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Guide for Business Owners, Managers, and Employees During ICE Encounters 

Workplaces have been a common location for ICE enforcement actions – ranging from I-9 audits 

(checking a business’s employment records) to targeted arrests of specific employees, to larger 

worksite raids. It’s crucial for both business owners and managers to know what ICE can and cannot 

do in these settings, and how to respond. 

Key principles: ICE cannot freely enter non-public areas of a workplace without consent or a warrant, 

and all workers (regardless of status) have the right to remain silent and not be subjected to illegal 

searches at work. Below are the details:  

• Public vs. Private Areas at Work: 

o Public areas of a workplace (where any member of the public can go, like a store’s 

showroom, a restaurant dining area, a lobby/reception area, or a parking lot of a 

facility open to the public) are open to ICE agents just like to anyone else. ICE does 

not need a warrant to be in a public portion of a workplace. For example, agents can 

enter a restaurant’s dining area during business hours or wait in the public lobby of 

an office building. A parking lot to a facility that is not open to the public, however, 

may not be a public space and the facility management may tell ICE agents to leave 

or get off the facility’s property. 

o Private areas (employee-only zones such as back offices, kitchen areas not open to 

public, warehouses, or areas behind “Employees Only” signs) are treated like private 

property. ICE cannot go into these areas without permission from the employer or a 

judicial warrant. In a restricted area, ICE can’t just barge in unless:  

▪ Someone from the employer consents to let them in, or 

▪ They have a judicial search or arrest warrant specifying that area (or a person 

in that area). 

o Tip for employers: Clearly mark private areas with signs like “Employees Only” or 

keep doors closed, to signal that these are not open to the public.  

• If ICE Comes to Your Workplace (Employer’s perspective): 

o Management should have a plan. Ideally, the company designates a point person 

(perhaps HR or a manager) to interact with ICE if they show up. Other staff should 

direct agents to that point person and not attempt to engage on their own.  

o The designated person should ask to see identification and any warrant or subpoena 

ICE may have. Examine the warrant: 



▪ If it’s an ICE administrative warrant (not signed by a judge), it does not 

authorize entry into private work areas. You can refuse ICE entry beyond the 

public lobby in that case.  

▪ If it’s a judicial warrant (for example, a search warrant for employment 

records or an arrest warrant for a named individual), check that the details 

(address, specific areas to be searched, names) are correct and then ensure 

ICE activities stay within that scope.  

o Do not consent to broaden the search. If the warrant is only for a certain office or 

records, do not volunteer, “Feel free to look around.” Only allow access as required. 

o Employees’ records: Sometimes ICE might come with a subpoena or warrant for I-9 

employment eligibility forms or other records. Employers typically must comply with 

lawful subpoenas and warrants for documents, but again, verify the legitimacy of the 

request. 

o No obstruction: Neither managers nor employees should physically interfere with 

agents. Don’t try to block doorways or hide people actively in front of agents – that 

could be considered “harboring” or obstructing justice. However, refusing entry 

without a warrant and remaining silent are NOT obstruction; those are your rights. 

• If You as an Employee are Approached by ICE at Work: 

o If you’re in a public area (e.g., you work at a store counter and agents walk up to you), 

the same rules apply as if you were in any public place: 

▪ You have the right to remain silent. You do not have to answer questions 

about your immigration status or where you were born.  

▪ You do not have to show any ID or work authorization unless they have a 

specific legal basis to demand it. (For instance, during a Form I-9 audit, ICE 

communicates with the employer, not directly with employees on the spot. In 

a raid scenario, they may ask individuals for identity documents – see below.) 

▪ If you have proof of status readily available (like a green card or work permit 

in your wallet) and you choose to show it to quickly prove you are authorized 

to be in the U.S., that is up to you. But you are not obligated to carry or 

present immigration documents at work. Many advocates actually advise 

against handing over documents immediately; instead, calmly state that you 

choose not to answer questions or show papers at this time.  

o During a worksite raid: If ICE conducts a raid (agents swarm a workplace looking for 

specific people or undocumented workers generally), it can be chaotic. Here’s how to 

handle it: 

▪ Do not run or try to escape. Running can be very dangerous and may draw 

attention. Instead, stay calm and, if possible, quietly move to an area away 

from the agents (for example, step into a break room or an area of the 

workplace they are not currently in). One advocate suggests “avoid attracting 



attention and walk away from the site of the raid – preferably into a business 

or another indoor space” if you’re caught in a raid in a public area.  

▪ If agents approach you, do not resist. They may perform a quick pat-down for 

weapons; allow this if they insist. 

▪ Invoke your rights: You can say, “I am exercising my right to remain silent and 

I would like to speak to a lawyer”. In a raid, ICE might attempt to question 

many employees; you are legally allowed to remain silent in the face of all 

questioning. 

