

comply with state laws 

regulating payment of 

minimum wage, 

overtime and general 

working conditions. 

   

Regions 

The “Standard’ rate applies to the following 

counties, with the exception of those areas located 

within the urban growth boundary of a 

metropolitan service district: Benton, Clackamas, 

Clatsop, Columbia, Deschutes, Hood River, 

Jackson, Josephine, Lane, Lincoln, Linn, Marion, 

Multnomah, Polk, Tillamook, Wasco, 

Washington, and Yamhill. 

The rate for “Portland Metro” includes areas 

located within the urban growth boundary of a 

metropolitan service district. 

The rate for “Nonurban Counties” applies to the 

following counties: Baker, Coos, Crook, Curry, 

Douglas, Gilliam, Grant, Harney, Jefferson, 

Klamath, Lake, Malheur, Morrow, Sherman, 

Umatilla, Union, Wallowa, and Wheeler. 

Employer Location 

Employers are required to pay their employees at 

least the minimum wage rate in effect for the 

region where the employer is located.  Employees 

who perform more than 50% of their work in a 

pay period at the employer’s permanent fixed 

business location in Oregon must be paid at least 

the minimum wage rate for the region in which 

the employer’s business is located.  Employees 

who make deliveries as a part of their job and 

who start and end their workday at the employer’s 

permanent fixed business location must be paid at 

least the minimum wage rate for the region in 

which the employer’s business is located.  

Employees who do not perform more than 50% of 

their work in a pay period at the employer’s 

permanent fixed business location in Oregon must  

be paid at least the minimum wage rate for the 

region in which the employee performs work. 

General Working Conditions 

Overtime: Unless exempt, employees must be 

paid time and one-half the regular rate of pay for 

any time worked over 40 hours a week or, for 

domestic workers residing in the home of the 

employer, over 44 hours a week.  

Tips: Employers may not use tips as credit 

toward minimum wages owed to an employee. 

Deductions: Employers may make deductions 

from wages that are required by law; authorized 

by a collective bargaining agreement; are for the 

fair market value of meals and lodging provided 

for the private benefit of the employee; are for the 

employee’s benefit and are authorized in writing; 

or for an item in which the employer is not the 

ultimate recipient and the employee has 

voluntarily signed an authorization. An itemized 

statement of deductions made from wages must 

be provided with each paycheck.  

Time records must be kept by employers for at 

least two years.  Payroll records must be kept by 

employers for at least three years.  

Regular paydays must be established and 

maintained. A pay period may not exceed 35 

days. 

Meal periods of not less than 30 minutes must be 

provided to non-exempt employees who work six 

or more hours in one work period. Ordinarily, 

employees are required to be relieved of all duties 

during the meal period. Under exceptional 

circumstances, however, the law allows an  

employee to perform duties during a meal period 

so long as they are paid. When that happens, the 

employer must pay the employee for the entire 

meal period. 

Paid rest periods of at least 10 minutes for adults 

(15 minutes for minors) must be provided during 

each four-hour work period or major part of four 

hours worked. (There are narrow exceptions for 

adult employees working alone in retail/service 

establishments.) Certain employers are required 

to provide additional rest periods to employees to 

express milk for a child. With the exception of 

certain tipped food and beverage service workers, 

meal and rest periods may not be waived or used 

to adjust working hours; however, meal and rest 

period provisions may be modified by the terms 

of a collective bargaining agreement.  

Final paychecks:  When an employee is 

discharged by an employer or the employee and 

employer mutually agree to the termination, the 

final paycheck is due no later than the end of the 

first business day after the discharge. If an 

employee quits with 48 hours or more notice, 

wages are due on the last working day (excluding 

Saturdays, Sundays and holidays). If an employee 

quits without at least 48 hours notice, wages are 

due in five days (excluding Saturdays, Sundays 

and holidays) or on the next payday, whichever 

occurs first. (There are some exceptions. Contact 

the nearest Bureau of Labor and Industries office 

for information.)  

Domestic Service Employment: Special rules 

apply to persons employed as domestic workers. 

Contact the Bureau of Labor and Industries for 

more information. 

Employees may be eligible for the Earned Income Tax Credit (EITC or EIC), a benefit for working people with low to moderate income, particularly those 

with children. EITC reduces the amount of tax owed and may provide a refund. Visit these websites for additional information about how to qualify: 

Federal: https://www.irs.gov/credits-deductions/individuals/earned-income-tax-credit 

Oregon: https://www.oregon.gov/DOR/programs/individuals/Pages/credits.aspx

For Additional Information 

Contact  the Bureau of Labor and Industries:  

Online:  www.oregon.gov/boli  •  Email:  whdscreener@boli.state.or.us 

Eugene 541-686-7623 Technical Assistance for Employers Program:  971-673-0824 

Portland 971-673-0761 TTY:  711 

Salem 503-378-3292 
 

This is a summary of Oregon’s laws relating to minimum wage and working conditions. It is not a complete text of the law. 

