ARIZONA
EMPLOYMENT LAWS



THE FAIR WAGES AND
HEALTHY FAMILIES ACT

Effective January 1, 2023, Arizona's Minimum Wage Is:

EXEMPTIONS:

TIPS AND
GRATUITIES:

RETALIATION &
DISCRIMINATION
PROHIBITED:

ENFORCEMENT:

INFORMATION:

$] 3. 85 per hour

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; 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(a) of title
29 of the United States Code.

For any employee who customarily and regularly receives tips or gratuities,
an employer may pay tipped employees a maximum of $3.00 per hour less
than the minimum wage if the employer can establish by its records that for
each week, when adding tips received to wages paid, the employee received
not less than the minimum wage for all hours worked. Certain other conditions
must be met.

Employers are prohibited from discriminating against or subjecting any person
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
Act.

Any person or organization may 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 L.abor Department: 800 W. Washington, Phoenix, Arizona
85007-2022; (602) 542-4515.

THIS POSTER MUST BE CONSPICUOUSLY DISPLAYED IN A PLACE THAT IS

ACCESSIBLE TO EMPLOYEES



THE FAIR WAGES AND HEALTHY FAMILIES ACT

Earned Paid Sick Time

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 earned 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 permitted 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 illness, 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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FLORIDA MINIMUM WAGE IN FLORIDA
QCOMMERCE Notice to Emplovees

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 thereatter, 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, Florida
Statutes.
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State of lllinois

Department of Labor

Your Rights Under
lllinois Employment Laws

Wage Increases Schedule
Effective Jan. 1, 2023..... $13.00

Effective Jan. 1, 2024..... $14.00
Effective Jan. 1, 2025. .. .. $15.00

Minimum Wage $13.00 per hour (Effective Jan. 1, 2023)
and Overtime Hotline: 1-800-478-3998

¢ Coverage: Applles to employers with 4 or more employees. Domestic workers are covered aven
if the employer only has 1 worker. Certain workers are not covered by the Minimum Wage Law
and some workers may be paid less than the minimum wage under limited conditions. For more
informatlon, visit our website, (See wage increases schedule above,)

* Tipped Employees: Must be paid at least 60% of the applicable minimum wage. If an employee's
tips combined with the wages from the employer do not equal the minimum wage, the employer
must make up the difference.

& Qvertime: Most hourly employees and some salaried employees are covered by the overtime law
and must be compensated at time and one-half of their reqular pay for hours worked over 40 in a
workweek,

Unpaid Wages Hotline: 1-312-793-2808

Wage Payment and Collection Act

# Employees must receive their final compensation, including earned wages, vacation pay,
commissions and bonuses on their next regularly scheduled payday.

¢ Unautherized deductions from paychecks are not allowed except as specified by law.

¢ Employers must reimburse employees for all necessary expenditures or losses incurred by an
employee during the scope of employment and related to services performed for the employer.
Employee must submit reimbursement request within 30 calendar days unless an employer policy
altows for additional time to submit.

Meal and Rest Periods Hotline: 1-312-793-2804
One Day Rest in Seven Act

® Provides employees with 24 consecutive hours of rest within every seven (7) consecutive day period.

& Employers may obtain permits from the Department allowing employees to voluntarily work seven
consecutive days.

¢ Employees working 7 'z continuous hours must be allowed a meal period of at least 20 minutes no
tater than S hours after the start of work, and an additional 20 minutes if working a 12 hour shif
or longer.

® Employees must be afforded reasonable bathroom breaks.

mn:m_ Pay Act Hotline: 1-866-372-4365

¢ Requires employers to pay equal wages to men and women doing the same or substantially similar
wark, unless such wage differences are based upen a seniority system, a merit system, or factors
other than gender.

* Employers and employment agencies are banned from asking applicants past wage and
compensation histories.

® Employees may disclose or discuss thelr own salaries, benefits, and other compensation with thelr
co-workers and collieagues,

* Employers are not allowed to pay less to African American employees versus a non-African
American employees.

& Certain employees at large businesses may request wage/salary history for their job title from IDOL,

Violent Crime Victims' Leave
Hotline: 1-866-372-4365

Provides employees who are victims of domestic, gender, or sexual violence, or other crimes of
violence, or who have family members who are victims with up to 12 weeks of unpaid |eave during a
t2-month peried.

