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Know Your Rights at Home, at Work, and in Public Places 

At Home 

If officers are at your door, do not open the door- keep the door closed and ask if they are 
immigration agents, or from ICE. 

Ask the agents what they are there for. 

• Opening the door does not give the agents permission to come inside, but ICE will claim 
you consented.  It is safer to speak to ICE through the door.  

• If the agents don’t speak your language, ask for an interpreter. 

If the agents want to enter, ask them if they have a court issued warrant signed by a judge. If 
ICE agents do not have a warrant signed by a judge, you may refuse to open the door.  

• An administrative warrant of removal from immigration authorities is not enough. 
• If they say they have a warrant, ask them to slip the warrant under the door. 

Look at the top and at the signature line to see if it was issued by a court and signed by a judge. 
Only a court/judge warrant is enough for entry into your premises. One issued by DHS or ICE 
and signed by a DHS or ICE employee is not (this applies to both homes and workplaces). 

• Do not open your door unless ICE shows you a judicial search or arrest warrant naming a 
person in your residence and/or areas to be searched at your address. 

• In all other cases, keep the door closed. State: “I do not consent to your entry.” 

If agents force their way in anyway, do not attempt to resist. If you wish to exercise your rights, 
state: “I do not consent to your entry or to your search of these premises. I am exercising 
my right to remain silent. I wish to speak with a lawyer as soon as possible.” Everyone in the 
residence may also exercise the right to remain silent. 

Do not lie or show false documents. Do not sign any papers without speaking to a lawyer. 

Even if officers have a warrant and you have to let them in, you have the right to remain 
silent.  Say: “I plead the Fifth Amendment and choose to remain silent.” Remain calm, but don’t 
share any information. If you’re arrested, remain silent. You’re entitled to speak to a lawyer 
before cooperating and most importantly, keep calm because YOU HAVE RIGHTS, 
EXERCISE THEM. 
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At a workplace 

Employers:  Designate one or more identified persons to speak to officers, and instruct all 
others in the workplace to refer officers to the designated persons, and to not speak to 
officers themselves. 

Do NOT consent to a search. State that you do not consent to a search. ICE can enter areas 
open to the general public (dining area, parking lot, waiting room) of a business without 
permission. But that does not give ICE the authority to detain, question, or arrest anyone. 

Ask if they have a court issued warrant. If agents don't have a warrant, calmly ask them to 
leave. Advise workers that they have the right to remain silent and do not have to answer 
questions, but do not direct anyone not to answer questions. 

If ICE has a SEARCH warrant signed by a judge: 

Make sure the warrant has the correct address for your workplace. Review the warrant to 
see what areas and items ICE is authorized to search. ICE is not authorized to search areas or 
inspect items that are not described in the warrant. 

Stay calm. Do not run, ICE can use that as a reason to arrest you. Do not encourage anyone to 
escape or hide. 

Ask to see identification. 

Write down the name, contact information, and badge number of officers or agents. If the agent 
refuses to provide documentation, you should note that as well. Document any violence or abuse. 
Document the details of the search, and persons or property taken. Call the rapid response hotline 
in your area. 

You also have the right to record ICE agents’ actions with cameras and recorders- the agents 
may not stop you from doing so. 

In Public Places 

ICE can question you in public places, but you may remain silent and insist on speaking to a 
lawyer.  Ask if you are free to leave. 





















Substantive/Uncorrected Technical Violation Fine Schedule 

(Effective for penalties assessed after January 13, 2023, whose associated violations 

occurred after November 2, 2015.) 

Standard Fine Amount 

Substantive 

Verifications 

Violations 

lst Offense  

$272 - $2,701 

2nd Offense  

$272 - $2,701 

3rd Offense 

+ $272 - $2,701

0% - 9% $272 $1,350 $2,701 

10% - 19% $676 $1,620 $2,701 

20% - 29% $1,081 $1,891 $2,701 

30% - 39% $1,486 $2,160 $2,701 

40% - 49% $1,891 $2,431 $2,701 

50% or more $2,296 $2,701 $2,701 

Knowing Hire/ Continuing to Employ Fine Schedule 

(Effective for penalties assessed after January 13, 2023, whose associated violations 

occurred after November 2, 2015.) 

Standard Fine Amount 

Knowing Hire and 

Continuing to 

Employ Violations 

lst Tier  

$676 - $5,404 

2nd Tier  

$5,404 - $13,508 

3rd Tier  

$8,106 - $27,018 

0% - 9% $676 $5,404 $8,106 

10% _ 19% $1,622 $7,025 $11,889 

20% - 29% $2,568 $8,645 $15,670 

30% - 39% $3,512 $10,267 $19,453 

40% - 49% $4,458 $11,888 $23,235 

50% or more $5,404 $13,508 $27,018 
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1-Page Employer Guide to Completing & Maintaining USCIS Form I-9 

Purpose of Form I-9 

Employers must verify the identity and employment authorization of every employee hired in the 
United States by completing Form I-9. 

 

Section 1: Employee Information and Attestation 

1. Who Completes: The employee must complete Section 1 no later than the first day of 
work for pay. 

2. What’s Required: Full legal name, address, date of birth, Social Security number (if 
applicable), and attestation of employment authorization. 

3. Electronic/Handwritten Signature: The employee must sign and date the form. 

 

Section 2: Employer Review and Verification 

1. Deadline: Employers must complete this section within three business days of the 
employee's first workday. 

2. Document Verification:  
o Review acceptable documents from Lists A, B, and C (e.g., a U.S. passport, 

driver’s license, or Social Security card). 
o Ensure documents are original, unexpired, and match the employee's 

information. 
o Do not request specific documents; employees can choose which to present. 

3. Completion:  
o Record the document title, issuing authority, document number, and expiration 

date. 
o Sign and date to certify the review. 

 

Section 3: Reverification (If Needed) 

1. When Required:  
o Employee provides temporary work authorization that expires. 
o There is a legal name change or rehire within three years. 

 



2. When NOT Required: 
 ○ Employee presents a green card that was valid at time of hire. 
 ○ Employee presents a U.S. passport that was valid at time of hire. 

3. Action Steps:  
o Fill out Section 3 with updated employment authorization documents. 

 

Retention and Storage 

1. How Long to Retain:  
o At least 3 years after hire date or 1 year after termination, whichever is later. 

2. Where to Store:  
o Keep paper, electronic, or microfilm records secure and accessible. 

3. Availability: Must present Form I-9 for inspection by DHS, DOL, or DOJ within three 
business days of request. 

 

Best Practices for Compliance 

• Conduct Regular Audits: Review forms for completeness and accuracy. 
• Train Staff: Ensure HR or hiring managers are familiar with Form I-9 procedures. 
• Have a Plan: Be prepared to have a designated employee on staff who can accept service 

of the notice of survey.  NEVER allow I.C.E. to review the documents on site on the 
notice date. The Employee ought to be polite, but stern, then accept the notice. The 
designated supervisor will let the U.S.C.I.S. know that their legal staff will get back to 
them within 3 days. Once USCIS leaves, notify a designated staff member authorized to 
contact the attorney.  Contact an attoney, immediately! 

• Avoid Discrimination: Never ask for more or specific documents based on the 
employee’s nationality or citizenship. 

• Use E-Verify (Optional): An electronic system to confirm employment eligibility. 

 

For more details, refer to the USCIS Handbook for Employers (M-274) or visit uscis.gov/I-
9Central. 

 
Courtesy of: 
Law Office of Kevin L. Dixler 
542 S. Dearborn St. #590 
Chicago, IL 60605 
kd@dixler.com 
312-588-0500 
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