▪ Do not hand over IDs or papers when asked, if you choose to invoke your 

right not to. ICE might ask everyone to show work permits or immigration 

documents. According to the National Immigration Law Center, “They do not 

have to hand over any IDs or papers to ICE”. If you are not comfortable 

revealing your documents, you can politely decline by saying nothing or 

repeating that you want a lawyer. However, note that refusal might lead to 

being temporarily detained for identity verification. Weigh the risks: if you 

have valid legal status and showing a document will quickly clear you, you 

might decide to show it. If you’re undocumented or unsure, it’s safer to stay 

silent. Never show fake documents.  

▪ All information can be used against you: Anything you give ICE – an ID, a 

statement about where you were born or how you came to the U.S. – can and 

will be used in their investigation. That’s why remaining silent is often the 

best policy.  

▪ ICE may separate people or ask certain individuals to line up. They might let 

U.S. citizens or those who immediately prove lawful status leave and detain 

others. If you see co-workers being questioned, remember everyone still has 

the right not to speak or to say only “I want a lawyer.” 

• If ICE has an Arrest Warrant for a Specific Employee: 

o They may come to the workplace looking for John Doe with evidence John is 

removable. In that case, if you are John Doe (or the person named): 

▪ The advice is similar to home arrests: do not lie about your identity, but you 

also do not need to volunteer it. If asked, “Are you John Doe?”, you can 

choose not to answer. If they have a photo and approach you, staying silent 

won’t stop the arrest at that point. 

▪ Make sure you do not resist arrest. Go with them peacefully. 

▪ State that you wish to speak to a lawyer and will not sign anything before 

consulting one. 

▪ You can ask your employer or a colleague to notify your family or attorney 

immediately. 

o If you are a co-worker or a supervisor and ICE comes with a warrant for someone: 



▪ You are not obligated to reveal where that person is. For example, you don’t 

have to say “Oh, John is in the back room.” It’s actually better to let ICE find 

the person themselves. Don’t lie (“John’s not here” if he is) – just say “I can’t 

help you” or refer them to management. 

▪ Do not harbor or hide the person (like stuffing them in a closet) because that 

could be construed as interfering. But you also don’t need to go fetch the 

person for ICE. Let that individual exercise their own rights. 

• Employer Retaliation or Verification: In Minnesota and many states, it is illegal for an 

employer to retaliate against workers for asserting their rights or based on their immigration 

status in contexts outside employment verification. Employers should not re-verify an 

employee’s work authorization just because ICE showed up, nor can they fire employees 

solely because ICE had an interest in them without due process. If you face any workplace 

retaliation after an ICE encounter, consult an employment or immigration attorney. 

What To Do if ICE Approaches at Work: 

• If you are designated to deal with the ICE agents, identify yourself as the person speaking on 

behalf of the business, and ask to see their warrant. If they do not present a valid judicial 

warrant, then tell them you do not consent to searches of the non-public spaces of the 

business (which may include the parking lot if the facility is not open to the public). You may 

tell them to leave or get off the business’ property if the business has no public access. 

• If you are not designated to deal with the ICE agents, do stay calm and continue whatever 

you were doing until addressed. 

• Do ask to see a warrant if agents try to enter a non-public area or want to search company 

property (this is for employers or managers).  

• Do remember you have the right to remain silent even at work. You can decline to answer 

questions about your immigration status or anyone else’s.  

• Do call for an attorney if you are able. If you have one, call; if you’re a bystander, you might 

remind the agent “They have a lawyer and we’d like them present.” (They likely won’t wait, 

but it asserts the person’s stance.) 

• Do calmly comply with basic commands (e.g., providing your name or standing in a particular 

place), but nothing more than required. 

• Do observe and document. If you’re not the target, you can quietly take note of what ICE 

agents do, their names, time, and any apparent violations (this information can help in legal 

challenges later). 

What NOT To Do at Work during ICE Actions: 

• Do NOT consent to entry of private areas without a warrant. If you’re in charge, don’t say 

“sure, come on back” unless they show a judge’s warrant.  

• Do NOT hide or destroy documents. Shredding papers or sneaking people out the back can 

lead to obstruction charges. 

• Do NOT provide false documents or info. (Same theme: honesty or silence, never lies). 



• Do NOT panic or run. This can be hard in the moment, but running may draw attention. Many 

attorneys advise workers: do not run; it’s better to calmly walk to an exit if you are free to do 

so, or stay put until addressed. 

• Do NOT sign anything on the spot. ICE may attempt to have people sign stipulated removal 

orders or other papers during work raids, especially if they detain you. Do not sign any 

document waiving your rights or accepting departure from the U.S. without a lawyer reviewing 

it. 

