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Package Instructions:

1. Print the following PDF files in 8.5 x11 sheets of paper, unless otherwise specified use the
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2. The Federal OSHA poster must be printed in an 8 %2 x 14 sheet of paper to be in compliance.

3. Post the printed sheets in a place frequented by employees (i.e. lunch rooms, HR offices,
employee lounges).
You may also distribute electronic copies of the Labor Law Notices to all relevant workstations
in your facility.
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DISCRIMINATION

Discrimination is Against the Law

The Wyoming Fair Employment Practices Act of 1965, as amended, makes it
an unlawful employment practice for an employer to:

- Refuse to hire
- To discharge
- Refuse to promote
- To demote
Or

To discriminate in matters of compensation or the terms, conditions or
privileges of employment against any person otherwise qualified because of:

- Race - Age

- Color - Ancestry

- Sex - National Origin
- Creed - Disability

Information and materials pertaining to Equal Employment Opportunity may
be obtained in writing at the below address. If you feel that you have been
discriminated against in matters of employment, contact the below address.

Wyoming Department of Workforce Services Fair Employment Program
Labor Standards
1510 E. Pershing Blvd., Room 150,
Cheyenne, WY 82002
(307) 777-7261




Per Hour

A training wage of $4.25 per
hour is allowed for employees
under age 20 during the first 90
days of employment.




WORKERS RIGHTS

Attention Employees

YOUR RIGHTS ARE PROTECTED!

The State of Wyoming requires
labor law to be displayed in a

conspicuous location accessible
to all employees.




HEALTH AND SAFETY PROTECTION ON THE JOB
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Wyoming Department of Workforce Services Notice to Employees
Health and Safety Protection on the Job

The Wyoming Occupational Health and Safety Act
provides job health and safety protection for workers
employed by general business and industry through-
out the state as well as for all employees of the state
and its political sub-divisions, occupations which are
not an issue within the state and are not covered by the
occupational health and safety act include ship repair-
ing, ship building, ship breaking and longshoring.

Wyoming Workers’ Compensation in consultation
with the Wyoming Occupational Health and Safety
Commission, created by the Act, has primary respon-
sibility for administering the Act. Wyoming Workers’
Compensation issues rules and regulations for job
health and safety promulgated under the Act.

By law: Safety on the job is everybody’s responsibility!

Employers

Each employer shall furnish to his employees, a place
of employment and employment which are free from
recognized hazards that are causing or that are likely
to cause death or serious physical harm. Each employ-
er shall comply with occupations safety and health
standards, rules, regulations and orders issued pursu-
ant to the Act.

Employees

Each employee shall comply with occupational safety
and health standards and all rules, regulations and
orders issued pursuant to this Act which are applica-
ble to his own action and conduct.

Inspection

The Act requires that a representative or representa-
tives of the employers and a representative or repre-
sentatives authorized by the employees shall be
given an opportunity to accompany a duly autho-
rized representative of the Commission before or
during the physical inspection of any workplace for
the purpose of aiding such inspection.

Where there is no authorized employee representa-
tive, the authorized representative of the Commission

(Compliance Officer) shall consult with a reasonable
number of employees concerning matters of safety
and health.

Violation

If upon inspection Wyoming Workers’ Compensation
determines that an employer has violated the Act, a
notice of violation will be issued to the employer
within 180 days following the occurrence of the
violation. Each notice of violation will specify a time
period within which the violation must be corrected.

The notice of violation must be prominently posted in
a conspicuous place at or near the site of the violation
until the violation is corrected, or for three working
days, whichever period is longer.

Voluntary Action

Technical Assistance Consultative Services s
responsible for providing technical assistance to all
industries, businesses, employees, employee groups,
associations, state and local governments,
establishments, agencies and departments. These
services are available upon a written request from
employers or employees. These services include but
are not limited to courtesy inspections (without
assessment of penalties), health and safety training
and consultive services.

Complaint

Employees or their representatives have the right to
file a complaint with Wyoming Workers’” Compensa-
tion requesting an inspection if they believe unsafe or
unhealthful conditions exist in their workplace. WSC
will withhold names of employees complaining on
request.

The Act provides that employees may not be
discharged or discriminated against in any way for
filing safety and health complaints or otherwise exer-
cising their rights under the Act.

An employee who believes he has been discriminated
against may file a complaint with Workers’ Safety and




HEALTH AND SAFETY PROTECTION ON THE JOB

Compensation, Cheyenne, Wyoming 82002 and/or
the Regional Office of OSHA, U.S. Department of
Labor, at the Address listed below this notice within
30 days of the alleged discrimination.

Penalty

The Act provides for mandatory penalties of up to
$12,675 for each serious violation and for optional
penalties of up to $12,675 for each non-serious viola-
tion. Penalties of up to $12,675 are required for each
day during which an employer fails to correct a viola-
tion beyond the period set for correction in the notice
of violation. Also, any employer who willfully and know-
ingly violates the Act, upon conviction, is to be assessed
penalties of not more than $126,749 for each violation.

