ARIZONA
EMPLOYMENT LAWS



THE FAIR WAGES AND
HEALTHY FAMILIES ACT

The Fair Wages and Healthy Families Act (the “Act") does not apply to any
person who is employed by a parent or a sibling; any person who is
employed performing babysitting services in the employer's home on a

EXEMPTIONS: casual basis; any person employed by the State of Arizona or the United
States government; or any person employed in a small business that
grosses less than $500,000 in annual revenue, if that small business is
exempt from having to pay a minimum wage under section 206(q) of title
29 of the United States Code.

RETALIATION & Employers are prohibited from discriminating against or subjecting any person
DISCRIMINATION to retaliation for: (1) asserting any claim or right under the Act; (2) assisting
any person in doing so; or (3} informing any person of their rights under the

PROHIBITED: Act.

For additional information regarding the Act, you may refer to the Industrial
) Commission’s website at www.azica.gov or contact the Industrial
INFORMATION: Commission’s Labor Department: 800 W. Washington, Phoenix, Arizona
85007-2022; {602) 542-4515.

THIS POSTER MUST BE CONSPICUQUSLY DISPLAYED IN A PLACE THAT IS
ACCESSIBLE TO EMPLOYEES




THE FAIR WAGES AND HEALTHY FAMILIES ACT

E_arn_ed I;aid Sick Til‘ll_(i i

EXEMPTIONS:

ENTITLEMENT
AND AMOUNT:

TERMS OF USE:

RETALIATION &
DISCRIMINATION
PROHIBITED:

ENFORCEMENT:

INFORMATION:

The Fair Wages and Healthy Families Act (the “Act”) does not apply to any
person who is employed by a parent or a sibling; any person who is employed
performing babysitting services in the employer’s home on a casual basis; or
any person employed by the State of Arizona or the United States government.

Beginning July 1, 2017, employees are entitled to earned paid sick time and
accrue a minimum of one hour of eamed paid sick time for every 30 hours
worked, subject to the following limitations:
* Employees whose employers have less than 15 employees may only
accrue or use 24 hours of earned paid sick time per year.
¢ Employees whose employers have 15 or more employees may only
accrue or use 40 hours of earned paid sick time per year.
Employers are permiited to select higher accrual and use limits.

Earned paid sick time may be used for the following purposes: (1) medical
care or mental or physical iliness, injury, or health condition; or (2) a public
health emergency; and (3) absence due to domestic violence, sexual violence,
abuse, or stalking. Employees may use earned paid sick time for themselves
or for family members. See Arizona Revised Statutes § 23-373 for more
information.

Employers are prohibited from discriminating against or subjecting any person
to retaliation for: (1) asserting any claim or right under the Act, including
requesting or using earned paid sick time; (2) assisting any person in doing so;
or (3) informing any person of their rights under the Act.

Each employee has the right to file a complaint with the Industrial
Commission’s Labor Department alleging that an employer has violated the
Act. Certain time limits apply. A civil action may also be filed as provided in
the Act. Violations of the Act may result in penalties.

For additional information regarding the Act, you may refer to the Industrial
Commission’s website at www.azica.gov or contact the Industrial
Commission’s Labor Department: 800 W. Washington, Phoenix, Arizona
85007-2022; (602) 542-4515.

THIS POSTER MUST BE CONSPICUOUSLY POSTED IN A PLACE

THAT IS ACCESSIBLE TO EMPLOYEES
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EMPLOYMENT LAWS



FLORIDA MINIMUM WAGE IN FLORIDA
QCOMMERCE Notice to Employees

Effective September 30, 2023, the Florida minimum wage will be $12.00 per hour, with a minimum wage
of at least $8.98 per hour for tipped employees, in addition to tips, through September 29, 2024,

On November 3, 2020, Florida voters approved a state constitutional amendment to gradually increase the
state’s minimum wage each year until reaching $15.00 per hour on September 30, 2026. On September 30,
2023, Florida's minimum wage will increase to $12.00 per hour. Each year thereafter, Florida’s minimum wage
will increase by $1.00 until the minimum wage reaches $15.00 per hour on September 30, 2026. Resuming in
2027, the minimum wage will be adjusted annually for inflation.

An employer may not retaliate against an employee for exercising his or her right to receive the minimum wage.
Rights protected by the State of Florida Constitution include the right to:

= File a complaint about an employer’s alleged noncompliance with lawful minimum wage requirements,

* Inform any person about an employer’s alleged noncompliance with lawful minimum wage requirements.

* Inform any person of his or her potential rights under Section 24, Article X of the State Constitution and to
assist the individual in asserting such rights.

An employee who has not received the lawful minimum wage after notifying his or her employer and giving the

employer 15 days to resolve any claims for unpaid wages may bring a civil action in a court of law against an

employer to recover back wages plus damages and attorney’s fees.

An employer found liable for intentionally violating minimum wage requirements is subject to a fine of $1,000 per
violation, payable to the State. The Attorney General, or other official designated by the Legislature, may bring
a civil action to enforce the minimum wage.

For additional details, see Section 24, Article X of the State of Florida Constitution, and section 448.110, Fiorida
Statufes.
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EQUAL PAY FOR EQUAL WORK ACT

POLICY

The General Assembly of Georgia hereby declares that the practice of discriminating on the basis of sex by
paying wages to employees of one sex at a lesser rate than the rate paid to employees of the opposite sex for
comparable work on jobs which require the same or essentially the same knowledge, skill, effort and responsibility
unjustly discriminates against the person receiving the lesser rate:

It is hereby declared to be the policy of the State of Georgia through the
exercise of the police power of this State to correctand, as rapidly as possible,
to eliminate discriminatory wage practices based on sex.

PROHIBITION OF DISCRIMINATION
No employer having employees subjectto any provisions of this section shall discriminate, within any establishment

in which such employees are employed, between employees on the basis of sex by paying wages at a rate less
than the rate paid to the opposite sex, EXCEPT WHERE SUCH PAYMENT IS MADE PURSUANT TO:

1. A seniority system;

2. A merit system;

3. A system which measures earnings by quantity or quality of production, or

4. A differential based on any other factor other than SEX: Provided, that an
employer who is paying a wage rate differential in violation of this subsection
shall not, in order to comply with the provisions of this subsection, reduce
the wage rate of any employee.

It shall also be unlawful for any person to cause or attempt to cause an employer to discriminate against any
employee in violation of the provisions of this Chapter.

It shall be unlawful for any person to discharge or in any other manner discriminate against any employee covered
by this Chapter because such employee has made a complaint against the employer or any other person or has
instituted or caused to be instituted any proceeding under or related to this Chapter or has testified or is about to
testify in any such proceedings. Any person who violates any provision of this Code section shall, upon conviction
thereof, be punished by a fine not to exceed $100.00. (OCGA Section 34-5-3.)

FOR INFORMATION ON EQUAL PAY FOR EQUAL WORK ACT CONTACT:
Georgia Department of Labor
Office of Equal Opportunity

148 Andrew Young International Blvd., N. E.
Atlanta, Georgia 30303-1751

FOR ADDITIONAL POSTERS PHONE: (404) 232-3392

POST IN PROMINENT PLACE AS REQUIRED BY LAW

Georgia Department of Labor
Bruce Thompson, Commissioner

An Equal Opportunity Employer/Program DOL-4107 ( R-1 0-23)



UNEMPLOYMENT INSURANCE
FOR

EMPLOYEES

Your job with this employer is covered by the Employment Security Law.
You may be able to establish a claim for Unemployment Insurance if you
become TOTALLY or PARTIALLY unemployed through no fault of
your own and comply with all requirements.