• Do NOT assume you must answer an ICE agent because they’re a “government official.” At 

work, it might feel like you have to cooperate with authority. Remember, asserting your rights 

is NOT against the law. Saying “I choose not to answer questions right now” or simply staying 

silent is your lawful right. 

Status-specific considerations in the workplace: 

• U.S. Citizens: If you’re a citizen working and ICE is conducting an enforcement activity, you 

cannot be arrested for immigration reasons. If an agent questions you, you may simply say, 

“I’m a U.S. citizen,” which should end their questioning of you. You are not required to prove 

it on the spot, but if you have ID like a Real ID driver’s license (which often indicates lawful 

status) or passport on you, showing it can remove all doubt. Do not joke or lie about being a 

non-citizen; that confusion can lead to unnecessary detention. 

• Green Card Holders: Carry your green card or have a copy stored safely. If ICE is checking 

employees and you provide your green card, that should suffice to exclude you from removal 

action. Know that even as an LPR, you have the right to a hearing before your status could be 

taken away – ICE can’t summarily deport you from a work raid without proceedings. Do not 

sign anything relinquishing your residence. 

• Visa Holders: Carry proof of your authorization (like an Employment Authorization Document 

or other proof if you have one). If your visa is employer-specific (e.g., an H-1B), ensure your 

employer’s records are up to date. If approached, you might simply state your valid work 

authorization and offer to show proof. If you’re on a non-work visa and employed with 

separate work authorization (like TPS or asylum applicant with EAD), you should carry that 

EAD. Again, you don’t have to volunteer it immediately, but if it looks like you’re being 

gathered up with others, presenting it can help. 

Minnesota-Specific Workplace Notes: Minnesota has organizations and coalitions that educate 

workers on rights during ICE operations. For example, the Immigrant Law Center of Minnesota and 

MIRAC (Minnesota Immigrant Rights Action Committee) have advised workers to stay silent and ask 

for a lawyer if stopped by ICE at work. Minneapolis has even provided businesses with signage 

indicating private areas and statements of non-consent to ICE entry. While such signs can’t legally 

block a warranted search, they reinforce that businesses do not consent to unauthorized entry. 

Minnesota is also not part of the 287(g) program (which deputizes local officers to act as 

immigration agents), and local officials in places like Hennepin County have policies against working 

with ICE for civil enforcement, meaning workplace raids in Minnesota are solely a federal action. If an 

ICE raid happens, local police are not supposed to assist unless there’s a separate criminal issue. 

This context can reassure you that the law is on your side when you assert your rights at work. 

 



Step-by-Step Response Plan: 

This plan is about control, not confrontation. Employers are not required to help ICE do its job — but 

they must also not interfere. The goal is to hold the legal line calmly and professionally. 

1. Stay calm & professional; call counsel / point person  

The most important first move is slowing the situation down. Panic leads to accidental 

consent or over-cooperation. Only the designated point person should engage with ICE. 

Other staff should be trained to say, ‘Please wait here while I get our manager.’ Calling your 

legal counsel early is not obstruction — it is risk management. 

 

2. Meet ICE in the public area of the business; request ID & judicial warrant 

Always meet ICE in the public area because this preserves the public/private boundary. Ask 

for the agents’ identification and ask, “Do you have a judicial warrant?” This question does 

two things: it asserts your rights without arguing, and it determines how much authority ICE 

actually has. You are not accusing them of wrongdoing — you are simply asking them to 

show their legal authority. 

 

3. Do not consent to private-area entry without a judicial warrant 

This is the most legally sensitive step. Employers have no obligation to consent to entry into 

non-public areas, even if ICE is looking for a specific employee. Silence, hesitation, or “being 

helpful” can be treated as consent. Managers should use a short, firm script and repeat it if 

necessary. Refusing consent is not obstruction. It is a constitutional right. 

 

4. Designate an escort; document names/badges, time, and actions 

Documentation is protective. Assigning an escort does not mean you are assisting ICE — it 

means you are monitoring compliance. Keep a contemporaneous log: who arrived, what 

they asked for, what documents they showed, and what areas they entered. This protects 

the business and preserves evidence if the scope is exceeded. 

 

5. Protect workers’ rights (no coercion; right to remain silent) 

Employers are not required to help ICE identify, locate, summon, or produce workers. You do 

not have to answer questions like “Who works here?”, “Who is undocumented?”, or “Where 

is John?” You should not lie, but you may say, “I can’t help with that,” or simply repeat that 

you do not consent to interviews in non-public areas without a judicial warrant. At the same 

time, employers must not coerce workers into speaking, producing documents, or attending 

interviews. Do not instruct employees to answer questions “to clear things up.” The line is 

this: - Not assisting = lawful - Actively hiding, lying, or obstructing = not lawful. Let ICE do its 

own investigation. 