THIS INFORMATION MUST BE POSTED IN A CONSPICUOUS LOCATION 

PENALTIES: Willful failure to 

pay wages due to an employee 

upon termination may be 

penalized by continuation of the 

employee’s wages up to a 

maximum of 30 days. 

 

https://www.irs.gov/credits-deductions/individuals/earned-income-tax-credit
https://www.oregon.gov/DOR/programs/individuals/Pages/credits.aspx
http://www.oregon.gov/boli
mailto:whdscreener@boli.state.or.us


B U R E A U O F L A B O R A N D I N D U S T R I E S

NOTICE
Val Hoyle, Commissioner

DOMESTIC VIOLENCE, HARASSMENT,

SEXUAL ASSAULT OR STALKING PROTECTIONS

ALL EMPLOYERS WITH 6 OR MORE EMPLOYEES IN OREGON ARE REQUIRED TO PROVIDE REASONABLE LEAVE AND
ALL EMPLOYERS IN OREGON ARE REQUIRED TO PROVIDE REASONABLE SAFETY ACCOMMODATIONS FOR VICTIMS
OF DOMESTIC VIOLENCE, HARASSMENT, SEXUAL ASSAULT, OR STALKING (DVHSAS).

What qualifies as a Reasonable Safety Accommodation?
“Reasonable safety accommodation” may include, but is not limited to, a transfer, reassignment, modified schedule, unpaid leave from
employment, changed work telephone number, changed work station, installed lock, implemented safety procedure or any other adjustment to
a job structure, workplace facility or work requirement in response to actual or threatened domestic violence, harassment, sexual assault or
stalking.

Who is eligible for Reasonable Safety Accommodation protections under this law?
Any employee who is a victim of DVHSAS, or is the parent or guardian of a minor child or dependent who is a victim of DVHSAS,
regardless of how long or how many hours he or she has worked for the employer.

When may an employee take leave?
Employees may take leave for the following purposes:

 To seek legal or law enforcement assistance to ensure the health and safety of the employee or the employee’s minor child or
dependent, including preparing for and participating in protective order proceedings or other civil or criminal legal proceedings
related to DVHSAS.

 To seek medical treatment for or to recover from injuries caused by DVHSAS to the eligible employee or the employee’s minor
child or dependent.

 To obtain or to assist a minor child or dependent in obtaining counseling from a licensed mental health professional related to an
experience of DVHSAS.

 To obtain services from a victim services provider for the eligible employee or the employee’s minor child or dependent.
 To relocate or take steps to secure an existing home to ensure the health and safety of the eligible employee or the employee’s minor

child or dependent.

Is notice
required?

A covered employer may require that an eligible employee give reasonable advance notice of the employee’s
intention to take leave, unless giving the advance notice is not practicable. The covered employer may also require the
eligible employee to provide certification that the employee or the employee’s minor child or dependent is a
DVHSAS victim.

Confidentiality: Any documents or evidence provided as certification of the victim’s status, or information obtained by the employer
regarding the need for accommodation or leave, must be kept confidential and may not be released without the express permission of the
employee.

Paid or unpaid
leave?

A covered employer is not required to grant leave with pay to an eligible employee. However, an eligible employee
may use any vacation, sick or other paid leave that is available during the period of leave. Subject to the terms of any
agreement between the eligible employee and the covered employer or the terms of a collective bargaining agreement
or an employer policy, the covered employer may determine the order in which paid accrued leave is to be used when
more than one type of paid accrued leave is available to the employee.

Length of leave? A covered employer must allow an eligible employee to take reasonable leave and may only limit the amount of leave
if the employee’s leave creates an “undue hardship” on the employer. Undue hardship means a significant difficulty
and expense to the organization and includes consideration of the size of the organization and the employer’s critical
need for the employee.

FOR ADDITIONAL INFORMATION:

It is an unlawful employment practice for a covered

employer to refuse to make a reasonable safety

accommodation, discharge, refuse to hire, suspend,

retaliate or discriminate in any manner against an

individual because they are a victim of DVHSAS.

Employer Assistance....... 971-673-0824
Portland........................... 971-673-0761
Eugene............................ 541-686-7623
Salem.............................. 503-378-3292
www.oregon.gov/BOLI

BOLI
Civil Rights Division
800 NE Oregon, #1045
Portland, OR 97232

January 2019
This is a summary of Oregon’s laws relating to Domestic Violence,
Harassment, Sexual Assault, or Stalking Protections. It is not a complete text of
the law.