IMPORTANT: YOU MAY FILE A CLAIM FOR UNEMPLOYMENT INSURANCE BENEFITS VIATHE INTERNET
AT dol.georgia.gov. YOU MAY ALSO FILE A CLAIM IN PERSON AT ANY GEORGIA DEPARTMENT OF LABOR
(GDOL) CAREER CENTER LISTED BELOW.

THE GEORGIA EMPLOYMENT SECURITY LAW STATES FOR EACH WEEK YOU CLAIM
UNEMPLOYMENT BENEFITS YOU MUST:

* Be UNEMPLOYED, ABLE to work, AVAILABLE for work, ACTIVELY
SEEKING WORK, and be willing to immediately accept suitable work.

* Registerforemploymentservices with the Georgia Department of Labor.

* Report weekly work search contacts, all earnings each week, and any
job refusal.

NOTICE
Employers cannot deduct any money from employees’ paychecks to pay unemployment insurance tax.
The funding for unemployment insurance benefits comes from taxes paid by employers.

OFFICES WHERE UNEMPLOYMENT INSURANCE CLAIMS MAY BE FILED

ATLANTA CARROLLTON DOUGLAS HOUSTON COUNTY STATESBORO
ALBANY CARTERSVILLE DUBLIN LAFAYETTE THOMASVILLE
AMERICUS CLAYTON COUNTY EASTMAN LAGRANGE THOMSON
ATHENS COBB/CHEROKEE GAINESVILLE MACON TIFTON
AUGUSTA COLUMBUS GRIFFIN MILLEDGEVILLE TOCCOA
BAINBRIDGE COVINGTON GWINNETT COUNTY MOULTRIE VALDOSTA
BLUE RIDGE DALTON HABERSHAM AREA ROME VIDALIA
BRUNSWICK DEKALB HINESVILLE SAVANNAH WAYCROSS

GEORGIA DEPARTMENT OF LABOR

An Equal Opportunity Employer/Program DOL-810 (R-1 0-23)
Auxiliary Aids & Services Available Upon Request to Individuals with Disabilities
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llingis Department of Labor

This is a summary of laws that satisfies lllinois Department of Labor posting requirements.

Your Rights Under lllinois Employment Laws

LABOR
Minimum Wage &
Overtime

SETS MINIMUM WAGE FOR EMPLOYEES

Effective Jan. 1 2024

$ 14.00 PER HOUR

Applies to employers with 4 or more empleyees
Domestic workers are cavered even if the employer
only has | worker Certoin workers are nol covered
by the Minimum Wage Law ond some workers may
be poid less thon the minimum wage under limited
conditions.

8 .40 PER HOUR

Applies to tipped amployees. |f ar employee’s lips
combined with tha wages from the employer do not
equal the minimum wage, the employer myst moke

up the difference.

$ ]2.00 PER HOUR

Applies to youths [under 18) working fewer than
450 hours per calendar year,

.
Overtime
Most hourly employass and some solaried employees
are covered by the overtime law and must be
compensatad of time and ane-half their regular pay
for haurs warked aver 40 in a workweek.

Hotline: 1-800-478-3998

Child Labor

WORKERS UNDER AGE 16

Children under the age of 14 may not
work in most jobs, except under limited
conditions.

14 and 15-year-oids may work if the
following raquirements are met:

+  Employment cerlificates have been issued by the
schoal district and Fled with the Depariment of
Labor canfirming thel a minar is old encugh to
work, physicclly capable to gerform the job, and
that the job will not interfere witk the minor’s
edtcalion;

° The work is not deemed o hazardous
occepation {o full listing eon be found on
our wahiita],

Woark is limited to 2 haurs per day on school
days, 8 hours per day on non- school days
and no more than & daoys or 48 hours par
week;

Work is performed only between the haurs
of 7 am 107 p.m. during the scheol year
[7 c.m 10 9 p.m lune through Septamber);
and

A 30-minute mecl periad is pravided ne
later than the fifth hour of work.

Hotline: 1-800-645-5784

Unpaid Wages

WAGE PAYMENT AND COLLECTION ACT

Provides employ

r

Employees must receive thair finol compeasation
ineluding aarned wages, vacation pay,
commissions and bonuses on their pext regularly
scheduled poyday.

Urautherized deduttions from paychecks are no
allowed excepl as specitied by law

Empleyers must reimbyrse employees for all
nacessary expenditures or lasses incurred by an
employse dvring the scope of employment and
related to services parformed for the amploysr.
Empleyee must subimif reimbursement request
within 30 calandar days unless on employer
policy allows far additional time 1o submit.

Hotline: 1-312.793-2808

Meal &
Rest Periods

ONE DAY REST IN SEVEN ACT

with 24 ive hours of

est within every seven (7] consecutive day period.

+  Employers may obinin permits fram the Depariment

llewing employees 1o vol ily wark seven

consecutive days.
Employ rking 7 1/2 hours must
be ollowed a maal peried of af least 20 minutes no
Iater than 5 hours after the stort of work, and an
additional 20 minutes if working o 12 hour shift or
longer.

The mission of the lllinois Department of Labor is to protect and promote the wages, welfare, working
conditions, and safety of lllinois workers by enforcing State labar und employment laws, providing
compliance assistance to employers, and increasing public awareness of workplace protections.
Through enforcement, education, and community parinerships, the Department works to ensure that
workers are paid what they are owed and that employers who follow the law remain competitive.

Paid Leave

REQUIRES PAID LEAVE FOR ANY REASON

Workers: Earn vp o 40 hours of paid leave krom
work par yaar.

Use: Workers can use paid leave for any reasan
of their choosing. Employers may nol require workers
1o provide a reason for their paid leave request
Accrual: Workers earn 1 bour of paid leave for
every 40 bours they work Employers may olso
pravide workers with all paid leave hours at the
start of the 12-month period {frontloading).
Carryover: Workers rollover all unused accrued
paid leave ot the end of the year. Any unused
frontloaded leave does nat have o be corried over.
Relaliation iz prohibited: Penalties moy apply
to employers that take adverse action against
workers wha exercise their rights undar this low.

Existing Policy and Exclusions
Certain exceptions may opply for employars whe
already provide their warkers with paid leave_ There are
alio cerloin cotegorias of workers that are not covered
by the law.

Hotline: 312-793-2600

Equal Pay Act

Requires employers to pay ¢qual waoges to men
and women doing the same or substantially
similar work, unless such wage differences are

Employeas must be aHorded reasonable bathroom
breaks.

Hotline: 1-312-793-2804

Violent Crime
Victims’ Leave

Provides employees who are victims of domestic,
gender, or sexual violence, or other erimes of
iglence, or who have family members whe are
viclims with up to 12 weeks of unpaid leave during
a ¥2-month period.

*  Effective 1/1/24: Emplayees with employers of
any size are entitled te 2 edditional weeks unpaid
leave for reasons ralofing to a family or househald
member’s death due to a crima of violence to be
completed within 60 days after the date employea
received natice of the death of the victim.

Hotline: 1-312-793-2800

2 Deparitment at:

[ 2 [}

based upon o seniority system, a merit system, or
factors ather than gender.

Employers and employment agencies ore banned
from asking applicants past wage ond compensation
histeries

Employees may disclose or discuss their own salaries,
benefits, ond other with thair kers
and colleagues.