Child Labor Hotline: 1-800-645-5784 |
Workers under Age 16

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

® 14 and 15-year-olds may work If the following requirements are met:

* Employment certificates have been Issued by the school district and filed with the Department of
Labor canfirming that a minor is old enough to werk, physically capable to perform the job, and
that the Job will not interfere with the minor's education;

® The work is not deemed a hazardous occupation (a full listing can be found on our website);

® Work is limited to 3 hours per day on school days, 8 hours per day on non-schoof days and no
more than 6 days or 48 hours per week;

® Work is performed only between the hours of 7 a.m. to 7 p.m. during the school year
{7 a.m. £0 9 p.m. June through September); and

* A 30-minute meal perlod is provided no later than the fifth hour of work.

This is a summary of laws that satisfies lllinois Department of Labor posting requirements. For a complete text of the laws, visit our website at:

www.labor.illinois.gov

For more information or to file a complaint, contact us at: 524 South 2nd St, Suite 400, Springfield, IL 62701 « Springfield 217-782-6206
160 N. LaSalle, St, Suite C-1300, Chicaqgo, IL 60601 ¢ Chicago 312-793-2800 ¢ Marion 618-993-7090

THIS POSTER MUST BE DISPLAYED WHERE EMPLOYEES CAN EASILY SEE IT. -

Printed by the Authority of the State of lllincls. 100 coples 8020223 IL452-01/23 23-0625 UMD




. Department of L.aheimipoL

State of lllinois

Victims’ Economic Security and Safety Act (VESSA)

Required Posting for Employers
VESSA provides employees who are victims of domestic violence, sexual violence, gender violence, or any other crime of violence, and
employees who have a family or household member who is a victim of such violence, with unpaid, job-guaranteed leave; reasonable
accommodations; and protections from discrimination and retaliation.

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

¢ experiencing an incident of domestic viclence, sexual violence, gender violence, or any other crime of violence

= is recovering from the violence;

* is seeking or receiving medical help, legal assistance {including participation in legal proceedings), counseling, safety planning, or
other assistance;

* temporarily or permanently relocating; or

to take other actions to increase the safety of the victim from future domestic, sexual, or gender violence, or any other crime of

viclence, or to ensure economic security.

NOTICE - Employees must provide the employer with at least 48 hours prior notice, unless providing advance notice is not practicable.

It 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 - An employer may require the employee to provide certification of the domestic, sexual, or gender violence, or any
other crime of viclence, and that leave is to address the violence. Certification may include a sworn statement of the employee and
other documentation such as a letter from a victims’ services organization, a court record, or any other corroborating evidence, but only
if that documentation is in the possession of the employee. The employee may choose which documentation to submit. The employer
may not require more than one document related to the same incident or perpetrator of viclence in one year. All information related to
domestic, sexual, or gender violence, or any other crime of viclence, is to be kept in the strictest confidence by the employer.

DURATION OF LEAVE - VESSA provides that employees working for an employer with at least 1 employee, but no more than 14
employees, are entitled to a total of 4 workweeks of unpaid leave during any 12-month period. Employees working for an employer
with at least 15, but no more than 49 employees, are entitled to a total of 8 workweeks of unpaid leave during any 12-month period.
And employees working for an employer with at least 50 employees are entitied to a total of 12 workweeks of unpaid leave during any

12-month period. ] ] .
Leave permitted during a 12-month period under the act based on number of employees:

Number of employees | Leave permitted
1-14 employees 4 weeks
15-49 employees 8 weeks

50 or more employees 12 weeks

Leave may be taken consecufively, intermittently, or on a reduced work schedule basis.
For information on filing a complaint please call: 312-793-6797

or visit the website: https://wwwa2.illinois.gov/idol/Laws-Rules/CONMED/Pages/vessa.aspx

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 an employee or
job applicant unfavorably if the individual involved:
* Is 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 dvil court or
administrative proceeding relating to domestic, sexual, or gender violence, 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 whom the individual states has committed or threatened to
commit domestic, sexual, or gender vialence, or any other crime of viclence, against the individual or the individual’s family or
household member; or

Exercised any other rights under VESSA.
—

- - - o - - - . — |
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, lllinois 62701 Chicago, lllincis 60601-3150 Marion, lllinois 62959
(217) 782-6206 (312) 793-2800 (618} 993-7090
Fax: (217) 782-0596 Fax: (312) 793-5257 Fax: (618) 993-7258

Printed by the Autharity of the State of lllinois. 12/21 10C) 22-0565 Jy=itd
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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.