 

Employees have the right to remain silent and to request a lawyer. Employers should never 

promise outcomes or give immigration advice. However, employers may decline to facilitate 

interviews, especially in non-public areas, unless ICE presents a judicial warrant. The 

employer’s role is to avoid facilitating access, not to interfere. Protecting workers’ rights and 

protecting the business are aligned here. 

 

 



6. If search warrant is valid: follow scope; shadow agents; copy seized docs if possible 

If a valid judicial warrant is presented, the employer must comply — but only within the 

warrant’s scope. Shadow agents, politely but consistently. Do not volunteer access beyond 

what is listed. If documents are seized, request copies where reasonable or document 

exactly what was taken. Compliance with a warrant is required; expanding the search is not. 

 

7. Afterward: incident log; preserve video; contact legal counsel 

After ICE leaves, preserve everything — security footage, logs, emails, and notes. Do not 

debrief employees in a way that pressures them to disclose what they said. Contact your 

legal counsel right away. Even if everything appeared orderly, review is important because 

scope violations often aren’t obvious in the moment and may not be apparent to someone 

without legal training.  

Common Scenario Scripts: 

Scenario 1: ICE Arrives at the Business 

Manager script: 

“Hello. I’m the manager on duty. We can speak here in the public area. May I see your identification 

and any judicial warrant you have?” 

Key points: 

• Stay calm and professional 

• Do not invite ICE further inside 

• Ask for a judicial warrant (not administrative) 

 

Scenario 2: ICE Asks to Go Into a Non-Public Area 

Manager script: 

“That area is not open to the public. I do not consent to entry without a judicial warrant.” 

(Repeat as needed. Do not explain or justify.) 

Key points: 

• Refusal of consent is lawful 

• Silence or hesitation can imply consent — use clear words 

 

Scenario 3: ICE Presents an Administrative Warrant (I-200 / I-205) 

Manager script: 

“I understand. That document is not a judicial warrant, so I do not consent to entry into non-public 

areas.” 

Key points: 

• Administrative warrants do not authorize entry 

• Do not argue about legality — just state your position 



 

Scenario 4: ICE Asks About a Specific Employee 

Manager script: 

“I’m not able to help with identifying or locating employees.” or “I can’t help you with that.” 

(If pressed, repeat or refer to counsel.) 

Key points: 

• You are not required to identify, locate, or produce workers 

• Do not lie 

• Do not go get the employee 

 

Scenario 5: ICE Attempts to Interview Employees 

Manager script: 

“Employees are not required to answer questions. We do not consent to interviews in non-public 

areas without a judicial warrant.” 

Key points: 

• Do not encourage or pressure employees to speak 

• Do not provide a private space for questioning without a warrant 

 

Scenario 6: Someone Runs Into a Private Area While ICE Is Present 

Manager script: 

“That area is private. I do not consent to entry without a judicial warrant.” 

What NOT to do: 

• Do not hide the person 

• Do not move or direct them 

• Do not lie 

• Do not physically block ICE 

Key point: 

• You may decline to assist — you may not interfere 

 

Scenario 7: ICE Presents a Judicial Search or Arrest Warrant 

Manager script: 

“Thank you. I’m reviewing the warrant now. We will comply within its scope.” 

 



Operational steps: 

• Confirm the it was issued by a court and signed by a judge 

• Confirm the authority given – it is for your location, your employee, your records 

• Assign an escort 

• Do not consent beyond what the warrant authorizes 

• Document everything 

 

Scenario 8: ICE Is in the Parking Lot 

Manager script: 

“This parking lot is open to the public. We are not consenting to any entry beyond it.” 

(If the lot is restricted or staff-only, say so clearly, it which case you may exclude ICE.) 

Key points: 

• Public-facing parking lots are treated as public space 

• You cannot force ICE to leave a public lot 

 

Scenario 9: ICE Asks for Records or I-9s On the Spot 

Manager script: 

“We will comply with lawful requests for records once reviewed by counsel.” 

Key points: 

• Do not hand over records immediately unless legally required by a judicial warrant 

• Subpoenas and warrants should be reviewed, and answered within the given time frame 

• Never destroy or alter records 

 

Scenario 10: ICE Pressure or Intimidation 

Manager script: 

“I’m not refusing — I’m asking to see a judicial warrant and to speak with our legal counsel.” 

Key points: 

• Stay neutral 

• Repeat your script 

• Document tone, statements, and conduct 

 

One-Line Policy Reminder for Managers - We don’t help ICE, and we don’t interfere. We stay calm, 

hold the line, and let the law do its job. 

This material is educational and not legal advice. Do you need more guidance on this topic, or any 

other issue you are concerned about? Reach out and we’ll have a complementary conversation to 

see how we can help. 