Employers are not allowed to pay less 16 African
Americen employees varsus non- African Americon
emplayees

Cerldin employees at large businesies may reguest
wage/ solary histary for their job title from [DOL.

Hotline: 1-866-372-4365

[®] For more information or to file a complaint, contact the

524 South 2nd St, Suite 400, Springfield, IL 62701 (217} 782-5204
160 N, LaSalle, St, Svite C-1300, Chicage, IL 60601 {312} 793-2800
2309 W. Main Street, Suite 115 Marion, (L 62959 [618) 993.7090

For a complete text of the laws, visit aur website: www.lahor.illinais.gey

THIS NOTICE MUST BE DISPLAYED IN A CONSPICUOUS PLACE ON THE PREMISES OF THE
EMPLOYER WHERE OTHER NOTICES ARE POSTED.

Printed by the Avthanty of State of liiners 12/23 10C] 241008 w3




Y Illinwis Doporhment of

\L ABOR Victims’ Economic Security

and Safety Act (VESSA)

REQUIRED NOTICE FOR EMPLOYERS

VESSA provides employees who are vietims of domestic violence, sexual violence, gender violence, or any other
crime of violence, and employees who have a family or househald member whe is a victim of such violence, with
unpaid, job-guaranteed leave; reasonable accommodations; and protections from diserimination and retaliation.

This time may be used if the employee or the employee’s family or household member is:

*+  Experiencing an incident of domestic violence, sexual violence, gender viclence, or any other crime of violehce

* Recovering from the violence;

= Seeking or receiving medical help, legal assistance (including participation in legal proceedings), counseling,
safety planning, or other assistance;

+ Temporarily or permanently relocating;

+  Taking other actions to increase the safety of the victim from future domestic, sexual, or gender violence, or
any other crime of violence, or to ensure economic security.

+  Altending the funeral or alternative to a funeral if death is caused by crime of viclence;

*  Muoking arrangements necessitated by a death caused by a erime of violence; or

+  Grieving o death caused by a erime of violence.

NOTICE AND CERTIFICATION Employees must provide the employer with at ieast 48 hours prior natice,
untess providing advance notice is not practicable. If an employee is unable to provide advance notice, an employee
must provide notice when an employee is able to do so, within a reasonable period of time after the absence.

Certification may be provided by a sworn statement of the employee and upon obtaining such other
documentation the employee shall provide one of the following:

»  Documentation from an employee, agent or volunteer of a victim services organization, an attorney, a member
of the clergy, or medical or ather professional assisting in addressing the violence;

+ A police, court, or military record:;

*  Adeath certificate, published obituary, or written verification of death, burial, or memorial services, or

= Other corroborating evidence.

DURATION OF LEAVE Effective Jonuary 1, 2024, employees with employers of any size are entitled to

2 additionaf weeks (would be additional leave to whot the chart below sho unpaid leave for reasons reloting to
certain family or household member's death due to a crime of violence to be completed within 60 days after the
date employee received notice of the death of the victim,

Leave permitted during a 12-month period under the act based on humber of employees:
Number of employees Leave permitted

nsecutively, intermittently, or on o reduced work schedule basis
For information on filing a complaint please call: 312-793-6797

or visit the website: labor.illinois.gov/vessa

ACCOMMODATIONS VESSA provides that employees are entitled to reasonable accommodations to address
the needs of the victim(s). Accommodations include, but are not limited to, an adjustment to the job structure,

workplace facility, work requirements, or telephone number, seating assignment, or physical security of the work area.

DISCRIMINATION AND RETALIATION VESSA prohibits employers from discriminating, retaliating, or
otherwise treating on employee or job applicant unfavorably if the individual involved:

*+ s oris perceived to be a victim of domestic, sexual, or gender violence, or any other crime of violence;

+ Attended, participated in, prepared for, or requested leave to attend, participate in, or prepare for a
criminal or civil court or administrative proceeding relating to domestic, sexual, or gender vislence, or any
other crime of violence;

»  Requested or took VESSA leave for any reason;

+ Requested an accommodation, regardless of whether the accommodation was granted;

» The workplace is disrupted or threatened by the action of a person wham the individual states has committed or
threatened to commit domestic, sexual, or gender violence, or any other crime of violence, against the individual
ar the individual's family or household member; or

« Exercised any other rights under VESSA.

CONFIDENTIALITY Employers must maintain the confidentiality of all information pertaining to the use of VESSA
leave, notice of an employee’s intention to take VESSA leave, and certification provided by the employee.

labor.illinois.gov - DOL.Questions@Illinois.gov

Lincoln Tower Plaza Michael A Bilandic Building Regional Office Building
524 South 2nd Street, Suite 400 160 North LaSalle, Suite C-1300 2309 West Main Street, Suite 115
Springfield, llinois 62701 Chicago, lllinois 60601-3150 Marion, Hliinois 62959
(217} 782-6206 (312) 793-2800 (618) 993-7090
Fax: (217) 782-0596 Fox: {312) 793-5257 Fax: (618} 993-7258

Printed by the Authority of State of llinois 12/23 1DCT 24-0295 Gy
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LD

INDIANA DEPARTMENT OF

WORKFORCE

DEVELOPMENT

'This Business is
°® ® )
Subiect to Indiana’s
nemployment

Insurance Laws

If you lose your job or work less than full time, you may be eligible
for unemployment insurance benefits. Information is available
on-line at www.in.gov/dwd. Computers are available at any
Indiana WorkOne Center.

No deductions are made from employees’ pay for unemployment
insurance. This employer pays for unemployment insurance.

www.in.gov/dwd = 1-800-891-6499

For TDD/TYY: 317-232-7560

X1 1-2024
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UNEMPLOYMENT INSURANCE

If you become unemployed, you may be eligible for unemployment insurance benefits.

If you are still employed but working fewer hours than your regular full-time work week
and are earning less than your regular full-time wages, you may be entitled to partial
benefits. Unemployment insurance benefits are made possible by taxes paid by this

employer. No deductions are made from your paycheck for unemployment insurance.

The same week you become unemployed,
you may file a new unemployment insurance claim online or in-person.

o I
Z]1] Il-
ONLINE

IN-PERSON INFORMATION
Go to www.workforce.iowa.gov and click on the If you do not have access to For complete information about
a computer, visit the nearest

your unemployment insurance rights and
lowaWORKS Center. responsibilities, review the Unemployment

Handbook at www.workforce.iowa.gov.

Apply for Unemployment Benefits link.

You should file an initial claim the same week
you are unemployed or working reduced hours.
Your unemployment insurance claim DOES
NOT begin on the date your job ended or your
hours were reduced. Your claim is effective the
Sunday of the week you apply.

Delay in filing an unemployment
insurance claim can result in the
loss of ali or part of the benefits
you may be entitled to receive.

To register for work and learn more about
available work in your area, go to
www.iowaworks.gov
or visit your nearest lowaWORKS Center.

—
lowaWORKS

Rapids
il Bluffs Mason

Ottumwa
lowaWORKS
located in

Waterloo
Dubugue

For the location of the lowaWORKS Center nearest
or visit www.workforce.iowa.gov.

you, call: 866-

Equal Opportunity Employer/Program. Auxiliary aids and services are available upon request fo
I O W A lowa Workforce . iquals with disabilities. For deaf and hard of hearing, use Relay 711.
= Development

LAW REQUIRES DISPLAYING THIS POSTER WHERE IT CAN EASILY BE SEEN BY ALL EMPLOYEES.