Additional penalties are also provided for in the Act:
any willful violation resulting in death of an employ-
ee, upon conviction of an employer, is punishable by

a fine of not more a $10,000 or by imprisonment for
not more than six (6) months, or by both. Conviction
of an employer after a first conviction doubles these
maximum penalties.

All Workers have the right to...

- A safe workplace.

« Raise a safety or health concern with your employ-
er or OSHA, or report a work-related injury or
illness, without being retaliated against.

+ Receive information and training on job hazards,
including all hazardous substances in your work-
place.

+ Request an OSHA inspection of your workplace if
you believe there are unsafe or unhealthy condi-
tions. OSHA will keep your name confidential. You
have the right to have a representative contact
OSHA on your behalf.

« Participate (or have your representative partici-
pate) in an OSHA inpection and speak in private to
the inspector.

« File a complaint with OSHA within 30 days (by
phone, online or by mail) if you have been retaliat-
ed against for using your rights.

« See any OSHA citations issued to your employer.
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+ Request copies of your medical records, tests that
measure hazards in the workplace, and the work-
place injury and illness log.

Employers must...

« Provide employees a workplace free from recognized
hazards. It is illegal to retaliate against an employee
for using any of their rights under the law, including
raising a health and safety concern with you or with
OSHA, or reporting a work-related injury or illness.

« Comply with all applicable OSHA standards.

« Report to OSHA all work-related fatalities within 8
hours, and all inpatient hospitalizations, amputa-
tions and losses of an eye within 24 hours.

« Provide require training to all workersin a
language and vocabulary they can understand.

« Prominently display this poster in the workplace.

« Post OSHA citations at or near the place of the
alleged violations for a minimum of 3 days or until
all the citations are abated.

Note: Additional information may be obtained from...
Wyoming OSHA
Cheyenne, Wyoming 82002
(307)777-7786
wyomingworkforce.org

THIS NOTICE SHALL BE CONSPICUOUSLY POSTED
IN EACH PLACE OF EMPLOYMENT IN THE STATE OF
WYOMING AS REQUIRED BY THE RULES OF PRAC-
TICE AND PROCEDURE.

Under a place approved by the U.S. Department of
Labor, Occupational Safety and Health Administration
(OSHA), the State of Wyoming is providing job safety
and health protection for workers throughout the state.
OSHA will monitor the operation of this plan to assure
that continued approval is merited. Any person may
make a complaint regarding the state administration of
this place directly to the Regional Office of OSHA, U.S.
Department of Labor, Occupational Safety and Health
Administration, 1999 Broadway #1690, Denver, Colora-
do 80202-5716, Telephone: (303) 844-1600.

Revised February 2, 2018




WYOMING UNEMPLOYMENT INSURANCE

Claims may be filed by unemployed workers by telephone or by the
Internet. Unemployment insurance taxes are paid by employers.

You are insured under the law

Department of Workforce Services
Unemployment Insurance
Division
PO Box 2760
Casper, WY 82602

Wyoming Claims Center
In-State (307) 473-3789;
Out-of-State (866) 729-7799

Internet Claims
wyomingworkforce.org

Unemployment Insurance Information
wyomingworkforce.org

Wyoming@Work
(find a job in Wyoming)
wyomingatwork.com




WYOMING WORKERS" COMPENSATION ACT

Your employer may have qualified with the Workers’ Compensation
Division for the coverage of injuries arising out of and in the course of
employment. While at work in or about the premises occupied, used
or controlled by the employer. This coverage is for extra hazardous
industries and occupations only if the employer has elected to cover
non-extra hazardous.

In the event of a work-related injury

1. Notify your employer how and when you were injured within
72 hours of the incident.

2. Submit a written report of your injury to Wyoming Workers’
Compensation within 10 days of the incident. You must
complete and sign the “Wyoming Report of Injury” form. If
your employer does not have any forms, call (307) 777-7441, or
contact your nearest Workforce Center, for information on how
or where to obtain an injury report form.

3. Submit the form to a local Workers’ Compensation office or
representative, or mail it to:

Wyoming Workers’ Compensation
PO Box 20207 Cheyenne, WY 82002

The filing of an injury report is not a claim for lost wages or any other
Workers' Compensation benefit. You must apply for benefits. To obtain
the appropriate application form, contact Workers’ Compensation. For
more detailed information or assistance concerning benefits and
procedures, call the Wyoming Workers’ Compensation Division at (307)
777-7441 or visit wyomingworkforce.org.




ATTENTION EMPLOYEES AND APPLICANTS

This information must be posted at
all times and available for your
review. If you have any questions
about these posting, please call the
Wyoming Department of Work-
force Services at (307) 777-8650 or

877-WORK-WYO.