THIS INFORMATION MUST BE POSTED IN A CONSPICUOUS LOCATION



OREGON EQUAL PAY LAW

PAY HISTORY
Effective October 6, 2017, employers are prohibited from seeking the pay history of employment
applicants and employees before the employer makes an offer of employment to the prospective
employee that includes an amount of compensation.

UNLAWFUL
PRACTICES

Effective January 1, 2019, it is an unlawful employment practice under ORS chapter 659A
(Unlawful Discrimination laws) for an employer to:

 Discriminate in any manner between employees on the basis of an employee’s status as a
member of a protected class in the payment of wages or other compensation for work of
comparable character;

 Pay wages or other compensation to any employee at a rate greater than that at which the
employer pays wages or other compensation to employees of a protected class for work of a
comparable character;

 Screen job applicants based on current or past compensation;

 Determine compensation for a position based on current or past compensation of a
prospective employee (not including a current employee of the employer during a transfer,
move or hire of the employee to a new position with the same employer);

 Seek the pay history of an applicant or employee from the applicant or employee or a current
or former employer of the applicant or employee before the employer makes an offer of
employment to the prospective employee that includes an amount of compensation.

ADDITIONAL
PROVISIONS

Also effective January 1, 2019:

 Employers may not reduce the compensation of any employee in order to comply with the
law;

 Amounts owed to an employee because of a failure of an employer to comply with the
requirements of the Equal Pay Law are considered “unpaid wages” under the law;

 Employees who assert violations of the Equal Pay Law may file complaints with the Civil Rights
Division of BOLI or a civil action within one year after the occurrence of the unlawful practice;

 An unlawful compensation practice is deemed to have occurred each time compensation is
paid pursuant to a discriminatory compensation decision or other practice;

 Notice of claim against public bodies (tort claim notices) must be given within 300 days of
discovery of the alleged loss or injury.

OTHER
PROVISIONS

See BOLI website for additional information regarding:

 Permitted circumstances for paying employees performing work of a comparable character at
different compensation levels;

 Legal remedies under the law; and

 Provisions for employer equal pay analyses as a defense in the award of compensatory and
punitive damages.

For additional information, contact the Bureau of Labor and Industries:

www.oregon.gov/boli

Portland: 971-673-0761 Eugene: 541-686-7623
Salem: 503-378-3292 TTY: 711

Technical Assistance for Employers Program: 971-673-0824

This is a summary of the provisions of the Oregon Equal Pay Law. It is not a complete text of the law.
THIS INFORMATION MUST BE POSTED IN A CONSPICUOUS LOCATION

2/2018



B U R E A U O F L A B O R A N D I N D U S T R I E S

Oregon
Val Hoyle, Commissioner

FAMILY LEAVE ACT
NOTICE TO

EMPLOYERS AND EMPLOYEES

The Oregon Family Leave Act (OFLA) requires employers of 25 or more
employees to provide eligible workers with protected leave to care for
themselves or family members in cases of death, illness, injury, childbirth,
adoption and foster placement. ORS 659A.150 - 659A.186

When can an
employee take
family leave?

Employees can take family leave for the following reasons:
 Parental Leave during the year following the birth of a child or adoption or foster placement of a child under 18, or a child

18 or older if incapable of self-care because of a mental or physical disability. Parental leave includes leave to effectuate the
legal process required for foster placement or adoption.

 Serious health condition leave for the employee’s own serious health condition, or to care for a spouse, same-gender
domestic partner, custodial parent, non-custodial parent, adoptive parent, foster parent, biological parent, step parent, parent in
law, parent of same-gender domestic partner, grandparent, grandchild, a person whom the employee is or was a relationship
of in loco parentis, biological, adopted, foster or step child of an employee or the child of an employee’s same-gender
domestic partner.

 Pregnancy disability leave (a form of serious health condition leave) taken by a female employee for an incapacity related to
pregnancy or childbirth, occurring before or after the birth of the child, or for prenatal care.

 Sick child leave taken to care for an employee’s child with an illness or injury that requires home care but is not a serious
health condition.

 Bereavement leave to deal with the death of a family member.
 Oregon Military Family Leave is taken by the spouse or same gender domestic partner of a service member who has been

called to active duty or notified of an impending call to active duty or is on leave from active duty during a period of military
conflict.