70-8010 {10/23)
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Michigan Department of Labor and Economic Opportunity

Wage and Hour Division ) ‘&i‘o‘"n‘:’?-né’.;ﬁ"o“ﬁ.c
PO Box 30476
L5 Lansing, MI 48909-7976
GRETCHEN WHITMER REQUIRED POSTER SUSAN CORBIN
GOVERNOR GENERAL REQUIREMENTS - MINIMUM WAGE and OVERTIME DIRECTOR
Coverage

The Improved Workforce Opportunity Wage Act (IWOWA), Public Act 337 of 2018, as amended, covers employers
who empioy 2 or more employees 16 years of age and older.

Minimum Hourly Wage Rate
Employees must be paid at least:

Effective Date | MM HourlyWage | Tioped Employee —| 85%"* Rate
ate Minimum Hourly Rate  |Reported Average Hourly Tips
January 1, 2023 $10.10* $3.84 $6.26 $8.59
January 1, 2024 $10.33* $3.93 $6.40 $8.78
January 1, 2025 $10.56* $4.01 $6.55 $8.98

*An increase in the minimum hourly wage rate as prescribed in subsection (1} does not take effect if the unemployment rate for this state, as determined by the
Bureau of Labor Statistics, United States Department of Labor, is 8.5% or greater for the calendar year preceding the calendar year of the prescribed increase. An
increase in the minimum hourly wage rate as prescribed in subsection (1) that does not take effect pursuant to this subsection takes effect in the first calendar year
following a calendar year for which the unemployment rate for this state, as determined by the Bureau of Labor Statistics, United States Department of Labor, Is less
than 8.5%.

» **Minors 16-17 years of age may be paid 85% of the minimum hourly wage rate.

Training Wage
A training wage of $4.25 per hour may be paid to employees 16 to 19 years of age for the first 90 calendar days of employment.

Overtime
Employees covered by the IWOWA must be paid 1-1/2 times their regular rate of pay for hours worked over 40 in a
workweek. The following are exempt from overtime requirements: employees exempt from the minimum wage provisions of
the Fair Labor Standards Act of 1938, 29 USC 201 to 219 (except certain domestic service employees), professional,
administrative, or executive employees; elected officials and political appointees; employees of amusement and recreational
establishments operating less than 7 months of the year; agricultural employees, and any employee not subject to the
minimum wage provisions of the act.

Compensatory Time
If an employer meets certain conditions, employees may agree to receive compensatory time of 1-1/2 hours for each hour
of overtime worked. The agreement must be voluntary, in writing, and obtained before the compensatory time is earned.
All compensatory time earned must be paid to an employee. Accrued compensatory time may not exceed 240 hours.
Employers must keep a record of compensatory time earned and paid. Contact the Wage and Hour Division for information
on the conditions an employer must meet to offer compensatory time off in lieu of overtime compensation.

Equal Pay

An employer shall not discriminate on the basis of sex by paying employees a raie which is less than the rate paid to
employees of the opposite sex for equal work on jobs requiring equal skill, effort, and responsibility performed under simitar
working conditions - except where payment is pursuant to a seniority system, merit system or system measuring earnings on
the basis of quantity or quality of production or a differential other than sex.

Enforcement
An employee may either file civil action for recovery of unpaid minimum wages or overtime, or they may file a compiaint
with the Department of Labor and Economic Opportunity. The department may investigate a complaint and fite civil action
to collect unpaid wages or overtime due the employee and all employees of an establishment. Recovery under this act can
include unpaid minimum wages andfor overtime, plus an equal additional amount as liquidated damages, costs, and
reasonable attorney fees. A civil fine of $1,000 can be assessed to an employer who does not pay minimum wage and/or
overtime.

LEQ is an equal opportunity employer/program,
Auxiliary aids, services and other reasonable accommodations are available, upon request, to individuals with disabilities.
www.michigan.goviwagehour « Toll Free 1-855-4MI-WAGE (1-855-464-9243)
WHD 9904 (Revised » 12/2023)




Michigan Department of Labor and Economic Opportunity

Wage and Hour Division
PO Box 30476
= l.ansing, Ml 48909-7976
GRETCHEN WHITMER REQUIRED POSTER SUSAN CORBIN

GOVERNOR GENERAL REQUIREMENTS ~ PAID MEDICAL LEAVE ACT* DIRECTOR
Coverage

The Paid Medical Leave Act, 2018 Public Act 338, as amended by 2018 Public Act 369, effective March 29, 2019, covers
employers who employ 50 or more individuals. The act covers individuals engaged in service to an employer in the business of
the employer and from whom an employer is required to withhold for federal income tax purposes. An eligible employee does
not include executive, administrative, and professional overtime exempt employees, employees covered by a private collective
bargaining agreement that is in effect, employees of the United States government, another state, or a political subdivision of
another state, individuals whose primary work location is not in this state, individuals 16-19 years of age being paid the youth
training wage in accordance with the Improved Workforce Opportunity Wage Act, temporary employees as described in the
Michigan Employment Security Act, variable hour employees as defined by 26 CFR 54.4980H-1, employees covered by the
Raitway Labor Act and Railroad Unemployment Insurance Act, individuals employed by an employer for 25 weeks or fewer in a
calendar year for a job scheduled for 25 weeks or fewer, individuals who worked, on average, fewer than 25 hours per week

during the immediately preceding calendar year (See section 2 of The Paid Medical Leave Act, 2018 Public Act 338.)

Paid Medical Leave Accrual
Paid medical leave accrual begins on March 29, 20189, or upon commencement of the employee’s employment, whichever is
later. Paid medical leave is accrued at a rate of 1 hour for every 35 actual hours worked; however, an employer is not required to
allow accrual of over 1 hour in a calendar week or more than 40 hours in a benefit year. A benefit year is any consecutive 12-
month period used by an employer to calculate an eligible employee's benefits. Employees can carry over up to 40 hours of
unused accrued paid medical leave from one benefit year to the next; however, employers are not required to allow employees
to use more than 40 hours in a single benefit year. An employer may provide the total amount of paid medical leave all at once
by providing at least 40 hours at the beginning of the benefit year or on the date that the individual becomes eligible during the
benefit year on a prorated basis. If an employer adopts this practice, it does not have to permit employees to carry over unused

leave 10 the next benefit year. (See section 3 of the Paid Medical Leave Act, 2018 Public Act 338).

Paid Medical Leave Usage

An employee may use paid medical leave as it is accrued except an employer may require an employee to wait until the
90t calendar day after commencing empioyment before using accrued paid medical leave. Paid medical leave must be
used in 1-hour increments unless the employer has a different increment policy set forth in writing in an employee
handbook or other employee benefit document. Employees must follow the employer's usual and customary notice,
procedural, and documentation requirements for requesting leave. The employee must be allowed at least 3 days to
provide documentation. Employees may take paid medical leave for any of the following:

« Physical or mental iliness, injury, or health condition of the employee or his or her family member

» Medical diagnosis, care, or treatment of the employee or employee’s family member

» Preventative care of the employee or his or her family member

» Closure of the employee’s primary workplace by order of a public official due to a public health emergency

» The care of his or her child whose school or place of care has been closed by order of a public official due to a

public health emergency
= The employee’s or his or her family member’s exposure to a communicable disease that would jeopardize the
health of others as determined by heaith authorities or a health care provider

For domestic violence and sexual assault situations, employees may use paid medical leave for any of the
following:

¢ Medical care or psychological or other counseling

¢ Receiving services from a victim services organization

¢ Relocation and obtaining legal services

« Participation in civil or ¢criminal proceedings related to or resulting from the domestic violence or sexual assault

Employee Rights
An employee may file a complaint with the Department of Labor and Economic Opportunity (LEO) within 8 months of the
alleged violation. LEQ shall investigate a complaint and attempt mediation, where appropriate.

