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READY, STEADY, BUILD! 

BUILDING A BETTER HR 
COMMUNITY

LUNCH TIME GAME SHOW PRESENTATION!

LET’S HAVE SOME FUN!

1. WHAT IS THE MINIMUM NUMBER OF
EMPLOYEES NEEDED TO BE DEFINED AS
AN “EMPLOYER” UNDER TITLE VII

A. 100

B. 50

C. 15

D. 40
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1. WHAT IS THE MINIMUM NUMBER OF
EMPLOYEES NEEDED TO BE DEFINED AS
AN “EMPLOYER” UNDER TITLE VII?

Answer: C. 15

Source: 42 U.S.C. § 2000e(b)

2. WHICH CLASS OF DISCRIMINATION IS NOT
COVERED UNDER THE FEDERAL EEOC?

A. Pregnancy

B. Sexual orientation

C. Genetic information

D. Religious affiliation 
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2. WHICH CLASS OF DISCRIMINATION IS NOT
COVERED UNDER THE FEDERAL EEOC?

Answer: B. Sexual orientation

Source: http://www.eeoc.gov/laws/types/index.cfm (last visited 3.24.14)

3. WHAT IS THE MINIMUM AGE REQUIREMENT

TO PROCEED UNDER A FEDERAL CHARGE OF

AGE DISCRIMINATION THROUGH THE EEOC?

A. 50+

B. 60+

C. 30+

D. 40+
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3. WHAT IS THE MINIMUM AGE REQUIREMENT

TO PROCEED UNDER A FEDERAL CHARGE OF

AGE DISCRIMINATION THROUGH THE EEOC?

Answer:  D. 40+

Source: http://www.eeoc.gov/laws/types/age.cfm (last visited 3.24.14)

4. WHAT IS THE FEDERAL MINIMUM
WAGE?

A. $7.25 per hour

B. $8.15 per hour

C. $8.00 per hour

D. $7.35 per hour

E. $7.65 per hour
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4. WHAT IS THE FEDERAL MINIMUM
WAGE?

Answer: A. $7.25

Source: http://www.dol.gov/dol/topic/wages/minimumwage.htm (last visited 
3.24.14)

5. WHICH OF THE FOLLOWING FACTORS WILL
THE EEOC CONSIDER TO DETERMINE WHETHER
A REQUESTED ACCOMMODATION IMPOSES AN
UNDUE HARDSHIP ON THE EMPLOYER?

A. The employer’s size

B. The employer’s financial resources

C. The employer’s operations

D. All of the above

E. None of the above
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Answer: D. All of the above

5. WHICH OF THE FOLLOWING FACTORS WILL
THE EEOC CONSIDER TO DETERMINE WHETHER
A REQUESTED ACCOMMODATION IMPOSES AN
UNDUE HARDSHIP ON THE EMPLOYER?

6. THE FAIR LABOR STANDARDS ACT SETS THE
STANDARDS FOR EMPLOYERS ON EACH OF
THE FOLLOWING ISSUES EXCEPT:

A. Minimum wage

B. Overtime pay

C. Sick Leave

D. Recordkeeping

E. Child labor
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6. THE FAIR LABOR STANDARDS ACT SETS THE
STANDARDS FOR EMPLOYERS ON EACH OF
THE FOLLOWING ISSUES EXCEPT:

Answer:  C.   Sick leave

7. ON MARCH 13, 2014, PRESIDENT OBAMA ISSUED
A MEMORANDUM TO THE SECRETARY OF LABOR
DIRECTING HIM TO PROPOSE REVISIONS THAT
MODERNIZE AND STREAMLINE THE FOLLOWING:

A. Family Medical Leave Act record keeping 
regulations

B. Fair Labor Standards Act overtime 
regulations

C. EEOC’s enforcement of Title VII violations

D. Filing requirements for unemployment 
benefits

E. None of the above
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7. ON MARCH 13, 2014, PRESIDENT OBAMA ISSUED A
MEMORANDUM TO THE SECRETARY OF LABOR
DIRECTING HIM TO PROPOSE REVISIONS THAT
MODERNIZE AND STREAMLINE THE FOLLOWING:

Answer: B. Fair Labor Standards Act overtime 
regulations

8. CURRENTLY, IN ORDER TO QUALIFY AS EXEMPT
FROM OVERTIME UNDER FEDERAL LAW, AN
EMPLOYEE MUST MEET CERTAIN TESTS REGARDING
THEIR JOB DUTIES AND BE PAID ON A SALARY BASIS
OF NOT LESS THAN:

A. $405 per week

B. $455 per week

C. $595 per week

D. $655 per week

E. None of the above
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8. CURRENTLY, IN ORDER TO QUALIFY AS EXEMPT
FROM OVERTIME UNDER FEDERAL LAW, AN
EMPLOYEE MUST MEET CERTAIN TESTS REGARDING
THEIR JOB DUTIES AND BE PAID ON A SALARY BASIS
OF NOT LESS THAN:

Answer: B. $455 per week

9. FEDERAL REGULATION REQUIRES THAT ANY
PERSONNEL RECORD MADE OR KEPT BY AN
EMPLOYER INCLUDING RECORDS OF HIRING, 
PROMOTION, OR TERMINATION SHALL BE RETAINED
BY AN EMPLOYER FOR A PERIOD OF:

A. One year from when the record was created

B. One year from the date of the personnel action

C. One year from when a charge discrimination  is filed

D. Two years from when the record was created or the 

date of the personnel action, whichever is later

E. Both A and B.
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9. FEDERAL REGULATION REQUIRES THAT ANY
PERSONNEL RECORD MADE OR KEPT BY AN
EMPLOYER INCLUDING RECORDS OF HIRING, 
PROMOTION, OR TERMINATION SHALL BE RETAINED
BY AN EMPLOYER FOR A PERIOD OF:

Answer: E. Both A and B.

10. A PRIVATE SCHOOL’S FORMER HEADMASTER FILED SUIT
AGAINST THE SCHOOL ALLEGING AGE DISCRIMINATION. 
FOUR DAYS AFTER THE PARTIES SIGNED A SETTLEMENT
AGREEMENT, THE HEADMASTER’S DAUGHTER PUBLISHED A
FACEBOOK POST STATING, AMONG OTHER THINGS, THAT
HER FATHER HAD WON HIS AGE DISCRIMINATION CASE
AGAINST THE SCHOOL, THAT THE SETTLEMENT WOULD
FUND A VACATION TO EUROPE, AND THAT THE SCHOOL
SHOULD “SUCK IT.”
THE SETTLEMENT AGREEMENT CONTAINED THE

FOLLOWING CONFIDENTIALITY PROVISION: 

“[T]HE PLAINTIFF SHALL NOT EITHER DIRECTLY OR
INDIRECTLY, DISCLOSE, DISCUSS OR COMMUNICATE TO ANY
ENTITY OR PERSON, EXCEPT HIS ATTORNEYS OR OTHER
PROFESSIONAL ADVISORS OR SPOUSE ANY INFORMATION
WHATSOEVER REGARDING THE EXISTENCE OR TERMS OF
THIS AGREEMENT…A BREACH…WILL RESULT IN
DISGORGEMENT OF THE PLAINTIFFS [SIC] PORTION OF THE
SETTLEMENT PAYMENTS.”



Ready, Steady, Build!
SHRM‐GT Employment Law Update 2014

4/8/14

©2014 LEWIS ROCA ROTHGERBER 11

WHAT IS THE SCHOOL’S RECOURSE FOR THE
FACEBOOK POST:

A. The school has no recourse because the 
daughter’s post is protected speech.

B. The school can issue its own Facebook post 
correcting the factual inaccuracies of the 
daughter’s post.

C. The school can refuse to pay the settlement 
funds because the former headmaster violated 
the settlement agreement’s confidentiality 
provision.

D. The school has no recourse because the 
daughter’s post does not implicate the 
confidentiality provision of the settlement 
agreement.

E. Both A and D.

WHAT IS THE SCHOOL’S RECOURSE FOR THE
FACEBOOK POST:

Answer: C. The school can refuse to pay the 
settlement funds because the former headmaster 
violated the settlement agreement’s confidentiality 
provision.
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11. WHICH OF THE FOLLOWING IS NOT A

COVERED IMPAIRMENT UNDER THE

AMERICANS WITH DISABILITIES ACT?

A. Current illegal drug use

B. Alcoholism

C. Separation anxiety

D. Former drug addiction

E. None of the above

11. WHICH OF THE FOLLOWING IS NOT A

COVERED IMPAIRMENT UNDER THE

AMERICANS WITH DISABILITIES ACT?

Answer: A. Current illegal drug use
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12. TRUE OR FALSE?  UNDER ARIZONA LAW, 
IF AN EMPLOYER REQUIRES DRUG
TESTING OF ITS EMPLOYEES, IT MUST HAVE
A WRITTEN POLICY IN  PLACE THAT MEETS

THE REQUIREMENTS OF ARIZONA’S DRUG
TESTING STATUTE. 

A. True

B. False

12.  TRUE OR FALSE?  UNDER ARIZONA LAW, 
IF AN EMPLOYER REQUIRES DRUG TESTING
OF ITS EMPLOYEES, IT MUST HAVE A
WRITTEN POLICY IN  PLACE THAT MEETS

THE REQUIREMENTS OF ARIZONA’S DRUG
TESTING STATUTE. 

