Under the NLRA, you have
the right to:

* Organize a union to
negotiate with your employer
concerning your wages,
hours, and other terms and
conditions of employment.

* Form, join or assist a union.

* Bargain collectively through
representatives of employees’
own choosing for a contract
with your employer setting
your wages, benefits, hours,
and other working conditions.

* Discuss your terms and
conditions of employment
or union organizing with your
co-workers or a union.

» Take action with one or more
co-workers to improve your
working conditions by, among
other means, raising work-
related complaints directly
with your employer or with
a government agency, and
seeking help from a union.

» Strike and picket, depending
on the purpose or means of
the strike or the picketing.

« Choose not to do any of
these activities, including
joining or remaining a
member of a union.

Illegal conduct will not be permitted. If you
believe your rights or the rights of others
have been violated, you should contact the
NLRB promptly to protect your rights, gen-
erally within six months of the unlawful
activity. You may inquire about possible vi-
olations without your employer or anyone
else being informed of the inquiry. Charges
may be filed by any person and need not

be filed by the employee directly affected
by the violation. The NLRB may order an
employer to rehire a worker fired in viola-
tion of the law and to pay lost wages and
benefits, and may order an employer or
union to cease violating the law. Employees
should seek assistance from the nearest
regional NLRB office, which can be found
on the Agency’s website: www.nlrb.gov.

Michigan Workers’ Disability Compensation
Rights & Responsibilities

Each party involved in the workers’ compensation system has rights and responsibilities that help ensure the successful
application of the law, and ultimately a safe return to work for the employee.
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EMPLOYEE RIGHTS

UNDER THE NATIONAL LABOR RELATIONS ACT

The NLRA guarantees the right of employees to organize and bargain collectively
with their employers, and to engage in other protected concerted activity.
Employees covered by the NLRA* are protected from certain types of employer and
union misconduct. This Notice gives you general information about your rights, and
about the obligations of employers and unions under the NLRA. Contact the National
Labor Relations Board, the Federal agency that investigates and resolves complaints
under the NLRA, using the contact information supplied below, if you have any
questions about specific rights that may apply in your particular workplace.

EMPLOYEES .

« Report all injuries to your supervisor immediately!

« Most workers are covered under workers’ compensation from
the start of employment.

« Benefits include reasonable & necessary medical care, wage
loss benefits, and vocational rehabilitation services.

« Acompensable injury is one that has arisen “out of and in the
course of employment.” In other words, work must cause the
disability.

« Workers’ compensation is the “exclusive remedy” for work
injuries, meaning that in most cases you cannot sue for other
damages.

e There is a 7-day waiting period for wage loss benefit
payments. If the disability lasts beyond one week, the worker
is entitled to benefits as of the eighth day after the injury. If a
disability continues for two weeks or longer, then the worker
is entitled to be paid compensation for the first week of
disability from the date of disablement. Paid medical leave
may apply during the 7-day waiting period.

« There is no waiting period for medical benefits; coverage
begins at the time of the injury.

« In most cases, wage loss benefits are calculated by taking
the average of the highest 39 weeks of the last 52 weeks of
gross wages prior to injury. Generally, you should receive
80% of the after-tax value of this average.

e Your first check is due and payable on the 14" day of
disability. However, a benefit check is not considered “late”
until 30 days after the due date.

+ Weekly benefits continue so long as you are disabled,
which could be for the rest of your life. However, benefits can
be reduced by up to 50% after age 65 at 5% per year up to
age 75, or upon receipt of social security retirement benefits.

« If you are only partially disabled, you do have a duty to seek

reasonably available work, taking into consideration those

ions) from the work-related personal injury

If you have more than one job covered under the Worker's
Disability Compensation Act, you get credit for all wages earned
in those jobs.

Medical Benefits: You are entitled to all reasonable and
necessary medical care including surgical, hospital, and dental
services, as well as crutches, hearing apparatus, chiropractic
treatment, and nursing care. These services are provided
indefinitely as long as there is a need related to the injury.
Choosing A Doctor: During the first 28 days of treatment, the
employer has the right to choose the doctor. After that, you are
free to change doctors providing that you notify the employer
and insurance company, preferably in writing. You do not need
authorization from the insurance company or the employer to be
medically treated, as long as the treatment is reasonable and
necessary, and your claim is not in dispute.