Penalties
If informal resolution is unsuccessful and a violation found, payment of paid medical leave improperly withheld will be
requested and penalties may be imposed. An employer who fails to provide paid medical leave is subject to an
administrative fine of not more than $1,000.00. An employer who willingly violates the posting requirement is subject to an
administrative fine of not more than $100.00 for each separate violation.

*For precise language of the statute, see Public Act 338 of 2018, as amended
LEO is an equat opportunity employer/program.
Auxiliary aids, services and other reasenable accommodations are available, upon request, to individuals with disabilities.
www.michigan.gov/wagehour « Toll Free 1-856-4MI-WAGE (1-855-464-9243)
WHD 9911 {Revised » 8/2021)
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Department
of Labor

Notice of Employee Rights, Protections, and Obligations
Under Labor Law Section 740

Prohibited Retaliatory Personnel Action by Employers
Effective January 26, 2022

§ 740. Retaliatory action by employers; prohibition.
1. Definitions. For purposes of this section, unless the context specifically indicates otherwise:

(a) “Employee” means an individual who performs services for and under the control and direction of an
employer for wages or other remuneration, including former employees, or natural persons employed
as independent contractors to carry out work in furtherance of an employer’s business enterprise who
are not themselves employers.

(b) “Employer” means any person, firm, partnership, institution, corporation, or association that employs one
or more employees.

(c) “Law, rule or regulation” includes: (i) any duly enacted federal, state or local statute or ordinance or
executive order; (ii) any rule or regulation promulgated pursuant to such statute or ordinance or executive
order; or (iii) any judicial or administrative decision, ruling or order.

(d) “Public body” includes the following:

(i) the United States Congress, any state legislature, or any elected local governmental body, or any
member or employee thereof;

(i) any federal, state, or local court, or any member or employee thereof, or any grand or petit jury;

(iii) any federal, state, or local regulatory, administrative, or public agency or authority, or instrumentality
thereof;

(iv) any federal, state, or local law enforcement agency, prosecutorial office, or police or peace officer;
(v) any federal, state or local department of an executive branch of government; or

(vi) any division, board, bureau, office, committee, or commission of any of the public bodies described in
subparagraphs (i) through (v) of this paragraph.

(e) “Retaliatory action” means an adverse action taken by an employer or his or her agent to discharge,
threaten, penalize, or in any other manner discriminate against any employee or former employee
exercising his or her rights under this section, including (i) adverse employment actions or threats to
take such adverse employment actions against an employee in the terms of conditions of employment
including but not limited to discharge, suspension, or demotion; (ii) actions or threats to take such actions
that would adversely impact a former employee’s current or future employment; or (iii) threatening to
contact or contacting United States immigration authorities or otherwise reporting or threatening to report
an employee’s suspected citizenship or immigration status or the suspected citizenship or immigration
status of an employee’s family or household member, as defined in subdivision two of section four
hundred fifty-nine-a of the social services law, to a federal, state, or local agency.

To Be Posted Conspicuously in easily accessible and well-lighted places
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(f) “Supervisor” means any individual within an employer’s organization who has the authority to direct
and control the work performance of the affected employee; or who has managerial authority to take
corrective action regarding the violation of the law, rule or regulation of which the employee complains.

2. Prohibitions. An employer shall not take any retaliatory action against an employee, whether or not within the
scope of the employee’s job duties, because such employee does any of the following:

(a) discloses, or threatens to disclose to a supervisor or to a public body an activity, policy or practice of
the employer that the employee reasonably believes is in violation of law, rule or regulation or that the
employee reasonably believes poses a substantial and specific danger to the public health or safety;

(b) provides information to, or testifies before, any public body conducting an investigation, hearing or inquiry
into any such activity, policy or practice by such employer; or

(c) objects to, or refuses to participate in any such activity, policy or practice.

3. Application. The protection against retaliatory action provided by paragraph (a) of subdivision two of this
section pertaining to disclosure to a public body shall not apply to an employee who makes such disclosure
to a public body unless the employee has made a good faith effort to notify his or her employer by bringing
the activity, policy or practice to the attention of a supervisor of the employer and has afforded such employer

a reasonable opportunity to correct such activity, policy or practice. Such employer notification shall not be
required where:

(a) there is an imminent and serious danger to the public health or safety;

(b) the employee reasonably believes that reporting to the supervisor would result in a destruction of
evidence or other concealment of the activity, policy or practice;

(c) such activity, policy or practice could reasonably be expected to lead to endangering the welfare of a
minor;

(d) the employee reasonably believes that reporting to the supervisor would result in physical harm to the
employee or any other person; or

(e) the employee reasonably believes that the supervisor is already aware of the activity, policy or practice
and will not correct such activity, policy or practice.

4. Violation; remedy.
(a) An employee who has been the subject of a retaliatory action in violation of this section may institute a

civil action in a court of competent jurisdiction for relief as set forth in subdivision five of this section within
two years after the alleged retaliatory action was taken.

(b) Any action authorized by this section may be brought in the county in which the alleged retaliatory action
occurred, in the county in which the complainant resides, or in the county in which the employer has its
principal place of business. In any such action, the parties shall be entitled to a jury trial.

(c) It shall be a defense to any action brought pursuant to this section that the retaliatory action was
predicated upon grounds other than the employee’s exercise of any rights protected by this section.

5. Relief. In any action brought pursuant to subdivision four of this section, the court may order relief as follows:
(a) an injunction to restrain continued violation of this section;

(b) the reinstatement of the employee to the same position held before the retaliatory action, or to an
equivalent position, or front pay in lieu thereof;

(c) the reinstatement of full fringe benefits and seniority rights;

To Be Posted Conspicuously in easily accessible and well-lighted places
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(d) the compensation for lost wages, benefits and other remuneration;

(e) the payment by the employer of reasonable costs, disbursements, and attorney’s fees;

(f) a civil penalty of an amount not to exceed ten thousand dollars; and/or

(g) the payment by the employer of punitive damages, if the violation was willful, malicious or wanton.

6. Employer relief. A court, in its discretion, may also order that reasonable attorneys’ fees and court costs and
disbursements be awarded to an employer if the court determines that an action brought by an employee
under this section was without basis in law or in fact.

7. Existing rights. Nothing in this section shall be deemed to diminish the rights, privileges, or remedies of any
employee under any other law or regulation or under any collective bargaining agreement or employment
contract.

8. Publication. Every employer shall inform employees of their protections, rights and obligations under this

section, by posting a notice thereof. Such notices shall be posted conspicuously in easily accessible and
well-lighted places customarily frequented by employees and applicants for employment.

To Be Posted Conspicuously in easily accessible and well-lighted places
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WE ARE YOUR DOL

Department
of Labor

Attention Miscellaneous

Industry Employees

Minimum Wage hourly rates effective 1/1/2024 — 12/31/2024

New York City

Large Employers (11 or more employees)

Small Employers (10 or less employees)

Minimum Wage $1 6.00

Overtime after 40 hours  $24.00
Tipped workers $16.00
Overtime after 40 hours  $24.00

Minimum Wage $1 6.00

Overtime after 40 hours $24.00
Tipped workers $16.00
Overtime after 40 hours $24.00

Long Island and
Westchester County

Remainder of
New York State

Minimum Wage $1 600

Overtime after 40 hours $24.00
Tipped workers $16.00
Overtime after 40 hours $24.00

Minimum Wage $1 5.00

Overtime after 40 hours $22.50
Tipped workers $15.00
Overtime after 40 hours $22.50

If you have questions, need more information or want to file a complaint, please visit
www.labor.ny.gov/minimumwage or call: 1-888-469-7365.