Eoo0 -

Z17] 1

ONLINE IN-PERSON INFORMATION
Goto If you do not have access to For complete information about
www.iowaworkforcedevelopment.gov a computer, visit the nearest your unemployment insurance rights
and click on the lowaWORKS Center. and responsibilities, review the
Apply for Unemployment link. Delay in filing an unemployment Unemployment Handbook at
You should file an initial claim the insurance claim can result in the www.iowaworkforcedevelopment.gov.
same week you are unemployed or loss of all or part of the benefits To register for work and learn more about
working reduced hours, you may be entitfed to receive,

available work in your area, go to
www.iowaworks.gov
or visit your nearest lowaWORKS Center.

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. —’—ﬁ
lowaWORKS

Burlington

For the location of the lowaWORKS Center nearest yo

sit www.iowaworkforcedevelopment.gov.

IOW
N Equal Opportunity Employer/Program. Auxiliary aids and services are available upon
R x /ORKFORCE request to individuals with disabilities. For deaf and hard of hearing, use Relay 711.

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

70-8010(08/18)
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Pregnancy Rights of Employees

Non-Discrimination

Louisiana employers who employ more than twenty-
five employees for each working day in each of twenty
or more calendar weeks in the current or preceding
calendar year are prohibited from discriminating
against an applicant for employment or an employee
with medical needs causing limitations arising from
pregnancy, childbirth, and related medical
conditions.

Reasonable Accommodations
Louisiana employers have a general duty to
reasonably accommodate an employee's physical
limitations caused by her pregnancy, unless the
employer can demonstrate the accommodation would
pose an undue hardship on the operation of its
business. “Reasonable accommodation” may include
but is not limited to:

» Making existing facilities readily accessible to and
usable by an applicant or employee with covered
limitations;

s Providing scheduled and more frequent or longer
compensated break periods;

« Providing more frequent bathroom breaks;

¢« Providing a private place, other than a bathroom
stall, for the purpose of expressing breast milk;

¢ Modifying food or drink policy;

e Providing seating or allowing the employee to sit
more frequently if the job requires the employee to
stand,

Employer Obligations

Assistance with manual labor and limits on lifting;
Temporarily transferring the employee to a less
strenuous or hazardous vacant position, if qualified;
Providing job restructuring or light duty, if available;
Acquiring or modifying equipment or devices
necessary for performing essential job functions; or
Modifying work schedules.

In addressing an employee’s pregnancy, childbirth, or
related medical condition, Louisiana employers may not:

Refuse to promote her;

Refuse to select her for a training program leading to
promotion, provided she is able to complete the
training program at least three months prior to the
anticipated date of departure for her pregnancy leave;
Discharge her from employment or from a training
program leading to promotion;

Discriminate against her in compensation or in terms,
conditions, or privileges of employment;

Deny the same benefits and privileges of employment
given other non-pregnant persons, including the taking
of disability or sick leave made available to temporarily
disabled employees;

Deny leave to her for a reasonable amount of time;
Refuse to transfer her to a less strenuous or hazardous
position, if so requested and if a policy, practice, or
collective bargaining agreement is in place authorizing
such a transfer.

An Equal Oppertunity Employer Program. Auxiliary aids and services are available upon request to individuals with disabiliies. 1-800-259-5154 (TDD)

The provisions of law detailed
herein may be found in La. R.S.
23:341 and 23:342,

Complaints arising from these
provisions of law may be made
to the Louisiana Commission on
Human Rights (LCHR). To learn
more or to file a complaint online
please visit the following site:
hitps:ffgov. louisiana.govipagef

chr.

La. R.S. 23:342 states that this
notice shall be posted in a
conspicuous place in an area
that is accessible to employees
in an employer's place of
business.

November 2021

)_.cc..m_b—.._»

B o155

Tre Department of Labor

www,laworks.net
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Michigan Department of Labor and Economic Opportunity

Wage and Hour Division ) %‘g‘%‘%ﬁw
PO Box 30476
Lansing, M| 48909-7976

REQUIRED POSTER SUSAN CORBIN
GOVERNOR GENERAL REQUIREMENTS - MINIMUM WAGE and OVERTIME DIRECTOR
Coverage

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

Minimum Hourly Wage Rate
Employees must be paid at least:

Effective Date MinimumRt-I ourly Wage — IBpadlENRIOE0 —1 85%** Rate
ate Minimum Hourly Rate  |Reported Average Hourly Tips
January 1, 2021 $9.65 $3.67 $5.98 $8.20
January 1, 2022 $9.87 $3.75 $6.12 $8.39
January 1, 2023 $10.10" $3.84 $6.26 $8.59

*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 cettain 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 eamed 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 in order 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 rate 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 complaint
with the Department of Labor and Economic Opportunity. The department may investigate a complaint and file 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 or 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 or
overtime.