EMPLOYEE RIGHTS ARE PROTECTED

Specific laws and regulations of the
Federal Government and the State
have been established to protect
the rights of employees. To assist
you in your awareness of your
rights, as your employer, we post

these notices in compliance with
these laws and regulations. Should
you have any questions or need
further clarifications of something
you read here, please contact your
immediate supervisor or the
personnel office.




PAY DAY NOTICE

Regular Pay Days for Employees of

(Firm Name)
shall be as follows:

Weekly Bi-Weekly Semi Monthly

Pay Checks will be distributed at

Monthly

(Place of Distribution)
This is in accordance with Wyoming State Law

By Title

EMERGENCY PHONE NUMBERS

For

(Please Give Exact address of This Worksite Location)

Physicians:

Hospitals:

Ambulances: 911 or

Fire Department 911 or:

Police: 911 or

PLEASE POST IN A CONSPICUOUS LOCATION



EMPLOYEE RIGHTS

EMPLOYEE POLYGRAPH PROTECTION ACT

The Employee Polygraph Protection Act
prohibits most private employers from using

lie detector tests either for pre-employment
screening or during the course of employment.

PROHIBITIONS

EXEMPTIONS

EXAMINEE
RIGHTS

ENFORCEMENT

Employers are generally prohibited from requiring or requesting

any employee or job applicant to take a lie detector test, and from
discharging, disciplining, or discriminating against an employee or
prospective employee for refusing to take a test or for exercising other
rights under the Act.

Federal, State and local governments are not affected by the law. Also,
the law does not apply to tests given by the Federal Government to
certain private individuals engaged in national security-related activities.

The Act permits polygraph (a kind of lie detector) tests to be administered
in the private sector, subject to restrictions, to certain prospective
employees of security service firms (armored car, alarm, and guard), and
of pharmaceutical manufacturers, distributors and dispensers.

The Act also permits polygraph testing, subject to restrictions, of certain
employees of private firms who are reasonably suspected of involvement
in a workplace incident (theft, embezzlement, etc.) that resulted in
economic loss to the employer.

The law does not preempt any provision of any State or local law or any
collective bargaining agreement which is more restrictive with respect to
lie detector tests.

Where polygraph tests are permitted, they are subject to numerous strict
standards concerning the conduct and length of the test. Examinees
have a number of specific rights, including the right to a written notice
before testing, the right to refuse or discontinue a test, and the right not
to have test results disclosed to unauthorized persons.

The Secretary of Labor may bring court actions to restrain violations and
assess civil penalties against violators. Employees or job applicants may
also bring their own court actions.

THE LAW REQUIRES EMPLOYERS TO DISPLAY THIS POSTER
WHERE EMPLOYEES AND JOB APPLICANTS CAN READILY SEE IT.

1-866-487-9243
TTY: 1-877-889-5627
www.dol.gov/whd

WAGE AND HOUR DIVISION

UNITED STATES DEPARTMENT OF LABOR

WH1462 REV 07/16



"A0Z D099 MMM e J[([B[TRAR ST ‘SUI[IJ

93.Ie1[D JNOQE UOTRULIOFUT SUTPN[IUT ‘D)) INOJR UOIJRULIOJUI [RUONIPPY "UO0II9S
JUSTIILIDAOL) [RISPI,] 10 JUSWIULIDAOL) ‘G*() 9} UI SILIOJIIIP SU0ydo[a] Jsour ut

JO A0S D099’ MMM B J[R[IRAR ST UOTJRULIOTUT 9J1J0 Py DOHH *(Syusurireduur
SuLIesY (s S[ENPIAIPUL 10] Joquinu A 1,1, 99[0) 0289-699-008-T 10 (994F-[03)
0007-699-008-T ‘(D0 uotssiuwo) Arunyiodd( juswiojdwy [enby 'S oYL
:pa30adsns ST UOTJRUTWLIOSIP USUM

Apduwoad DO 39BIU0D P[NOYS NOA ‘0) PasaU A[oJRWINN NOA PINOYS YNsme[ 9)eALid
B 9[1J 0 JYSLI IN0A 10930.1d 0) pue Jjeyaq InoA uo joe 0} DO Jo AIIqe o)) 9AI9saId
0], "UOTJRUTWLIOSIP JUaAO[dUIS JO S9SIRYD SUI[L} J0J SJIUI] SWIT) JOLIS SJ. I,

d3yxdNII0 SYH NOILYNIAIYISIA 3A3IT3E NOA 41 04 OL LVHM

9onoead juswifordurs nymeun ue s9soddo 9SIMI9T)0 J0 ‘SUIpaado.Id
UOT)RUTWLIOSIP © Ul sojedron.qed ‘UONRUTWLIISIP JO 93IRTD B SI[IJ oym uostad
B JSUIRSE SUNRI[R)9.] WO.IJ SONIIUS PIISA0D JI(IY0.Id SME] [BISP,] 9891} JO [V
NOLLVITVL3YH