Answer: B. False. Arizona’s Drug Testing 
statute is an opt-in statute.  It provides certain 
protections for employers who comply with its 
requirements but does not legally obligate 
Arizona employers to do so.  
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13.  IN ORDER FOR AN EMPLOYER TO QUALIFY
FOR PROTECTION UNDER ARIZONA’S DRUG
TESTING STATUTE, WHICH OF  THE FOLLOWING

DOES NOT NEED TO BE INCLUDED IN AN
EMPLOYER’S DRUG TESTING POLICY: 

A. The right of an employee, on request, to 
explain in a confidential setting, a 
positive  test result. 

B. A statement of the employer's policy 
regarding the confidentiality of the test 
results.

C. The date and time the testing will occur.
D. The consequences of a refusal to 

participate in the testing.

13.  IN ORDER FOR AN EMPLOYER TO QUALIFY
FOR PROTECTION UNDER ARIZONA’S DRUG
TESTING STATUTE, WHICH OF  THE

FOLLOWING DOES NOT NEED TO BE
INCLUDED IN AN EMPLOYER’S DRUG TESTING
POLICY: 

Answer: C. The date and time the testing will 
occur.

Arizona’s statute permits random drug testing, 
but requires that an employer’s policy identify the 
circumstances under which testing may occur.
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14. TRUE OR FALSE?  ARIZONA’S WAGE
PAYMENT ACT REQUIRES EMPLOYERS
HEADQUARTERED IN ARIZONA TO PAY
WAGES AT LEAST ONCE A MONTH ON
FIXED PAY DAYS.

A. True

B. False

14. TRUE OR FALSE?  ARIZONA’S WAGE
PAYMENT ACT REQUIRES EMPLOYERS
HEADQUARTERED IN ARIZONA TO PAY
WAGES AT LEAST ONCE A MONTH ON
FIXED PAY DAYS.

Answer: B. False.  The Act requires 
employers headquartered in Arizona to pay 
employees at least twice a month.
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15. BY WHEN MUST A DISCHARGED EMPLOYEE
BE PROVIDED HIS OR HER FINAL PAY
CHECK UNDER ARIZONA’S WAGE
PAYMENT ACT? 

A. By the next regular pay day
B. Within seven working days from the date of 

discharge, or the next regular payday, 
whichever is earlier

C. Within seven working days
D. By the next regular payday, or if the 

employee has property belonging to the 
employer, on the date the employee returns 
all property belonging to the employer.

15. BY WHEN MUST A DISCHARGED EMPLOYEE
BE PROVIDED HIS OR HER FINAL PAY
CHECK UNDER ARIZONA’S WAGE
PAYMENT ACT? 

Answer: B. Within seven working days from 
the date of discharge, or the next regular 
payday, whichever is earlier.
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16. HOW MANY TOTAL CHARGES WERE FILED
WITH THE EEOC FOR FISCAL YEAR 2013?

A. 49,002

B. 79,302

C. 93,727

D. 125,303

16. HOW MANY TOTAL CHARGES WERE FILED
WITH THE EEOC FOR FISCAL YEAR 2013?

Answer: C.  93,727
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17. WHICH OF THE FOLLOWING WAS THE
MOST POPULAR TYPE OF DISCRIMINATION
ALLEGED IN CHARGES FILED WITH THE
EEOC IN FISCAL YEAR 2013? 

A. Age

B. Race

C. Sex

D. Disability

17. WHICH OF THE FOLLOWING WAS THE
MOST POPULAR TYPE OF DISCRIMINATION
ALLEGED IN CHARGES FILED WITH THE
EEOC IN FISCAL YEAR 2013? 

Answer: B, Race.  There were 33,068 Charges 
filed with the EEOC in Fiscal Year 2013 
alleging race discrimination.
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18. IN WHICH OF THE FOLLOWING
CIRCUMSTANCES DOES THE FAMILY AND
MEDICAL LEAVE ACT NOT REQUIRE
ORGANIZATIONS  TO PROVIDE UP TO 12 
WEEKS OF UNPAID LEAVE ? 

A. After childbirth

B. After adoption

C. After death of a child

D. To care for a seriously ill family member

18. IN WHICH OF THE FOLLOWING
CIRCUMSTANCES DOES THE FAMILY AND
MEDICAL LEAVE ACT NOT REQUIRE
ORGANIZATIONS  TO PROVIDE UP TO 12 
WEEKS OF UNPAID LEAVE ? 

Answer: C. after death of a child.
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19. TRUE OR FALSE? THE EMPLOYEE
RETIREMENT INCOME SECURITY ACT OF
1974 (ERISA) IS A FEDERAL LAW THAT
REQUIRES PRIVATE EMPLOYERS TO
ESTABLISH RETIREMENT AND HEALTH
BENEFIT PLANS FOR THEIR EMPLOYEES.