Maintaining Contact: It is extremely important that you
maintain regular contact with your employer throughout the
treatment and recovery period so that they are aware of your
progress. Provide your employer with updated work status
reports and discuss early return to work options.

Vocational Rehabilitation: If you have a work-related injury or
iliness which prevents you from being able to perform work for
which you have previous training or experience, you are
entited to vocational rehabilitation benefits. Vocational
rehabilitation can include a variety of professional services
designed to help injured workers re-enter the workforce. These
services may include job placement assistance, retraining
support, or guidance in starting your own business. Vocational
rehabilitation services are paid for by the employer/insurance
carrier, so in most cases you must have an open workers’
compensation claim to receive rehabilitation benefits.

You may also be eligible for Family Medical Leave Act (FMLA)
benefits. If you have questions, you should contact the U.S.
Department of Labor.

or disease.

EMPLOYERS
« Stay in touch with your employees while they are off o
work! Look for appropriate light-duty work options and .
accommodations when possible.

All public and most private employers in Michigan are
covered by workers’ compensation. Every employer subject
to the Act must provide proof of insurance or be approved for
self-insurance to ensure benefits can be paid to its workers
should they become injured.

Eligible employees are covered under
compensation from the date of employment.
There are severe penalties if an employer fails to provide
workers’ compensation coverage.

EMPLOYER REPORTING
All claims must be reported to your insurance carrier.
Form WC-100: must be filed with the Workers' Disability
Compensation Agency (WDCA) and your insurance carrier
immediately upon the disability exceeding 7 consecutive days,
death or specific loss. A copy of this form must also be given to
the employee.

You must ensure that reasonable and necessary medical
treatment is provided promptly.

You will need to provide a wage history report to the insurance
carrier in order to calculate the correct benefit amount.

Minors: The Act provides that an illegally employed minor is
entitled to double compensation if injured.

workers’

.
.

INSURANCE COMPANIES

« Prompt and regular payment of benefits is required by law.

« Form WC-701: Must be filed with the WDCA when wage loss benefits begin, change or stop.

« Form WC-110: Must be filed with the WDCA 3 months post-injury, and every 4 months after, to report on vocational rehabilitation
activity.

Form WC-107: Must be filed with the WDCA if a claim is disputed.

Medical services rendered are subject to the State of Michigan Health Care Services Rules and Fee Schedule.

Injured workers are not to be “balance billed” for charges over and above the fee schedule.

Benefits are not to be stopped for non- ion with i i ); a hearing must be requested prior to stoppage.

oo 0o

For more information contact: State of Michigan Workers’ Dlsabl ty Compensation Agency
Toll free: 1-888-396-5041, or visit our website at www. 'wdca

WC-PUB-006 (8/19)

to work, your citizenship or immigration status
shouldn’t get in the way. Neither should the
place you were born or another aspect of your
national origin. A part of U.S. immigration laws
protects legally-authorized workers from discri-
mination based on their citizenship status and
national origin. You can read this law at
8 U.S.C. §1324b.
The Immigrant and Employee Rights Section
(IER) may be able to help if an employer treats
you unfairly in violation of this law.

The law that IER enforces is 8 U.S.C. § 1324b. The
regulations for this law are at 28 C.F.R. Part 44,

Under the NLRA, it is
illegal for a union or for the
union that represents you
in bargaining with your
employer to:

* Threaten you that you will
lose your job unless you
support the union.

* Refuse to process a

grievance because you have
criticized union officials

or because you are not a
member of the union.

* Use or maintain
discriminatory standards or
procedures in making job
referrals from a hiring hall.

« Cause or attempt to cause
an employer to discriminate
against you because of your
union-related activity.

» Take other adverse action
against you based on whether
you have joined or support
the union.

If you and your coworkers select a union

to act as your collective bargaining

representative, your employer and the union

are required to bargain in good faith in a

genuine effort to reach a written, binding

agreement setting your terms and conditions
of employment. The union is required to

fairly represent you in bargaining and .

enforcing the agreement.

You can also contact the NLRB by calling
toll-free: 1-844-762-NLRB (6572).
Language assistance is available. Hearing

impaired callers who wish to speak to an .

NLRB representative should send an email
to relay.service@nlrb.gov. An NLRB rep-
resentative will email the requestor with
instructions on how to schedule a relay
service call.

SCAN TO LEARN MORE

Notice To All Employees:
Information about

This employer is covered by the

File an unemployment claim online

A claim for benefits begins the week i
week you become unemployed.