"SI9qUISW AJrurey J191) Jo ‘saako[durs

‘syuedridde Aq S9OIAIIS J1}9US JO Jd1909. 10 J0J S3Sonbal pue : (A0S [edIpatu
A[Iuuey) SISqUISW A[IUIEJ UT SI9PIOSIP JO SISBISIP JO UOTRISIJIURLU SN[} SIS
Aqruurey J1ay) Jo ‘soako[dwo ‘syuedrdde Jo $3$9) OjoUAS JNOJR UOIJRULIOJUT SOPN[OUT
UOT)BULIOJUI D[}QUSL) “UONRULIOJUI J[}9USS JO 9INSO[ISIP SHWI[ A[JOLI)S PUB UOTBULIOJUT
J19Ua3 Jo uonisiboe s1oho[dus S10LISaT 0S[e YNIH) Juswho[dws Jo sjoadse Joy3jo
pUe ‘[eLI95a ‘UonedHIsSe]d ‘Sururen) qof ‘sygauaq a3uLy ‘Aed ‘93reydsip ‘uonowo.xd
‘SULITY UI UOIJRULIOJUI O1)9U9S U0 PIseq UOIRUILIDSIP WO.J s9a40[dwo pue
sjuedndde s309301d (g JO 1Oy UONBUIULIDSIPUON] UOIJBRULIOJU] d1}QUL) 3} JO [ SPLL,
SOLLINTO

“JUSWIYSI[(BIS SWES d[} Ul ‘SUONIPUOD

SunsjIom Jefuurs Jopun ‘Aiqisuodsal pue 9.I05J9 [[i[s [enba aambaa jerp) sqof ur
‘s1om Tenbo AJenueisqns Sururiofrod USWI pue USWOM 0] S9eMm Jo justuied o)
Ul UOTJRUTWILIISIP X3S SHIY0.Id ‘popuaue se ‘C9gT JO 10y Aed [enby 9y} ‘papuswie
SB )0V SIYSRY A1) 94} JO [IA 9PLL Aq PaIqIyo.d UONBUIILIOSIP XIS 0] UONIPPE. U]
(s3ovm) xas

JuawAo[due Jo $309dse 190 pue ‘[RII9fa.

‘uonedyIssed ‘gurureq) qof ‘sjyouaq a3uLly ‘Aed ‘9dreydsip ‘uornjowo.ad ‘SuLy ur o5e
U0 PIse( UOTJRUIWLIOSIP WIOJJ JOP[O 10 93k JO SIeA () s9ako[durs pue syuedrjdde
$109101d ‘papuste Sk /94T JO 1OV Justho[dury] Ur UONRUIULIOSI(T 93y 9Y ],

Jov

‘drysp.Jey anpun SuLLieq ‘9ako[durs 1o juedrdde ue ST oym AI[IGRSIP © )M [eNPIAIPUT
PayIenb 9SIM.ISTI0 UR JO SUOTRIILUI [BIUSUI JO [RIISAUYd UMOUY] S1]) 0) UONRPOUITIOIIR
9[(RUOSBAI SUL{RUI 10U SIPN[OUT UOTRUTWLIISIP A[Iqesi(] Juswio[duus Jo syoadse
JO)O PUR ‘[RLISJI ‘WONRIISSLO ‘Sururer) ol ‘syjauaq 93uLy ‘Aed ‘93IeYdSIp
‘uonjowoad ‘SuLiry ur AIIqesip Jo SIseq 91} U0 UONRUTIILIOSIP WO S[ENPIAIPUT parjiienb
109101d ‘papuswIe S )66T JO 1OV SINIIGRSI(] M SUBDLISUIY 91} JO A SPLL, PUB ] 9PLL
AlLliavsia

‘drgspaey anpun 3sodw 30U S90P UOHBPOWITIOIIR I} dI9UM S9130eId

SNOISI[a.I S 9940[dWd UR 9)ePOWIOIIR A[(RUOSBII 0} SUI[IR] SOPN[OUT UOIJRUIULIISIP
SNOISI[Y UISLIO [eUOleu J0 ‘(Adueudaid SUIpn[our) XS ‘UOLSI[.1 I0[0d ‘9.1 JO
SISeq 9} U0 ‘JuawAo[dwo Jo S309dse o0 pue ‘[erLIofot ‘UoNedIsse[d ‘Sururel) qol
‘Syyoua( 93uLY ‘Aed ‘93IeydsIp ‘uonourotd ‘SULIY Ul UONRUIULIOSIP WO S9aAo[dure
pue sjuedrjdde $)0930.1d ‘papuslie Sk ‘F9GT JO 10V SIYSRY [IAID) 93 JO [[A [T
NIDI¥O TVYNOILYN ‘X3S ‘NOIDIN3Y ‘40109 ‘IOVYH