LEOQ 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 « 12/2021)




Michigan Department of Labor and Economic Opportunity
Wage and Hour Division

A PO Box 30476
ez Lansing, Ml 48909-7976
GRETCHEN WHITMER REQUIRED POSTER SUSAN CORBIN
GOVERNOR GENERAL REQUIREMENTS - PAID MEDICAL LEAVE ACT* DIRECTCR
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 withhald 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 focation 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
Railway Labor Act and Railrcad 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, 2019, 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 accruai of over 1 hour in a calendar week or more than 40 hours in a benefit year. A benefit year is any consecutive 12-
maonth 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 to 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
80t calendar day after commencing employment 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 illness, injury, or health condition of the employee or his or her family member

+ Medical diagnosis, care, or freatment of the employee or employee’s family member

» Preventative care of the employee or hig 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 health 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

e 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 Labar and Economic Opportunity {LEQ} within 6 months of the
alleged violation. LEO shall investigate a complaint and attempt mediation, where appropriate.

Penalties

If informal resolution is unsuccessful and a violation found, payment of paid medical ieave 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
LEOQ is an equal oppeortunity employer/program.
Auxiliary aids, services and other reasonable accommodations are available, upon request, to individuals with disabilities.
www.michigan.gov/wagehour » Toll Free 1-855-4MI-WAGE (1-855-464-9243)
WHD 9911 [Revised » 8/2021)
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RULES TO BE OBSERVED BY EMPLOYERS

EVERY EMPLOYER SHALL POST AND KEEP POSTED IN A VISIBLE AND OPEN AREA FOR EMPLOYEES ON THE EMPLOYER'S
PREMISES/PROPERTY THESE RULES TO BE OBSERVED BY NEVADA EMPLOYERS SUMMARIZING NEVADA WAGE AND HOUR LAWS
PURSUANT TO NEVADA REVISED STATUTES (NRS) AND NEVADA ADMINISTRATIVE CODE (NAC) SECTIONS 607 AND 608
Summary of NRS and NAC Provisions and should not be considered legal advics - REVISED 7-3-2023

*PLEASE NOTE: Every person, fam, association or corporation, ot any agent. servant, craployes, or officer of any such firm, associatien, or corporation, who violates any of
these NRS and NAC provisions may be guilty of a misdemeanor and subject to penalties.

“The Legislature hereby finds and declarves that the health and welfare of workers and the employment of persons in private enterprise
it this State are of concern to the State and that the health and welfare of persons required to earn their livings by their own endeavors
requiive certain safeguards as to hours of service, working conditions und compensation therefor.”

I Discharge of employee: Whenever an employer discharges an employee, the wages and compensation earmed and unpaid at the time of such discharge shall
become due and payable immediately,

2. Quitting employee: Whenever an employee resigns or quits his employmend, the wages and compensation ezmed and unpaid at the time of his resignation or
quitting must be paid no later than the day on which he would have regularly been paid or 7 days after he resigns or quits, whichever is earlier.

3. An employer shall not employ an employee for 2 contirmous period of 8 hours without permitting the employee to have an unintermapted mea! period of at
Ieast ene-half hour. Every employer shall authorize and permit covered employees to take rest periods in the middle of each work period or as close to the middle
of the work period 25 possible. The dwration of the rest periods shall be based on the total hours worked daily at the rate of 10 minutes for each 4 hours or major
fraction thercof. Authorized rest perieds shall be counted as hours worked, for which there shall be no deduction from wages.

4. Effective July 1, 2023, each employer shall pay a wage to each employee of not less than $10.25 per hour worked if the employer offers qualified health
benefits, or $11.25 per hour if the employer does not offer qualified health benefits. Offering heaith benefits means making qualified health benefits available
to the employee for the employee and the employee™s dependents at a tota] cost to the cmployee for premiums of not more than 10 percent of the employee’s
gross taxable income from the employer. Tips or gratuities received by employees shall not be credited as being any part of or offset against the minimum
wage rates or the 14} percent premium for qualified health benefits, See hitps:/labor.nv gov/Emploves/Employer_Posters/ for Annual Minimum Wage nolice.

5. An employer shall pay 1 1/2 times an employee’s regular wage rale whenever an employee whose wage rate is loss than 1 1/2 times the minimum wage:
(a} Works more than 40 hours in any scheduled week of work; or (b} Works more than & hours in any workday unless by mutual agreement the employee
works a scheduled 10 hours per day for 4 calendar days within any scheduled week of work.