Credits and Allowances that may reduce
your pay below the minimum wage rates
shown above:

e Tips — Beginning December 31, 2020,
your employer must pay the full applicable
minimum wage rate, and cannot take any
tip credit.

e Meals and lodging — Your employer may
claim a limited amount of your wages for
meals and lodging that they provide to
you, as long as they do not charge you
anything else. The rates and requirements
are set forth in wage orders and
summaries, which are available online.

LS 207 (11/23)

Minimum Wage Poster

Extra Pay you may be owed in addition to the minimum wage
rates shown above:

Overtime — You must be paid 1% times your regular rate of
pay (no less than amounts shown above) for weekly hours
over 40 (or 44 for residential employees).

Exceptions: Overtime is not required for salaried
professionals, or for executives and administrative staff
whose weekly salary is more than 75 times the minimum
wage rate.

Call-in pay - If you go to work as scheduled and your
employer sends you home early, you may be entitled to extra
hours of pay at the minimum wage rate for that day.

Spread of hours — If your workday lasts longer than ten
hours, you may be entitled to extra daily pay. The daily rate is
equal to one hour of pay at the minimum wage rate.

Uniform maintenance — If you clean your own uniform, you
may be entitled to additional weekly pay. The weekly rates
are available online.

Post in Plain View




Division of Labor Standards WE ARE YOUR DOL
Harriman State Office Campus REW

Building 12, Albany, NY 12226 STATE

www.labor.ny.gov

Department
of Labor

Deductions from Wages
Section 193 of the New York State Labor Law

§ 193. Deductions from wages.

1. No employer shall make any deduction from the wages of an employee, except deductions which:

a) are made in accordance with the provisions of any law or any rule or regulation issued by any
governmental agency including regulations promulgated under paragraph ¢ and paragraph d of this
subdivision; or

b) are expressly authorized in writing by the employee and are for the benefit of the employee, provided
that such authorization is voluntary and only given following receipt by the employee of written notice of
all terms and conditions of the payment and/or its benefits and the details of the manner in which
deductions will be made. Whenever there is a substantial change in the terms or conditions of the
payment, including but not limited to, any change in the amount of the deduction, or a substantial
change in the benefits of the deduction or the details in the manner in which deductions shall be made,
the employer shall, as soon as practicable, but in each case before any increased deduction is made
on the employee's behalf, notify the employee prior to the implementation of the change. Such
authorization shall be kept on file on the employer's premises for the period during which the employee
is employed by the employer and for six years after such employment ends. Notwithstanding the
foregoing, employee authorization for deductions under this section may also be provided to the
employer pursuant to the terms of a collective bargaining agreement. Such authorized deductions shall
be limited to payments for:

(i) insurance premiums and prepaid legal plans;

(ii) pension or health and welfare benefits;

(iii) contributions to a bona fide charitable organization;

(iv) purchases made at events sponsored by a bona fide charitable organization affiliated

with the employer where at least twenty percent of the profits from such event are being
contributed to a bona fide charitable organization;

(v) United States bonds;
(vi) dues or assessments to a labor organization;

(vii) discounted parking or discounted passes, tokens, fare cards, vouchers, or other items
that entitle the employee to use mass transit;

(viii)  fitness center, health club, and/or gym membership dues;

(ix) cafeteria and vending machine purchases made at the employer's place of business and
purchases made at gift shops operated by the employer, where the employer is a
hospital, college, or university;

(x) pharmacy purchases made at the employer's place of business;

(xi) tuition, room, board, and fees for pre-school, nursery, primary, secondary, and/or post-
secondary educational institutions;

(xii) day care, before-school and after-school care expenses;

(xiii) payments for housing provided at no more than market rates by non-profit hospitals or
affiliates thereof; and

(xiv)  similar payments for the benefit of the employee.
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c) are related to recovery of an overpayment of wages where such overpayment is due to a mathematical
or other clerical error by the employer. In making such recoveries, the employer shall comply with
regulations promulgated by the commissioner for this purpose, which regulations shall include, but not
be limited to, provisions governing: the size of overpayments that may be covered by this section; the
timing, frequency, duration, and method of such recovery; limitations on the periodic amount of such
recovery; a requirement that notice be provided to the employee prior to the commencement of such
recovery; a requirement that the employer implement a procedure for disputing the amount of such
overpayment or seeking to delay commencement of such recovery; the terms and content of such a
procedure and a requirement that notice of the procedure for disputing the overpayment or seeking to
delay commencement of such recovery be provided to the employee prior to the commencement of
such recovery.

d) repayment of advances of salary or wages made by the employer to the employee. Deductions to cover
such repayments shall be made in accordance with regulations promulgated by the commissioner for
this purpose, which regulations shall include, but not be limited to, provisions governing: the timing,
frequency, duration, and method of such repayment; limitations on the periodic amount of such
repayment; a requirement that notice be provided to the employee prior to the commencement of such
repayment; a requirement that the employer implement a procedure for disputing the amount of such
repayment or seeking to delay commencement of such repayment; the terms and content of such a
procedure and a requirement that notice of the procedure for disputing the repayment or seeking to
delay commencement of such repayment be provided to the employee at the time the loan is made.

2. Deductions made in conjunction with an employer sponsored pre-tax contribution plan approved by the IRS
or other local taxing authority, including those falling within one or more of the categories set forth in
paragraph b of subdivision one of this section, shall be considered to have been made in accordance
with paragraph a of subdivision one of this section.

3. a. No employer shall make any charge against wages, or require an employee to make any payment by
separate transaction unless such charge or payment is permitted as a deduction from wages under the
provisions of subdivision one of this section or is permitted or required under any provision of a current
collective bargaining agreement.

b. Notwithstanding the existence of employee authorization to make deductions in accordance with
subparagraphs (iv), (ix), and (x) of paragraph b of subdivision one of this section and deductions
determined by the commissioner to be similar to such deductions in accordance with subparagraph (xiv) of
paragraph b of subdivision one of this section, the total aggregate amount of such deductions for each pay
period shall be subject to the following limitations: (i) such aggregate amount shall not exceed a maximum
aggregate limit established by the employer for each pay period; (ii) such aggregate amount shall not
exceed a maximum aggregate limit established by the employee, which limit may be any amount (in ten
dollar increments) up to the maximum amount established by the employer under subparagraph (i) of this
paragraph; (iii) the employer shall not permit any purchases within these categories of deduction by the
employee that exceed the aggregate limit established by the employee or, if no limit has been set by the
employee, the limit set by the employer; (iv) the employee shall have access within the workplace to
current account information detailing individual expenditures within these categories of deduction and a
running total of the amount that will be deducted from the employee's pay during the next applicable pay
period. Information shall be available in printed form or capable of being printed should the employee wish
to obtain a listing. No employee may be charged any fee, directly or indirectly, for access to, or printing of,
such account information.

c. With the exception of wage deductions required or authorized in a current existing collective bargaining
agreement, an employee's authorization for any and all wage deductions may be revoked in writing at any
time. The employer must cease the wage deduction for which the employee has revoked authorization as
soon as practicable, and, in no event more than four pay periods or eight weeks after the authorization has
been withdrawn, whichever is sooner.