Who is eligible? To be eligible for leave, workers must be employed for the 180 day calendar period immediately preceding the leave and have
worked at least an average of 25 hours per week during the 180-day period.
Exception 1: For parental leave, workers are eligible after being employed for 180 calendar days, without regard to the number of
hours worked.
Exception 2: For Oregon Military Family Leave, workers are eligible if they have worked at least an average of 20 hours per
week, without regard to the duration of employment.
Exception 3: For compensable Workers Compensation injuries, for certain Workers Compensation injuries involving denied and
then accepted claims and for certain accepted claims involving more than one employer.
Exception 4: When an employee is caring for a family member with a serious health condition and the same family member dies,
the employee need not requalify with the 25 hour per week average to be eligible for bereavement leave

How much leave
can an employee
take?

 Employees are generally entitled to a maximum of 12 weeks of family leave within the employer’s 12-month leave year.
 A woman using pregnancy disability leave is entitled to 12 additional weeks of leave in the same leave year for any qualifying

OFLA purpose.
 A man or woman using a full 12 weeks of parental leave is entitled to take up to 12 additional weeks for the purpose of sick

child leave.
 Employees are entitled to 2 weeks of bereavement leave to be taken within 60 days of the notice of the death of a covered

family member.
 A spouse or same gender domestic partner of a service member is entitled to a total of 14 days of leave per deployment after

the military spouse has been notified of an impending call or order to active duty and before deployment and when the
military spouse is on leave from deployment.

What notice is
required?

Employees may be required to give 30 days notice in advance of leave, unless the leave is taken for an emergency.
Employers may require that notice is given in writing. In an emergency, employees must give verbal notice within 24 hours of
starting a leave.

Is family leave
paid or unpaid?

 Although Family Leave is unpaid, employees are entitled to use any accrued paid vacation, sick or other paid leave.
 Employees are entitled to group health insurance benefits during family leave as if they continued working.

How is an
employee’s job
protected?

Employers must return employees to their former jobs or to equivalent jobs if the former position no longer exists. However,
employees on OFLA leave are still subject to nondiscriminatory employment actions such as layoff or discipline that would have
been taken without regard to the employee’s leave.

FOR ADDITIONAL INFORMATION: Employees who have been denied available leave,

disciplined or retaliated against for requesting or

taking leave, or have been denied reinstatement to the

same or equivalent position when they returned from

leave, may file a complaint with BOLI’s Civil Rights

Division.

Employer Assistance....... 971-673-0824
Portland........................... 971-673-0761
Eugene............................ 541-686-7623
Salem.............................. 503-378-3292
www.oregon.gov/BOLI

BOLI
Civil Rights Division
800 NE Oregon, #1045
Portland, OR 97232

January 2019
This is a summary of laws relating to Oregon Family Leave Act. It is not a complete text of the law.

THIS INFORMATION MUST BE POSTED IN A CONSPICUOUS LOCATION



B U R E A U O F L A B O R A N D I N D U S T R I E S

OREGON
EMPLOYEE WORK SCHEDULES LAW

(Applicable in Retail, Hospitality and Food Services Establishments Effective July 1, 2018)

COMPENSATION FOR WORK SCHEDULE CHANGES
Employers are required to provide compensation to
employees for certain employer-requested schedule
changes that occur without required advance notice.
(See BOLI website for more information.)

WHO IS COVERED
Employees of retail, hospitality or food services
establishments that employ 500 or more employees
worldwide who are primarily engaged in providing
retail, hospitality or food services are covered.
Employees whose primary duties do not relate to
retail, hospitality or food service operations; salaried
employees who are exempt from minimum wage and
workers supplied by worker leasing companies or
businesses that provide services to or on behalf of an
employer are not covered or counted toward the 500
employee threshold.

GOOD FAITH ESTIMATES OF WORK SCHEDULES
Covered employers are required to provide written
good faith estimates of employee work schedules at
the time of hire that state the median number of
hours the employee can expect to work in an average
month and explain use of the “voluntary standby list”
and whether an employee who is not on a standby list
may expect to work on-call shifts, and if so, when an
employee may be expected to work on-call shifts if not
on the standby list.

VOLUNTARY STANDBY LISTS
Employers may maintain voluntary standby lists of
employees willing to work additional hours due to
unanticipated customer needs or unexpected
absences if employees on the list request or agree in
writing and the employer provides required written
information to each employee. Such employees are
not entitled to be compensated for these work
schedule changes.

ADVANCE NOTICE OF WORK SCHEDULES
Covered employers are required to provide employees
with written work schedules at least seven calendar
days (14 calendar days effective July 1, 2020) before
the first day of work that runs through the last day of
the posted work schedule in effect at the time of
delivery. Work schedules are required to be posted in
a conspicuous and accessible location.