An employer shall pay 1 1/2 times an employee's regular wage rate whenever an employee whose wage rate is 1 1/2 times, or more than the minimum wage
works mere than 40 bours in any scheduled week of work. See https://labornv.gov/Emplover/Employer Posters/ for Annual Daily Overtime notice.

The above provisions do not apply to: (a) Employees who are not covered by the minimum wage provisions of the Constitution (b) Qutside buyers; (c)
Employces in a retail or service business if their regular rate is more than 1 1/2 times the minimum wage, and more than half their compensation for a
representative period comes from commissions on goods or services, with the representative period being, to the extent allowed pursuant to federal law, not
less than one month; (d) Employecs who are employed in bona fide executive, administrative or professional capacities; (¢) Employees covered by collective
batgaining agreements which provide otherwise for overtime; () Drivers, drivers® helpers, loaders and mechanics for motor camiers subject to the Motor
Carrier Act of 1935, as amended; {g) Employees of a railroad; (h) Employees of a carrier by air; (i) Drivers or drivers’ helpers making local delivenes and
paid on a trip-rate basis or other delivery payment plan; (j) Drivers of taxicabs or limousines; (%) Agricultural employees: () Employees of business
entcrprises having a gross sales volume of less than $250,000 per year; (m) Any salesman or mechanic primarily engaged in sclling or servicing automobiles,
trucks or farm equipment; and {a) A mechanic or workman for any hours to which the provisions of subsection 3 or 4 of NRS 338.020 apply. (0} A domesue
worker wite resides in the household where he or she works if the domestic worker and his or her employer agree in writing to exempt the domestic worker
from the requirements of subsections 1 and 2. 4. As used in this section, “domestic worker™ has the meaning ascribed to it in section 6 of this act.

6. If mutually agreed upon by an employee and employer in writing to exclude from the employee’s wages a regularly scheduled sleeping peried not to
exceed 8 hours if adequate sleeping facilities are fumished pursuant to NRS section 608.0195.

7. Every employer shall establish and maintain records of wages for the benefit of his emplayees, showing for each pay period the following information for
cach employee: (a) Gross wage or salary; (b) Deductions agreed to in writing by the employer and employee for a specific purpose, pay period, and amount; (c)
Net cash wage or salary; (d) Total hours employed in the pay period by noting the number of hours per day; (e) Date of payment,

8. Wages must be paid semimonthly or morc often.

9. Every employer shall establish and maintain tegular paydays and shall post a notice setting forth those regular paydays in 2 conspicuous places. After 2n
emplayer establishes regular paydays and the place of payment, the employer shall not change a regular payday or tiie place of payment nnless, not fewer than
7 days before the change is made, the employer provides the employees affected by the change with written notice in a manner that is calculated fo provide
actual notice of the change to each such employee.

1¢. Tt is unlawful for any person o take all or part of any tips or gratuitics bestowed upon his employees. Nothing contained in this section shall be construed to
prevent such employees from entering into an agreement to divide such tips or gratuitics among themselves.

11, An employer may not require an employee to rebate, refund or retum any part of his or her wage, salary or compensation. Alse, an employer may not
withhold or deduct any portion of such wages unless it is for the benefit of, and authorized by written order of the cmployes. Further, it is unlawful for any
employer who has the legal authority to decrense the wage, salary or compensation of an employee to implement such a decrease unless: (a) Noi less than 7 days
before the employee performs any work at the decreased wage, salary or compensation, the emplayer provides the employee with wriften notice of the decrease; or
(b} The employer complies with the requirements relating to the decrease that are imposed on the employer pursuant (o the provisions of any collective bargaining
agreement or any contract between the employer and the employee.

12 Alluniforms or accessories distinetive as to style, color or material shall be furnished, without cost, to employees by their employer, If a uniform or accessory
requires a special cleaning process, and cannot be casily laundered by an employee, such empleyee's employer shall clean such uniform or accessory without cost
to such employee.

13. Anemployer: (a) Shall not require an employee to be physically present at his or her place of work in otder to notify his or her employer that he or she 1s sick
or has sustained an injury that is not work-related and cannot work; {b) May require an employee o notify the employer that he or she is sick or injured and cannot
eport for work.