4. Nothing in this section shall justify noncompliance with article three-A of the personal property law relating to
assignment of earnings, with section two hundred twenty-one of this chapter relating to company stores or with
any other law applicable to deductions from wages.

5. There is no exception to liability under this section for the unauthorized failure to pay wages, benefits or wage
supplements.

LS 605 (9/23) Page 2 of 3



For more information, call or write the nearest office of the Division of Labor Standards:

Albany District Buffalo District Garden City District White Plains District
State Office Campus 295 Main Street 400 Oak Street 120 Bloomingdale Road
Building 12 Room 185A Suite 914 Suite 102 White Plains, NY 10605
Albany, NY 12226 Buffalo, NY 14203 Garden City, NY 11530 (914) 997-9521

(518) 457-2730 (716) 847-7141 (516) 794-8195

New York City District Rochester District Syracuse District Bronx District

55 Hanson Place 276 Waring Road 333 East Washington Street 55 Hanson Place

11th Floor Room 104 Room 121 11t Floor

New York, NY 11217 Rochester, NY 14609 Syracuse, NY 13202 Brooklyn, NY 11217
(212) 775-3880 (585) 258-4550 (315) 428-4057 (212) 775-3719
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Washington State Department of
Labor & Industries

It’s the law!
Employers must post this notice where empioyees can read it.

Wage and Overtime Laws

Workers must be paid the Washington minimum wage

® Most workers who are 16 years of age or older must be
paid at least the minimum wage for all hours worked.
See www.Lni.wa.gov/MinWage.

® Workers who are 14 or 15 may be paid 85% of the
minimum wage.

® Tips cannot be counted as part of the minimum wage.
Employers must pay all tips to employees.

Overtime pay is due when working more than 40 hours

Most workers must be paid one and one-half times their
regular rate of pay for all hours worked over 40 in a fixed
seven-day workweek.

Workers Need Meal and Rest Breaks
Meal period

Most workers are entitled to a 30-minute unpaid meal period

if working more than five hours in a day. If you must remain
on duty during your meal period, you must be paid for the

30 minutes. Agricultural workers are entitled to a second
30-minute unpaid meal period if they work more than 11 hours
in a day. Learn more at www.Lni.wa,gov/Meal AndRestBreaks.

Breaks

= Most workers are entitled to a 10-minute paid rest break
for each four hours worked and must not work more than
three hours without a break.

m Agricultural workers must have a 10-minute paid rest
break within each four-hour period of work.

= If you are under 18, see “Teen Corner” at right.

Pay Requirements
Regular Payday

Workers must be paid at least once a month on a regularly
scheduled payday. Your employer must give you a pay
statement showing the number of hours worked, rate of pay,
number of piece work units (if piece work), gross pay, the pay
period and all deductions taken.

For more information regarding authorized deductions, go to
www.Lni.wa.gov/Wages and click on “Paycheck deductions.”

Your Rights as a Worker

Equal Pay and Opportunities Act

Under this law, your employer is prohibited from providing
unequal pay or career advancement opportunities based
on gender. You also have the right to disclose, compare, or
discuss your wages or the wages of other employees. Your
employer cannot take any adverse action against you for
discussing wages, filing a complaint, or exercising other
protected rights under the Equal Pay and Opportunities
Act. Employers also are prohibited from requesting a job
applicant’s wage or salary history, except under certain
circumstances, and cannot require an applicant’s wage or
salary history meet certain criteria. Job applicants also have
the right to certain salary information if the employer has
15 or more employees. For more information or to file a
complaint, go to www.Lni.wa.gov/EqualPay.

Teen Corner — Information for Workers Ages 14-17

® The minimum age for work is generally 14, with different rules
for ages 1415 and ages 16-17.

= Employers must have a minor work permit to employ teens.
This requirement applies to family members except on family
farms. Teens do not need a work permit,

= Teens are required to have authorization forms signed before
they begin working. For summer employment, parents must
sign the Parent Authorization for Summer Work form. If you
work during the school year, a parent and a school official
must sign the Parent/School Authorization form.

= Many jobs are not allowed for anyone under 18 because they
are not safe.

® Work hours are limited for teens, with more restrictions on
waork hours during school weeks.

Meal and rest breaks for teens

® |n agricultural work, teens of any age get a meal period of
30 minutes if working more than five hours, and a 10-minute
paid break for each four hours worked.

® In all other industries, teens who are 16 or 17 must have a
30-minute meal period if working more than five hours, and a
10-minute paid break for each four hours worked. They must
have the rest break atleast every three hours.

= Teens who are 14 or 15 must have a 30-minute meal period

no later than the end of the fourth hour, and a 10-minute paid
break for every two hours worked.

To find out more about teens in the workplace: www.Lni.wa.gov/
TeenWorkers, 1-866-219-7321, TeenSafety@Lni.wa.gov.



Washington State Department of
Labor & Industries

Leave Laws

Paid sick leave

Most workers earn a minimum of one hour of paid sick leave
for every 40 hours worked, This leave may be used beginning
on the 90th calendar day of employment. Employers must
provide employees with a statement that includes their accrued,
used and available hours of this leave at least once per month.
This information may be provided on your regular pay
statement or as a separate notification. Workers must be allowed
to carry over a minimum of 40 hours of any unused paid sick
leave to the following year. For details on authorized use,
accrual details, and eligibility, see www.Lni.wa.gov/SickLeave.

Washington Family Care Act: Use of paid leave to care
for sick family

Employees are entitled to use their choice of any employer
provided paid leave (sick, vacation, certain short-term
disability plans, or other paid time off) to care for:

® A child with a health condition requiring treatment
or supervision;

® A spouse, parent, parent-in-law, or grandparent with a serious
health condition or an emergency health condition; and

® Children 18 years and older with disabilities that make
them incapable of self-care.

® For more information, see www.Lni.wa.gov/FamilyCareAct.

Leave for victims of domestic violence,
sexual assault or stalking

Victims and their family members are allowed to take
reasonable leave from work for legal or law enforcement
assistance, medical treatment, counseling, relocation,
meetings with their crime victim advocate, or to protect their
safety. Employers are also required to provide reasonable
safety accommodations to victims. For more information, see
www.Lniwa.gov/DVLeave.

Leave for military spouses during deployment

Spouses or registered domestic partners of military
personnel who receive notice to deploy or who are on leave
from deployment during times of military conflict may take a
total of 15 days unpaid leave per deployment.

Your employer may not fire or retaliate against you for
exercising your rights or filing a complaint related to minimum
wage, overtime, paid sick leave or protected leave.

PUBLICATION F700-074-000 [09-2023]

Your Rights as a Worker

Administered by other agencies

Paid Family and Medical Leave: Administered by
Washington Employment Security Department.
Washington offers paid family and medical leave
benefits to workers. This insurance program is funded
by premiums paid by both employees and many
employers. Workers are allowed to take up to 12 weeks,
as needed, when they welcome a new child into their
family, are struck by a serious illness or injury, need

to take care of an ill or ailing relative, and for certain
military connected events. www.paidleave.wa.gov.

Pregnancy disability leave: Enforced by the
Washington State Human Rights Commission under
the Washington State Law Against Discrimination
(WLAD). www.hum.wa.gov or 1-800-233-3247

Family and Medical Leave Act: Administered by the
U.S. Department of Labor. Eligible employees can
enforce their right to protected family and medical
leave under the FMLA by contacting the Department
of Labor at www.dol.gov/iwhd/fmla or 1-866-487-9243.

