












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 correct and, as rapidly as possible, 
to eliminate discriminatory wage practices based on sex.

PROHIBITION OF DISCRIMINATION

No employer having employees subject to 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

DOL-4107 (R-10-23)An Equal Opportunity Employer/Program
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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 VIA THE 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.

• Register for employment services 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

An Equal Opportunity Employer/Program
Auxiliary Aids & Services Available Upon Request to Individuals with Disabilities

ATLANTA
ALBANY

AMERICUS
ATHENS

AUGUSTA
BAINBRIDGE
BLUE RIDGE
BRUNSWICK

CARROLLTON
CARTERSVILLE

CLAYTON COUNTY
COBB/CHEROKEE

COLUMBUS
COVINGTON

DALTON
DEKALB

DOUGLAS
DUBLIN

EASTMAN
GAINESVILLE

GRIFFIN
GWINNETT COUNTY
HABERSHAM AREA

HINESVILLE

HOUSTON COUNTY
LAFAYETTE
LAGRANGE

MACON
MILLEDGEVILLE

MOULTRIE
ROME

SAVANNAH

STATESBORO
THOMASVILLE

THOMSON
TIFTON

TOCCOA
VALDOSTA

VIDALIA
WAYCROSS

GEORGIA DEPARTMENT OF LABOR
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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;
  (ii) 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.

Division of Labor Standards
Harriman State Office Campus 
Building 12, Albany, NY 12226
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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;
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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. 
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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  $16.00 
 Overtime after 40 hours $24.00 
 Tipped workers $16.00 
Overtime after 40 hours $24.00  

 

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

Minimum Wage  $15.00 
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:  
• Tips – Beginning December 31, 2020, 

your employer must pay the full applicable 
minimum wage rate, and cannot take any 
tip credit. 

• 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. 

 Extra Pay you may be owed in addition to the minimum wage 
rates shown above: 
• Overtime – You must be paid 1½ 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. 
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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 c 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. 
 

www.labor.ny.gov 
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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.  
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For more information, call or write the nearest office of the Division of Labor Standards: 
 

Albany District  
State Office Campus 
Building 12 Room 185A 
Albany, NY 12226 
(518) 457-2730 

Buffalo District  
295 Main Street 
Suite 914 
Buffalo, NY 14203 
(716) 847-7141 
 

Garden City District 
400 Oak Street 
Suite 102 
Garden City, NY 11530 
(516) 794-8195 
 

White Plains District 
120 Bloomingdale Road 
White Plains, NY 10605 
(914) 997-9521 

New York City District 
55 Hanson Place 
11th Floor 
New York, NY 11217 
(212) 775-3880 

Rochester District 
276 Waring Road 
Room 104 
Rochester, NY 14609 
(585) 258-4550 
 
 

Syracuse District 
333 East Washington Street 
Room 121 
Syracuse, NY 13202 
(315) 428-4057 

Bronx District 
55 Hanson Place 
11th Floor 
Brooklyn, NY 11217 
(212) 775-3719 

 


