For complete information about
your benefit rights and
responsibilities, review the
Handbook for Unemployed
Workers at michigan.gov/uia.

STATE OF MICHIGAN

DEPARTMENT OF LABOR AND
ECONOMIC OPPORTUNITY
UNEMPLOYMENT INSURANCE AGENCY

Ul 2 squsl cppatuny amplepesgregram. Auslary sids, servces and shar
seazanai diabiffies.

Michigzn Dezariment of Labor and Econsmic Opparhunity

UIR 1710
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IFYOU HAVE THE RIGHT TO WORK

fyou have the skills, experience, and legal right ~ Call IER if an employer:

Does not hire you or fires you because of your
national origin or citizenship status (this may
violate a part of the law at

8U.S.C. §1324b(a)(1))

N , 1-800-255-7688 TTY 1-800-237-2515 ! ¢ :
Treats you unfairly while checking your right to o i esta ley contenida en la Seccion 1324b del Titulo 8 del
work in the U.S,, including while completing the | Wwyjustice gov/ier Codigo delos EE. UU. )
Form -9 or using E-Verify (this may violate the | IER@usdoj.gov Es posible que la Seccidn de Derechos de Inmig

law at 8 U.S.C. § 1324b(a)(1) or (a)(6))

Retaliates against you because you are speaking
up for your right to work as protected by this law
(the law prohibits retaliation at

8U.5.C. §1324b(a)(5))

This guidance document is not intended to be a final agency action, has no legally binding effect, and has no force or effect of law. The document may be rescinded or
modified at the Department’s discretion, in accordance with applicable laws. The Department’s guidance documents, including this guidance, do not establish legally
enforceable responsibilities beyond what is required by the terms of the applicable statutes, requlations, or binding judicial precedent. For more information, see
“Memorandum for All Components: Prohibition of Improper Guidance Documents,” from Attorney General Jefferson B. Sessions Ill, November 16, 2017.

Under the NLRA, it is illegal
for your employer to:

* Prohibit you from soliciting

* Spy on or videotape

*The National Labor Relations Act covers

most private-sector employers. Excluded from
coverage under the NLRA are public-sector
employees, agricultural and domestic workers,
independent contractors, workers employed by

a parent or spouse, employees of air and rail
carriers covered by the Railway Labor Act, and
supervisors (although supervisors that have been
discriminated against for refusing to violate the
NLRA may be covered).

Unemployment Benefits

MICHIGAN EMPLOYMENT SECURITY ACT

Unemployment benefits are payable to qualified and eligible workers
of this employer through Michigan's Unemployment Insurance Agency.

If you become unemployed, you can file your new unemployment claim or
reopen an established claim online through the Michigan Web Account
Manager (MiWAM) at michigan.gov/uia. Click on MiWAM for Workers.

is filed. File your claim the first

LT

i usted dispone de las capacidades, experienciay  Llame a la IER si un empleador:

ciudadania no debe representar un obstaculo, ni
tampoco lo debe ser el lugar en que usted nacié o
ninguin otro aspecto de su nacionalidad de origen.
Existe una parte de las leyes migratorias de los EE. UU.
que protegen a los trabajadores que cuentan con la
debida autorizacion legal para trabajar de la
discriminacion por motivos de su estatus de
ciudadania o nacionalidad de origen. Puede consultar

The law can be complicated. Call IER to get more
information on protections from discrimination
based on citizenship status and national origin.

Immigrant and Employee Rights Section (IER)

y Empleados (IER, por sus siglas en inglés) pueda
ayudar si un empleador lo trata de una forma injusta,
en contra de esta ley.

La ley que hace cumplir la IER es la Seccion 1324b del
Titulo 8 del Cdigo de los EE. UU. Los reglamentos de
dicha ley se encuentran en la Parte 44 del Titulo 28 del
Codigo de Reglamentos Federales.

U.S. Department of Justice, Civil Rights Division, Immigrant
and Employee Rights Section, January 2019

fonst

para Todos Los C

No lo contrata o lo despide a causa de su
nacionalidad de origen o estatus de ciudadania
(esto podria representar una vulneracion de parte
de la ley contenida en la Seccion 1324b(a)(1) del
Titulo 8 del Codigo de los EE. UU.)