:89SB( SUIMO[[0] 31} U0 UOTRUIWLIISIP WOJJ MB[ [BISPI,] JOPUN Pajda10d aJe SUOIRZIURSIO JO(R] PUR SII0Uage juswAoidurs
‘SuOnMNSUI [BUOIBINPI ‘SJUIWIUIDA0S [BI0] PUB 91e)s ‘srofodwo ajeartd jsouwr Jo saakoidwo pue 0} sjuedrddy

suoneziuegiQ 1oqeq pue salouagy Juawhojdwy ‘suoipn}iisu] jeuoijeanpy ‘suawiuiancy) |ea07 pue ajels ‘siafojdwz ajeald

mulinl

ST Ayrunjaodd () JuswAordwy renbyg



(60/11 pastady) I-H/d-DOHH

"90UR)SISSE YONS SUIpiao.1d AOuage [RI9PI,] 9} J0BIU0D
A[ojRIpaWIWII P[NOYS NOA ‘9OUB)ISISSE [RIDUBUL [BISPI,] SOAIDII YIIUM UONNNSUI
Aue Jo wersoad e Ul JSURSE PIJRUTLIOSIP U93( SARY NOA 9ASI[( NOA J]

“qol 9} Jo SuonOUNJ [BIUISSI 9} WI0FIod UBD ‘UOT}BPOUIIIOIdE

9[qBUOSEI INOYIIM IO YIIM ‘OYM SINIIqeSIP Yim suostad jsureSe juowsodw

Jo sjoadse J[e ur paIqIyo1d ST UONBUTWILIOSI(] "9JUBISISSE [BIOURULJ [BIOP,]
SQATRD. OIYM A)1aToR Jo werSold Aue ur AI[IqesIp Jo SISeq Y} U0 UOJRUIILIISIP
Juowio[duwd syqryo1d ‘popuaE Sk ‘C/6T JO OV UONBI[IGRYIY Y} JO (G UOTIS
S3A1LITIAavsIia HLIM STVNAIAIANI

Juowaldgng 60/TT UM 2190as() SU0rs4ap 80/8 dDJA0 PUPY 20/6 DOTA

9OUB)SISSe
[EIOUBUY [BISPS,] QAISISI YIIYM SINIALIR 10 SWeI30.1d [RUONBINDS UL X3S JO SISBq
S} U0 UONBUTWLIISIP JustAo[dwa s)qryod g6 JO SJUSWPUSWY UOHeINPH
3} JO X 9], 'swexdoid yons Jopun $3dIAJSS SUIPIaoid Ul UORUIIULIOSIP 9SNBD
Aeu 1O S9SNED UOIRUTWLIDSIP JUIWAO[dUIS 919U M JO ‘JuatuAo[duus Jo uorsiaoad
ST 90UB)SISSE [RIOURULJ 9} JO 2A13[q0 Aewirid o) JI [A 9], Aq P2J2A0D SI
UOIJBUNWILIDSIP JUSWAO[dW "9OUBISISSE [RIOURULJ [BIOPI,] SUIAIOIT SSNIAIOR

Jo swesgoad ur ULSLIO [BUOLBU JO JO[0D ‘9Jk JO SISB( 91} U0 UOHBUIWLIISIP
SNqryo1d ‘papuswe st ‘F96] JO 1Y SWYSRY [1ALD) 91} JO JA SPLL, ‘POpUSwIE

SB F96T JO 10V SIYSHY [1ALD) 93 JO []A S[LL JO suonoajold oy 0} uonippe uj

X3S ‘NI9IYO0 TVYNOLLYN ‘40109 ‘30VY

aoue)sIssy |eloueul [eiapa4 SUIAIa29Y S9NIAIIOY 10 sweigold

J0qeT Jo juownteda(q

JUSUWILIDAOL) "G'(] JOPUN SALIOJIIIP SUOYdS[a) ISOW UI PAISI[ ‘9I1JO JOLNSIP 10
[eUOI33I JDDJO Uk Sul[[ed Aq J0 ‘A0S Top@IqNJ-dDDA0 I® [IeW-2 A PIJOLIU0D
9q os[e Aew JOOJ0 “(ALL) LEET-€69 (307) 10 (99-[0)) 16Z9-L6E-008-T ‘01208
"D ‘U0)SUIYSBAN “A N ONULAY UONMIISUO)) ()0 “T0qeT Jo jusum)redsa

‘SN (dDDA0) sweisold sduerduwio)) 10.NUO0)) [RISPI,] JO JUF(O Y],

:A[oyerpawuut
JOBIUO0D PINOYS dAO(E SIAMLIOYINE d1[} JOPUN SUOIBSI[(O U0 SAIJRULIIJR
JO UONBUTWLIDSIPUOU S)I PIJR[OIA SBY J0JIBIIUOD B SIAJI[I] Oym uosiad Auy