14.  An employer in private employment with not less than 50 employees shail provide paid leave to each employee of the employer pursuant te the provisions of
NRS section 608.0197 25 follows: A. An employee is entitled to at least 0.01923 hours of paid leave for each hour of work performed. B. Paid leave accrued may
carry over for each employee between his or her benefit years of employment, except an employer may limit the amount of paid leave for each emplovee carried
over to & maximum of 40 hours per benefit year. C. An employer shall: (1) Compensate an employee for the paid leave available for use by that emplayee at the
rate of pay at which the employec is compensated af the time such leave is taken: and (2) Pay such compensation on the same payday as the howrs taken are
normally paid, (See NRS section 608.0197 and Senate Bill 312 (2019} for full tequirements and exceptions)

15, Inaddition o the Ieave provided in NRS section 608.0197 an employer shall provide 2 to 4 hours of paid leave to obtaih a vaccination for COVID-19, Please

see Senate bill 209 - 2021 Legislative Session for the full provisions. httpssiiwww.leg.statenv.us/App/NELIS/REL/81st2021/BAIT670/ Textd

16. NRS section 608.0197 subsection 2(b) states: An employer shall allow an empleyee to use paid leave for any use, inchrding, without imitation: (1) Treatment
of a mental or physical illness, injury, or health condition. (2) Receiving a medical diagnosis or medical care. (3) Receiving or participating in preventative care.
(4) Participating in caregiving; or (5) Addressing other personal needs related to the health of the employee. (See Senate Bill 209 - 2021 Legislative Session)

17, An employer in private employment shall post the required bulkctins and notices available at: https://labor.ny.gov/Employer/Employer Posters/



18 Scnate Bill 386, cited as the “Nevada Hospitality and Travel Workers Right to Return Act”, Tequires certain employers to offer jab positions 10 certain
employees under certain conditions. This bill requires that certain employees have an epportunity to return to their jobs when circemstances permit. See this link

regarding preliminary guidance on this bill. Senate Bill 386 Preliminary Guidance (nv.gov).

19.  Senate Bill 293 prohibits an employer or employment agency from seeking or relying on the wage or salary history of an applicant for employment;
prohibits an employer or employment ageacy from refusing to interview. hire, promote or employ an applicant or from discritinating or retaliating against an

applicant if the applicant does not provide wage or salary history. SB293 Overview (state.nv.us)

For additional information please visit: WWW.LABORNV.GOV
Carson City 775-684-1890 or Las Vegas 702-436-2650 - TOLL FREE: 1-800-992-0900 Ext, 4350
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DOMESTIC VIOLENCE BULLETIN

EFFECTIVE January 1, 2018

NRS 608.0198

1. An employee who has been employed by an employer for at 90 days and who is a viclim of an act which censtitules domestic
violence, or whose family or household member is a victim of an act which constitutes domestic viclence, and the employee is not the
alleged perpetrator, is entitled to not more than 160 hours of leave in ene 12-month period. Hours of leave provided pursuant to this
subsection:

{a) May be paid or unpaid by the emplayer;

(b} Must be used within the 12 months immediately following the date on which the act which constitutes domestic violence
accurred;

{c} May be used consecufively or intermittently; and

{d) If used for a reason for which leave may also be taken pursuant to the Family and Medical Leave Act of 1193, 29 U.S.C. §§
2601 et seq., must be deducted from the amount of leave the employee is entitled to take pursuant to this section and from the amount
of leave the employee is entitied to take pursuant to the Family and Medical Leave Act of 1993, 29 U.S.C. §§ 2601 et. Seq.

2. An employee may use the hours of leave pursuant to subsection 1 as follows:

(a) An employee may use the hours of leave only:

(1) For the diagnosis, care o freatment of a health condition related to an act which constitutes domestic violence
committed against the employee or a family or household member of the employee;

{2) To obtain counssling or assistance related to an action which constitutes domestic viclence committed against the
employee or a family or household member of the employee;

(3) To participate in court proceedings related to an act which constitutes domestic violence committed against the
employee cr a family or household member of the employee;

(4) To establish a safety plan, including, without limitation, any action to increase the safety of the employee or the
family or household member of the employee from a future act which constitutes domestic violence.

{b) After taking any hours of leave upon the eccurrence of the action which constiutes domestic vislence, an employee shall
give not less than 48 hours advance notice te his or her employer of the need to use additional hours of leave for any purpose listed in
paragraph (a).