CHANGES IN WORK SCHEDULES
If the employer requests changes to the written work
schedule, the employer must provide timely notice of
the change. Employees may decline any work shifts
not included in the covered employer’s written work
schedule.

If the employer changes a written schedule without
advance notice of at least seven calendar days prior to
the beginning of the workweek in which the change
occurs (14 calendar days effective July 1, 2020), the
employer is required to pay the employee an
additional hour of pay in addition to regular wages
earned when: the employer adds more than 30
minutes to the work shift; changes the date or starting
and stopping time with no loss of hours; or if the
employer schedules the employee for an additional
work shift or on-call shift.

Employees may request in writing to work additional
shifts or on-call work shifts any time after the advance
notice of written work schedule.

RIGHT TO REST BETWEEN SHIFTS
Unless the employee requests or consents to work
such hours, employers may not schedule or require an
employee to work during the first ten hours following
the end of a previous calendar day’s work or on-call
shift or the first ten hours following the end of a work
or on-call shift that spanned two calendar days.

If an employee works during the rest periods specified
above, the employer must compensate the employee
for each hour or portion of an hour that the employee
works at the rate of one and one-half times the
employee’s regular rate of pay.

RIGHT TO INPUT INTO WORK SCHEDULE
Employees may identify limitations or changes in work
schedule availability and request not to be scheduled
for work shifts during certain times or at certain
locations. Employers may not retaliate against
employees for making such requests, however,
employers are under no obligation to grant
employees’ requests unless otherwise required to do
so under other applicable laws.

For additional information, contact the Bureau of Labor and
Industries:

www.oregon.gov/boli • Email: whdscreener@boli.state.or.us

Portland: 971-673-0761 Eugene: 541-686-7623
Salem: 503-378-3292 TTY: 711
Technical Assistance for Employers Program: 971-673-0824

OTHER PROVISIONS
See BOLI website for additional information regarding
notice and posting requirements, retaliation
prohibitions and enforcement and penalty provisions.

This is a summary of the provisions of the Oregon Employee Work Schedules law. It is not a complete text of the law.
THIS INFORMATION MUST BE POSTED IN A CONSPICUOUS LOCATION

6/2018



440-1188 (7/09/COM)

INJURED ON THE JOB?

What should I do?
Notify your employer right away and ask for a Form 801 “Report of Job Injury or Illness.” 
You have the right to file a claim if you are injured on the job.

What does my employer have to do?
Your employer must give you the Form 801 “Report of Job Injury or Illness.” Then, 
your employer must give notice of your claim to the insurer.

How do I get medical treatment?
Get medical treatment from a doctor or other health care professional of your choice. 
Your employer cannot choose your health care provider. Some providers have 
limits on the services they offer, so ask your provider about these limits. Give your 
employer’s name and insurance information listed below to your health care provider.

What if I can’t do my job?
Your health care provider may approve time off work. The insurer will tell you if you 
are eligible for benefits. Your employer may have light-duty work you can do while 
you recover. 

It is important to stay in contact with your employer and your insurer.
If you have questions, you may contact the Ombudsman for Injured Workers at 800-927-1271 or 
the Workers’ Compensation Division at 800-452-0288. You can find the most current information 

about your employer’s workers’ compensation insurance at WorkCompCoverage.wcd.oregon.gov.

This employer provides workers’ compensation insurance for on-the-job injuries. 

Insured policy holder:  A+ Student Staffing Inc

Employer:   A+ Staffing

Insurer: General Casualty Co of WI, PO Box 975, Sun Prairie, WI 53590

Policy no.:  QWC7100019             Printed:

NOTICE OF COMPLIANCE



Workers’ Compensation Division
P.O. Box14480
Salem, OR 97309-0405

Address Service Requested

NOTICE OF COMPLIANCE 
Employer: ■ Post this notice in each business location in a place where your employees

can see it. It is illegal to post this notice when workers’ compensation 
insurance is not in effect.

■ Give the insurance and employer information listed at the bottom of the
notice to injured workers for their health care provider’s billing needs.

■ Notify your insurer of a worker’s injury within five (5) days of your know- 
  ledge of a claim or accident that may result in a compensable injury.

■ If you have questions about workers’ compensation insurance, call the
Workers’ Compensation Division at 800-452-0288.

■ To order additional posters, Spanish language posters, or to get Notice of
Compliance information in other languages, call 503-947-7814 or go
online to WorkCompPoster.wcd.oregon.gov.

■ To look up employer coverage information, go online to
WorkCompCoverage.wcd.oregon.gov.

Oregon Workers’ Compensation required posting notice
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