"SME] [BIOPI,] 9S9U} Jopun
uonRUTILIISIP $9s0ddo 3SIMIST)0 J0 ‘Surpasdoid JDH).JO ue ur sajediorn.red
‘UoONRUTILIISIP JO Jure[duod € sa[if oym uossad e jsurese pajqryo.d ST uonereiay]
NOLLVITVL3Y

*(POpTeME SEM [EPIW SIIAIIS $9I0,] PIULIY UR YIIYm

Joy uonjesado Axeyrur S ) & ur pajedioned ‘Anp A0 UO IIYM ‘OUYM SURIIIDA)
SUBIS)OA [EPIW IIAISS $9DJ0,] POULIY PUR ‘(PIZLIOYINE U99(q Sty 93peq usreduwred
B YOI JOJ uonIpadxa Jo udredured e Ul Jo Jem B SULIMP PIAJIS OUM SURIIIOA)
SUBIS)OA P339)0.Id IO ‘(AINP SATOR WOIJ 9SBI[A 10 dFIRYISIP JO STBIA 9211}

UIPIM) SURISIOA PIjeIedas A[JUS09I ‘SURISIOA PI[(RSIP JustAo[die Ul 90URAPR puL
Aordurs 0) UONOL SATJRULILTR S2.IMba pue UoNeUuIULSIP ol syqryoid ‘Z1zy "0'S N
Q€ ‘POPUSWIE SE ‘§/6T JO 1Y 9OURJSISSY JUaUnSNIPeay SULIojo) BIY WRUIAIA 9],
SNVY3L13A TVA3IIN FIIAYTS S3OHO04 ANV ANV

‘@3103104d YIHLO0 ‘G3LVHVd3S A1LN3O3Y ‘a31gavsia

"[OAS] SATINDIXD S} SUIPNOUT JUSWAO[AUD JO S[IAI] [[B & SINI[IRSIP JIm
STenpiaAIpur pagienb juswriorduus ur ddueApe pue Ao[dud 0} UOT)OR SAIJRULIITR
9Y[E]} SJ10JOBIIUO0D [RISPI,] ey} SaJmbal os[e ¢0¢ uondag “diyspaey anpun SuLLIeq
‘99401dus Jo juedrdde ue ST oym A[IGeSIP B UM [eNPIAIPUT Payienb asImIat)o
UR JO SUONEBIWI] [BIUSW IO [BIISAYd UMOUY] 9} 0} UONBPOWWIOIIR J[RUOSEI
Sursew J0U SOPN[IUT UONRUIWLIISIP AI[Iqesi(] Justioduws Jo sjoadse Jatjo
pue ‘TerIdyaI ‘uonedyIssed ‘Jururel) qof ‘sjyauaq aSuLyy ‘Aed ‘93Ieydsip
‘uonowroad ‘SurIy ur AIIqesIp Jo SISeq 9} U0 UOTRUIWLIISIP WO S[ENPIAIPUI
pay1enb $399)0.1d ‘papusllie se ‘g6 JO Oy UONBU[IqRYIY 9} JO £0G UOIIS
S3LLIMIavsia HLIM STVNAIAIANI

JuawAo[dwe Jo sjoadse [e ur Arunjroddo jo Aenbs aunsus

0) UOTJB QAJRULIJE S9IMDbaJ pueR ‘UISLIO [RUON)RU JO X3S ‘UOLSI[DJI J0[0D ‘ddk.1 JO
SISB( 9} U0 UONRUIWILIISIP (Ol S)IqIyotd ‘papuawue sk ‘9Fg T JOpI() QANNIIXY
NIDI¥O0 TVYNOILYN ‘X3S ‘NOIDIN3Y ‘40109 ‘I0VYH

:S9sB( JUIMO[[0] 9} UO UONBUTWILIOSIP WOIJ ME[ [BIOPI,] Jopun pajoajoid oIe
JOBIUOINS JO JOBIUO0D JUSWIULISAOS [BIOPI,] B YHM Saruedwod Jo saako[dws pue 0} sjuediddy

$19BAJU0IQNS 10 S)IBIJUO0Y) [eiapa{ Sulp|oH si1afojdwig




EMPLOYEE RIGHTS

UNDER THE FAMILY AND MEDICAL LEAVE ACT

THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

LEAVE
ENTITLEMENTS

BENEFITS &
PROTECTIONS

ELIGIBILITY
REQUIREMENTS

REQUESTING
LEAVE

EMPLOYER
RESPONSIBILITIES

ENFORCEMENT

Eligible employees who work for a covered employer can take up to 12 weeks of unpaid, job-protected leave in a 12-month period
for the following reasons:

e The birth of a child or placement of a child for adoption or foster care;

e To bond with a child (leave must be taken within 1 year of the child’s birth or placement);

e To care for the employee’s spouse, child, or parent who has a qualifying serious health condition;

e  For the employee’s own qualifying serious health condition that makes the employee unable to perform the employee’s job;

e For qualifying exigencies related to the foreign deployment of a military member who is the employee’s spouse,
child, or parent.