3. An employer shall not:

(a) Deny an employee the right to use hours of leave in accordance with the conditions of this section;

{b) Require an employee to find a replacement worker as a condition of using hours of leave; or

(c) Retaliate against and empioyee for using hours of leave,

4. The employer of an employee who takes hours of leave pursuant to this section may require the employee to provide to the employer
documentation that confirms or supports the reason the employee provided for requesting leave. Such documentation may include,
without limitation, a palice report, a copy of an application for an order for protection, an affidavit from an organization which provides
services to victims of domestic violence or documentation from a physician. Any documentation provided to an employer pursuant to
this subsection is confidential and must be retained by the employer in a manner consistent with the requirements of the Family and
Medical Leave Act of 1993, 29 U.5.C. §§ 2601 et seq.

5. The Labor Commissioner shall prepare a bulletin which clearly sets forth the right to the benefits created by this section. The Labor
Gommissioner shall post the bulletin on the Intemmet website maintained by the Office of Labor Commissioner, if any, and shall require
all employers to post the bulletin in a conspicuous location in each workpface maintained by the employer. The bulletin may be included
in any printed absiract posted by the employer pursuant to NRS 608.013,

6. An employer shall maintain a record of the hours of leave taken pursuant to this section for each employee for a 2-year period
following the eniry of such information in the record and, upon request, shall make those records available for inspection by the Labor
Commissioner. The employer shall exclude the names of the employees from the records, unless a request for a record is

for the purpose of an investigation.

7. The provisions of this section do not:
(a) Limit or abridge any other rights, remedies or procedures available under the law.
(b) Negate any other rights, remedies or procedures avaitable to an aggrieved party.
{c} Prohibit, preempt or discourage any contract or other agreement that provides a more generous leave benefit or paid leave
benefit.
8. As used in this section:
{a) “Domestic violence” has the meaning ascribed to it in NRS 33,018,
(b) “Family or household member” means a"
(1} Spouse;
{2) Domestic Partner;
{3) Minor child; or
{4) Parent or other adult person who is related within the first degree of consanguinity or affinity to the employee, or
other adult person who is or was actually residing with the employes at the time of the act which constitutes domestic
viclence.

Pursuant to NRS 608.1985 (except as otherwise provided in NRS 608.0165) any person whe violates provisions of NRS 608.005 to 608.195
inclusive is guilty of a misdemeanor. In addition to any other remedy or penalty, the Labor Commissioner may impose against the person an
administrative penalfy of not more than $5,000 for each violation,

OLC 2018
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STATE OF NEVADA
MINIMUM WAGE

2023 ANNUAL BULLETIN
POSTED APRIL 1, 2023

PURSUANT TO ARTICLE 15, SECTION 16(A) OF THE CONSTITUTION OF THE STATE OF
NEVADA AND ASSEMBLY BILL (AB) 456 PASSED DURING THE 80™ REGULAR SESSION OF
THE NEVADA LEGISLATURE (2019), THE FOLLOWING MINIMUM WAGE RATES SHALL
APPLY TO ALL EMPLOYEES IN THE STATE OF NEVADA UNLESS OTHERWISE EXEMPTED.
THESE RATES ARE EFFECTIVE AS OF JULY 1, 2023 AND WILL INCREASE AS SET FORTH
BELOW UNTIL JULY 1, 2024.

FOR EMPLOYEES TO WHOM QUALIFYING HEALTH BENEFITS HAVE BEEN
OFFERED/MADE AVAILABLE BY THE EMPLOYER THE LOWER TIER RATE MAY BE PAID.
PLEASE SEE SENATE BILL 192 PASSED DURING THE 80'™ REGULAR SESSION OF THE
NEVADA LEGISLATURE (2019).

FOR ALL OTHER EMPLOYEES, EMPLOYERS MUST PAY THE HIGHER TIER RATE AS SET

FORTH BELOW:

July 1, 2022 $9.50 $10.50
July 1, 2023 $10.25 $11.25

NEVADA BALLOT QUESTION 2 PASSED NOVEMBER 2022 ELIMINATES TWO-TIER
MINIMUM WAGE AS OF JULY 1, 2024:

Effective Date Minimum Wage

July 1, 2024 $12.00

Copies of this notice may be obtained from our website at: www.labor.nv.gov or by contacting
the addresses and phone numbers listed above.

Assembly Bill 456 https://www.leg state.nv.us/App/NELIS/REL/80th2019/Bill/6870/Text

Senate Bill 192 https://www.leg.state.nv.us/App/NELIS/REL/80th2019/Bill/6334/Text
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Washington State Depariment of
Labor & Industries

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

Wage and Overtime Laws

Workers must be paid the Washington minimum wage

8 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/workers-
rights/workplace-policies/rest-breaks-meal-periods-and-
schedules.