A. True

B. False

19. TRUE OR FALSE? THE EMPLOYEE
RETIREMENT INCOME SECURITY ACT OF
1974 (ERISA) IS A FEDERAL LAW THAT
REQUIRES PRIVATE EMPLOYERS TO
ESTABLISH RETIREMENT AND HEALTH
BENEFIT PLANS FOR THEIR EMPLOYEES.

Answer: B. False. 

ERISA does not require any employer to 
establish a plan. It only requires that those 
who establish plans must meet certain 
minimum standards.
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20. THE EMPLOYEE POLYGRAPH
PROTECTION ACT PERMITS
EMPLOYERS TO ADMINISTER
POLYGRAPH TEST ON THEIR
EMPLOYEES IN THE FOLLOWING
CIRCUMSTANCES, EXCEPT:

A. Pre-employment screening for security service firms

B. Pre-employment screening for pharmaceutical 
manufacturers, distributors, and dispensers

C. Pre-employment screening for jobs involving children

D. Employees of private firms who are reasonably suspected 
of involvement in a workplace incident that resulted in 
specific economic loss or injury to the employer

20. THE EMPLOYEE POLYGRAPH
PROTECTION ACT PERMITS
EMPLOYERS TO ADMINISTER
POLYGRAPH TEST ON THEIR
EMPLOYEES IN THE FOLLOWING
CIRCUMSTANCES, EXCEPT:

Answer: C.  Pre-employment screening 
for jobs involving children
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21. WHAT WAS THE LEADING CAUSE OF
WORKER DEATHS ON CONSTRUCTION
SITES IN 2012?

A. Electrocution

B. Falls

C. Struck by object

D. Caught-in/between

21. WHAT WAS THE LEADING CAUSE OF
WORKER DEATHS ON CONSTRUCTION
SITES IN 2012?

Answer: B. Falls

In 2012, falls accounted for 36% of total 
deaths in the construction industry. Struck 
by an object accounted for 10% of deaths; 
electrocution accounted for 9% of deaths; and 
caught-in/between accounted for 2% of 
deaths.
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22. THE OCCUPATIONAL HEALTH & SAFETY
ACT REQUIRES EMPLOYERS TO RECORD ALL
OF THE FOLLOWING CONDITIONS WHEN
THEY ARE WORK RELATED, EXCEPT:

A. Cleaning, flushing or soaking wounds on the 
skin surface

B. Any case requiring an employee to be 
medically removed under the requirements of 
an OSHA health standard

C. Any needle-stick injury or cut from a sharp 
object that is contaminated with another 
person’s blood or other potentially infectious 
material

D. Tuberculosis infection after exposure to a 
known case of active tuberculosis

22. THE OCCUPATIONAL HEALTH & SAFETY
ACT REQUIRES EMPLOYERS TO RECORD ALL
OF THE FOLLOWING CONDITIONS WHEN
THEY ARE WORK RELATED, EXCEPT:

Answer: A. Cleaning, flushing or soaking wounds 
on the skin surface
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23. THE OCCUPATIONAL HEALTH & SAFETY
ACT REQUIRES COVERED EMPLOYERS TO
REPORT ACCIDENTS THAT RESULT IN THE
HOSPITALIZATION OF THREE OR MORE
EMPLOYEES WITHIN THE FOLLOWING
AMOUNT OF TIME:

A. Four hours

B. Eight hours

C. 24 hours

D. 48 hours

23. THE OCCUPATIONAL HEALTH & SAFETY
ACT REQUIRES COVERED EMPLOYERS TO
REPORT ACCIDENTS THAT RESULT IN THE
HOSPITALIZATION OF THREE OR MORE
EMPLOYEES WITHIN THE FOLLOWING
AMOUNT OF TIME:

Answer: B. Eight hours
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24. AN EMPLOYEE WHO BELIEVES THAT HE
OR SHE HAS BEEN RETALIATED AGAINST
IN VIOLATION OF TITLE I OF THE
AFFORDABLE CARE ACT MUST FILE A
COMPLAINT WITH OSHA WITHIN THE
FOLLOWING TIME PERIOD: 

A. Within 60 days after the retaliation

B. Within 120 days after the retaliation

C. Within 150 days after the retaliation

D. Within 180 days after the retaliation

24. AN EMPLOYEE WHO BELIEVES THAT HE
OR SHE HAS BEEN RETALIATED AGAINST
IN VIOLATION OF TITLE I OF THE
AFFORDABLE CARE ACT MUST FILE A
COMPLAINT WITH OSHA WITHIN THE
FOLLOWING TIME PERIOD: 

 

Answer: D. Within 180 days after the 
retaliation