An eligible employee who is a covered servicemember’s spouse, child, parent, or next of kin may also take up to 26 weeks
of FMLA leave in a single 12-month period to care for the servicemember with a serious injury or iliness.

An employee does not need to use leave in one block. When it is medically necessary or otherwise permitted, employees
may take leave intermittently or on a reduced schedule.

Employees may choose, or an employer may require, use of accrued paid leave while taking FMLA leave. If an employee
substitutes accrued paid leave for FMLA leave, the employee must comply with the employer’s normal paid leave policies.

While employees are on FMLA leave, employers must continue health insurance coverage as if the employees were not on leave.

Upon return from FMLA leave, most employees must be restored to the same job or one nearly identical to it with
equivalent pay, benefits, and other employment terms and conditions.

An employer may not interfere with an individual’s FMLA rights or retaliate against someone for using or trying to use FMLA leave,
opposing any practice made unlawful by the FMLA, or being involved in any proceeding under or related to the FMLA.

An employee who works for a covered employer must meet three criteria in order to be eligible for FMLA leave. The employee must:

e Have worked for the employer for at least 12 months;
e Have at least 1,250 hours of service in the 12 months before taking leave;* and
e Work at a location where the employer has at least 50 employees within 75 miles of the employee’s worksite.

*Special “hours of service” requirements apply to airline flight crew employees.

Generally, employees must give 30-days’ advance notice of the need for FMLA leave. If it is not possible to give 30-days’ notice,
an employee must notify the employer as soon as possible and, generally, follow the employer’s usual procedures.

Employees do not have to share a medical diagnosis, but must provide enough information to the employer so it can determine
if the leave qualifies for FMLA protection. Sufficient information could include informing an employer that the employee is or
will be unable to perform his or her job functions, that a family member cannot perform daily activities, or that hospitalization or
continuing medical treatment is necessary. Employees must inform the employer if the need for leave is for a reason for which
FMLA leave was previously taken or certified.

Employers can require a certification or periodic recertification supporting the need for leave. If the employer determines that the
certification is incomplete, it must provide a written notice indicating what additional information is required.

Once an employer becomes aware that an employee’s need for leave is for a reason that may qualify under the FMLA, the
employer must notify the employee if he or she is eligible for FMLA leave and, if eligible, must also provide a notice of rights and
responsibilities under the FMLA. If the employee is not eligible, the employer must provide a reason for ineligibility.

Employers must notify its employees if leave will be designated as FMLA leave, and if so, how much leave will be designated as
FMLA leave.

Employees may file a complaint with the U.S. Department of Labor, Wage and Hour Division, or may bring a private lawsuit
against an employer.

The FMLA does not affect any federal or state law prohibiting discrimination or supersede any state or local law or collective
bargaining agreement that provides greater family or medical leave rights.

For additional information or to file a complaint: okA0l

k "

1-866-4-USWAGE .

(1-866-487-9243) TTY: 1-877-889-5627 -~
_~

U.S. Department of Labor | Wage and Hour Division

www.dol.gov/whd



EMPLOYEE RIGHTS

UNDER THE FAIR LABOR STANDARDS ACT
FEDERAL MINIMUM WAGE

§7.25-

BEGINNING JULY 24, 2009

The law requires employers to display this poster where employees can readily see it.

OVERTIME PAY Atleast 1’2 times the regular rate of pay for all hours worked over 40 in a workweek.

CHILD LABOR An employee must be at least 16 years old to work in most non-farm jobs and at least 18 to work
in non-farm jobs declared hazardous by the Secretary of Labor. Youths 14 and 15 years old may
work outside school hours in various non-manufacturing, non-mining, non-hazardous jobs with
certain work hours restrictions. Different rules apply in agricultural employment.

TIP CREDIT Employers of “tipped employees” who meet certain conditions may claim a partial wage credit
based on tips received by their employees. Employers must pay tipped employees a cash wage
of at least $2.13 per hour if they claim a tip credit against their minimum wage obligation. If an
employee’s tips combined with the employer’s cash wage of at least $2.13 per hour do not equal
the minimum hourly wage, the employer must make up the difference.

NURSING The FLSA requires employers to provide reasonable break time for a nursing mother employee

MOTHERS who is subject to the FLSA’s overtime requirements in order for the employee to express breast
milk for her nursing child for one year after the child’s birth each time such employee has a need
to express breast milk. Employers are also required to provide a place, other than a bathroom,
that is shielded from view and free from intrusion from coworkers and the public, which may be
used by the employee to express breast milk.