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.

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

® Jf 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.

Your Rights as a Worker

For more information regarding authorized deductions, go
to www.Lni.wa.gov/workers-rights/wages/getting-paid and
click on “Paycheck deductions.”

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.Lniwa.gov/EqualPay.

Teen Corner — Information for Workers Ages 14-17

® The minimum age for work is generally 14, with different rules
for ages 14-15 and ages 16-17.

® Employers must have a minor wark permit to emgploy 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.

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

® Waork hours are limited for teens, with more restrictions on
work 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.

® |n alf 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 at [east every three hours.

B 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, 1-866-213-7321, TeenSafety@Lni.wa.gov.



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:

B A child with a health condition requiring freatment
or supervision;

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

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

® For more information, see www.Lni.wa.gov/workers-
rights/leave/family-care-act.

Leave for victims of domestic violence,
sexual assault or stalking

Victims and their family members are allowed to take
reascnable 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 empioyer may not fire or retaliate against you for
exercising your rights or filing a complaint related to minimum
wage, overtime, paid sick leave or protectad leave.

PUBLICATION F700-074-000[10-2021]

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. As directed by the Legislature, premium
assessment started on Jan. 1, 2019. For more information,
see 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/whd/fmla or 1-866-487-9243.

Need more information?
Questions about filing a worker rights complaint?

Online: www.Lni.wa.gov/workers-rights
Call: 1-866-219-7321, toll-free

Visit: www.Lniwa.gov/Cffices

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& is an equal opportfunity employer.
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Notice to Employees About Applying
for Wisconsin Unemployment Benefits

When To Apply

= You are totally unemployed,
= You are partially unemployed (your weekly
earnings are reduced), or

» You expect to be laid off within the next 13
weeks and would like to start your benefit
year early

IMPORTANT: Your claim begins the week
you apply. To avoid any loss of benefits,
apply the first week you are unemployed.

Do not wait until the week is over.

Have This Information Ready To Apply:

O A usemame and password for filing online
[J A valid email or mobile number

O Your social security number
O

Your Wisconsin driver license or identification
number

Your work history for the last 18 months:
Employers' business names **

a

Employers' phone numbers

Employers' addresses {including zip code) **

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

How To Apply

STEPS TO APPLY ONLINE:
1. Type into the internet browser:
my.unemployment.wisconsin.gov
. Read & accept Terms and Conditions
. Create a username and password
. Logon to access online benefit services
. Compiete your application

g A BN

Apply Online During These Times

Sunday 9:00 AM - 5:00 FM
Monday — Friday 6:00 AM — 7:00 PM
Saturday 9:00 AM ~ 2:30 PM

For help using online services or if you
are truly unable to go online call
(414) 435-7069
during business hours

For more information about
unemployment insurance,
visit our website:

O Your alien registration number, documant number

and expiration date, if you are not a U.S. citizen

Form DD214 {Member 4 copy), if you served in
the military in the last 18 months

Form SF-50 or SF-8, if you are a federal civilian

dwd.wisconsin.gov/ui

STATE OF WISCONSIN

@@®DWD

employee

O Name and locai number of your union hall,
if you are a union member

Notice to Employers: All employers covered by Wisconsin's
Unemployment insurance law are required to prominently display
this poster where employees will 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 go online at: https://dwd.wi.gov/dwd/publications/ui/notice.htm
or call (414) 438-7705. Please enter your Ul Account business
name and address in the box (at right} for employee reference.

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 claim.

UCB-7-P (R. 09/2019)

Department of Workforce Development

** Employer Business Name & Address:

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 to request information in an

aiternate format, including translated io another language.




Wisconsin Fair Employment 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:

o Sex ¢ Use of Lawful Products

e Color » Arrest or Conviction

o Ancestry e Honesty Testing

¢ Disability ¢ National Origin

o Marital Status * Pregnancy or Childbirth

e Race o Sexual Orientation

¢ Creed (Religion) ¢ Genetic Testing

e Age (40 or Over) o 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 results.

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 infgr_mation 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 W] 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 contact us.
I "~ "

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




Wisconsin Family and Med!ical Leave
Act

Section 103.10, Wisconsin Statutes, requires that all employers with 50 or more employees
display a copy of this poster in the workpiace. Employers with 25 or more employees are
required to post their particular leave policy

Under state law all employers with 50 or more permanent employees must allow empioyees 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 hirth 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 health
condition.

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

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

A complaint 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 ROCM 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.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 contact us,
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