Contact L&I

For more information or assistance

- E @ www.Lniwa.gov/workers-rights

it s

Call: 1-866-219-7321, toll-free
Visit: www.Lni.wa.gov/Offices
Email: ESgeneral@Lni.wa.gov

About required workplace posters

Go to www.Lni.wa.gov/RequiredPosters to learn more about
workplace posters from L&I and other government agencies.

Human trafficking is against the law

For victim assistance, call the National Human Trafficking
Resource Center at 1-888-373-7888, or the Washington State
Office of Crime Victims Advocacy at 1-800-822-1067.

Upon request, foreign language support and formats for persons
with disabilities are available. Call 1-800-547-8367. TDD users,
call 711. L&l is an equal opportunity employer.
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dwd wisconsin.gov/uiben/handbook/apply.htm

When To Apply

» You are totally unemployed,
= Your weekly earnings are reduced,

=  You expect to be laid off within the
next 13 weeks, or

= You are participating in the Trade Adjustment
Assistance (TAA) program.

Unsure if you will qualify? Apply to find out if you are
eligible. Only DWD can determine if you will qualify.

IMPORTANT: You must file an initial
claim application within seven days of the
end of the calendar week in which you
want to receive a Ul benefit payment.

Information You Need To Apply

A username and password (for filing online).

A valid email address or mobile phone number.
Your current address.

Your social security number.

Your Wisconsin driver license or identification
number (if you have one).

O Your work history for the last 18 months, including:

" Employers' business names.

Employers' addresses (including zip code).
Employers' phone number.

First and last dates of work with each employer.
Reason for no longer working with each employer.

O If you are not a U.S. citizen, your alien registration
number, document number and expiration date.

O If you served in the military in the last 18 months,
Form DD-214.

O If you are a federal civilian employee,
Form SF-50 or SF-8.

O If you are a union member, the name and local
number of your union hall.

O If you want Ul benefit payments by direct deposit, your
bank's routing number and your account number,

OooOooaod

How To Apply

1. Go to my.unemployment.wisconsin.gov
2. Read and accept terms and conditions.
3. Create a username and password.

Note: When you authorize to use online
services, you may be mailed an identity
verification letter with a code that must
be entered within seven days.

4. Log on to access your claimant portal.
5. Complete your initial claim application.

DWD is an equal opportunity employer and service provider. If you have a
disability and need assistance with this information, please dial 7-1-1 for
Wisconsin Relay Service. Please contact the Unemployment insurance
Division at {(414) 435-7069 or toll-free at (844) 910-3661 to request

information in an alternate format, including translated to another language.

UCB-7-P {R. 01/04/2024)

Apply online during these times:

Sunday 9:00 AM — Midnight
Monday — Friday  Available 24 Hours
Saturday Midnight — 3:00 PM

Need Help?

For access to a computer and
workforce services:

= Visit your closest Job Center
wisconsinjobcenter.org/directory

For help using online services or
if you are unable to go online:

= Call Unemployment Insurance (Ul) at
(414) 435-7069 or toll-free (844) 910-3661
during business hours.

STATE OF WISCONSIN

CE®DWD

Department of Workforce Development
dwd.wisconsin.gov/ui

Notice to Employers: All employers covered by
Wisconsin's Unemployment Insurance law are required to
prominently display this poster where employees wili easily
see it. If employers do not have a permanent work site
regularly accessed by employees, an individual copy is to
be provided to each employee. For additional copies, visit:
dwd.wisconsin.gov/dwd/publications/uifnotice.him

or calt (414) 438-7705.

Notice to Employees: The federal Social Security Act
requires that you give us your social security number. It will be
used to verify your identity and determine your eligibility. If you
do not provide your Social security number, we cannot take
your elaim.



| Wisconsin Fair Er;lployment Law

Section 111.31-111.395 Wisconsin Statutes and DWD 218 Wisconsin Administrative Code
requires that all employers prominently display this Poster in all places of employment.

It is unlawful to discriminate against employees and job applicants because of their:

e Sex e Use of Lawful Products

¢ Color e Arrest or Conviction

e Ancestry e Honesty Testing

o Disability ¢ National Origin

+ Marital Status e Pregnancy or Childbirth

e Race ¢ Sexual Orientation

¢ Creed (Religion) ¢ Genetic Testing

e Age (40 or Over) ¢ Military Service

e Declining to Attend a Meeting or Participate in any Communication About

Religious or Political Matters
This law applies to employers, employment agencies, labor unions and licensing agencies.

Employers may not require certain types of honesty testing or genetic testing as a condition of
employment, nor discipline an employee because of the resulits.

Employees may not be harassed in the workplace based on their protected status nor retaliated
against for filing a complaint, for assisting with a complaint, or for opposing discrimination in the
workplace.

There is a 300-day time limit for filing a discrimination complaint.

For more information or a copy of the law and the administrative rules contact:

STATE OF WISCONSIN
DEPARTMENT OF WORKFORCE DEVELOPMENT
EQUAL RIGHTS DIVISION

201 E WASHINGTON AVE ROOM A100 819 N6TH ST

PO BOX 8928 ROOM 723

MADISON WI 53708 MILWAUKEE WI 53203
Telephone: (608) 266-6860 Telephone: (414) 227-4384

Website: https://dwd.wisconsin.gov/er/

The Department of Workforce Development is an equal opportunity employer and service provider. If you have
a disability and need to access this information in an alternate format or need it translated to another language,
please conta&t_us.

ERD-4531-P (R. 06/2020)




Wisconsin Family and Medical Leave
Act

Section 103.10, Wisconsin Statutes, requires that all employers lvith 50 or more employees
display a copy of this poster in the workplace. Employers witr{ 25 or more employees are
required to post their particular feave policy

Under state law all employers with 50 or more permanent employees must allow employees of either
sex:

» Up to six (6) weeks leave in a calendar year for the birth or adoption of the employee’s
child, providing the leave begins within sixteen (16) weeks of the birth or placement of that
child.

* Up to two (2) weeks of leave in a calendar year for the care of a child, spouse, domestic
partner, as defined in § 40.02(21c) or 770.01(1) or parent or a parent of a domestic partner
with a serious health condition.

* Up to two (2) weeks leave in a calendar year for the employee's own serious heaith
condition.

This [aw only applies to an employee who has worked for the employer more than 52 consecutive
weeks and for at least 1000 hours during that 52-week period. The law also requires that empioyees
be allowed to substitute paid or unpaid leave provided by the emploger for Wisconsin Family and

Medical Leave. Employers may have leave policies, which are more denerous than leaves required
by the law.

A compiaint concerning a denial of rights under this law must be filed within 30 days after the

violation occurs or the employee should have reasonably known |that the violation occurred,
whichever is later.

For answers to questions about the law, a complete copy of the law, or to make a complaint
about a denial of rights under the law contact:

STATE OF WISCONSIN
DEPARTMENT OF WORKFORCE DEVELOPMENT
EQUAL RIGHTS DIVISION

201 E WASHINGTON AVE ROOM A100 819 N 6th ST

PO BOX 8928 ROOM 723

MADISON Wi 53708 MILWAUKEE W1 53203
Telephone: (608) 266-6860 Telephone: (414) 227-4384

Website: https://dwd.wisconsin.govier/

The Department of Workforce Development is an equal opportunity employer and service provider. if you have
a disability and need to access this information in an alternate format or need it translated to another language,
please contact us.

ERD-7983-P (R-06/2020)