ENFORCEMENT The Department has authority to recover back wages and an equal amount in liquidated damages
in instances of minimum wage, overtime, and other violations. The Department may litigate
and/or recommend criminal prosecution. Employers may be assessed civil money penalties for
each willful or repeated violation of the minimum wage or overtime pay provisions of the law.

Civil money penalties may also be assessed for violations of the FLSA’s child labor provisions.
Heightened civil money penalties may be assessed for each child labor violation that results in
the death or serious injury of any minor employee, and such assessments may be doubled when
the violations are determined to be willful or repeated. The law also prohibits retaliating against or
discharging workers who file a complaint or participate in any proceeding under the FLSA.

ADDITIONAL Certain occupations and establishments are exempt from the minimum wage, and/or overtime

INFORMATION pay provisions.

e Special provisions apply to workers in American Samoa, the Commonwealth of the Northern
Mariana Islands, and the Commonwealth of Puerto Rico.

e Some state laws provide greater employee protections; employers must comply with both.

e Some employers incorrectly classify workers as “independent contractors” when they are
actually employees under the FLSA. It is important to know the difference between the two
because employees (unless exempt) are entitled to the FLSA’s minimum wage and overtime
pay protections and correctly classified independent contractors are not.

e Certain full-time students, student learners, apprentices, and workers with disabilities may be
paid less than the minimum wage under special certificates issued by the Department of Labor.

WAGE AND HOUR DIVISION 1-866-487-9243 g u: =
I.I I‘

TTY: 1-877-889-5627

www.dol.gov/whd .‘I::Ii:l-.l.:l .
L =

UNITED STATES DEPARTMENT OF LABOR

WH1088 REV 07/16
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THE UNIFORMED SERVICES EMPLOYMENT
AND REEMPLOYMENT RIGHTS ACT

USERRA protects the job rights of individuals who voluntarily or involuntarily leave employment positions to undertake
military service or certain types of service in the National Disaster Medical System. USERRA also prohibits employers
from discriminating against past and present members of the uniformed services, and applicants to the uniformed services.

REEMPLOYMENT RIGHTS

You have the right to be reemployed in your civilian job if you leave that job
to perform service in the uniformed service and:

s you ensure that your employer receives advance written or verbal notice
of your service;

s you have five years or less of cumulative service in the uniformed services
while with that particular employer;

s you return to work or apply for reemployment in a timely manner after
conclusion of service; and

s you have not been separated from service with a disqualifying discharge
or under other than honorable conditions.

If you are eligible to be reemployed, you must be restored to the job and ben-
efits you would have attained if you had not been absent due to military service
or, in some cases, a comparable job.

RIGHT TO BE FREE FROM DISCRIMINATION AND RETALIATION
Ifyou:

s are apast or present member of the uniformed service;
% have applied for membership in the uniformed service; or
% are obligated to serve in the uniformed service;

then an employer may not deny you:

initial employment;

reemployment;

retention in employment;

promotion; or

any benefit of employment

because of this status.

* ¢ O %

In addition, an employer may not retaliate against anyone assisting in the en-
forcement of USERRA rights, including testifying or making a statement in
connection with a proceeding under USERRA, even if that person has no serv-
ice connection.

HEALTH INSURANCE PROTECTION

* If you leave your job to perform military service, you have the right to
elect to continue your existing employer-based health plan coverage for
you and your dependents for up to 24 months while in the military.

% Evenifyou don't elect to continue coverage during your military service,
you have the right to be reinstated in your employer's health plan when
you are reemployed, generally without any waiting periods or exclusions
(e.g., pre-existing condition exclusions) except for service-connected ill-
NEsses or injuries.

ENFORCEMENT

* The U.S. Department of Labor, Veterans Employment and Training Service
(VETS) is authorized to investigate and resolve complaints of USERRA
violations.

* For assistance in filing a complaint, or for any other information on
USERRA, contact VETS at 1-866-4-USA-DOL or visit its website at
http://www.dol.gov/vets. An interactive online USERRA Advisor can
be viewed at http://www.dol.gov/elaws/userra.htm.

* |f you file a complaint with VETS and VETS is unable to resolve it, you
may request that your case be referred to the Department of Justice or
the Office of Special Counsel, as applicable, for representation.

% You may also bypass the VETS process and bring a civil action against
an employer for violations of USERRA.

The rights listed here may vary depending on the circumstances. The text of this notice was prepared by VETS, and may be viewed on the internet at this
address: http://www.dol.gov/vets/programs/userra/poster.ntm. Federal law requires employers to notify employees of their rights under USERRA, and employers

may meet this requirement by displaying the text of this notice where they customarily place notices for employees.
. ﬁ EMPLOYER SUPPORT OF

THE GUARD AND RESERVE
U.S. Department of Labor 1-800-336-4590
1-866-487-2365

Publication Date—April 2017

%

U.S. Department of Justice

Office of Special Counsel

All In One Poster Company, Inc. 1-800-273-0307
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