Lo trata de una manera injusta a la forma de
comprobar su derecho a trabajar en los EE. UU.,
incluyendo al completar el Formulario |-9 o utilizar
E-Verify (esto podria representar una vulneracion
de la ley contenida en la Seccion 1324b(a)(1) o (a)
Titulo 8 del Cédigo de los EE. UU.)
epresalias en su contra por haber defendido
su derecho a trabajar al amparo de esta ley (la ley
prohibe las represalias, segtin se indica en la Seccion
1324b(a)(5) del Titulo 8 del Cddigo de los EE. UU.)

S| USTED TIENE DERECHO A TRABAJAR

Este documento de orientacion no tiene como proposito ser una decision definitiva por parte de la agencia, no tiene ningtin efecto juridicamente vinculante y puede ser
rescindido o modificado a la discrecion del Departamento, conforme a las leyes aplicables. Los documentos de orientacidn del Departamento, entre ellos este documento de
orientacion, no establecen responsabilidades juridicamente vinculantes mds alld de lo que se requiere en los términos de las leyes aplicables, los reglamentos o los
precedentes juridicamente vinculantes. Para mds informacion, véase i

NO DEJE QUE NADIE SE L ITE
DON'T LET ANYONETAKE ITAWAY | gt ot 02

Esta ley puede ser complicada. Llame a la IER para mas
informacion sobre las protecciones existentes contra la
discriminacion por motivos del estatus de ciudadania o
la nacionalidad de origen.

Seccion de Derechos de Inmigrantes y Empleados (IER)
1-800-255-7688 TTY 1-800-237-2515
www.justice.gov/crt-espanol/ier

IER@usdoj.gov ‘ E

Departamento de Justicia de los EE. UU., Division de Derechos
Civiles, Seccion de Derechos de Inmigrantes y Empleados,
enero del 2019

La Prohibicion contra Documentos de Orientacion

Impropias», del Fiscal General Jefferson B. Sessions Ill, 16 de noviembre del 2017.

EMPLOYEE RIGHTS

EMPLOYEE POLYGRAPH PROTECTION ACT

The Employee Polygraph Protection Act
prohibits most private employers from using

lie detector tests either for pre-employment

EXEMPTIONS

EXAMINEE
RIGHTS

for a union during non-work
time, such as before or after
work or during break times;
or from distributing union
literature during non-work
time, in non-work areas,
such as parking lots or break
rooms.

Question you about your
union support or activities

a manner that discourages
you from engaging in that
activity.

Fire, demote, or transfer
you, or reduce your hours

or change your shift, or
otherwise take adverse action
against you, or threaten to
take any of these actions,
because you join or support

a union, or because you
engage in concerted activity
for mutual aid and protection,
or because you choose not to
engage in any such activity.
Threaten to close your
workplace if workers choose
a union to represent them.

Promise or grant
promotions, pay raises, or

Who is Protected?

* Employees (current and

 Job applicants

are lllegal?

* Race

* Color

* Religion

* National origin

* Sex (including pregnancy,

or gender identity)
« Age (40 and older)
 Disability

* Genetic information

for, or purchase, use, or

Submit an inquiry through

Call

GRETCHEN WHITMER
GOVERNOR

PROHIBITIONS

ENFORCEMENT

former), including managers
and temporary employees

childbirth, and related medical
conditions, sexual orientation,

(including employer requests

(https://publicportal.eeoc.gov/Portal/Login.aspx)

Employers are generally prohibited from requiring or requesting

screening or during the course of employment.

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

WAGE AND HOUR DIVISION
UNITED STATES DEPARTMENT OF LABOR

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
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Know Your Rights:
Workplace Discriminationis lilegal

* Union members and
applicants for membership
in a union

What Types of Employment Discrimination

disclosure of genetic tests,
genetic services, or family
medical history)

* Retaliation for filing a
charge, reasonably
opposing discrimination,
or participating ina
discrimination lawsuit,

investigation, or proceeding

« Interference, coercion, or

Under the EEOC’s laws, an employer may not discriminate against
you, regardless of your immigration status, on the bases of:

threats related to exercising

rights regarding disability

accommodation

the EEOC’s public portal

1-800-669-4000 (toll free)
1-800-669-6820 (TTY)
1-844-234-5122 (ASL video phone)

discrimination or pregnancy

The U.S. Equal Employment Opportunity Commission (EEOC) enforces Federal laws that protect you from
discrimination in employment. If you believe you’ve been discriminated against at work or in applying for
a job, the EEOC may be able to help.

What Organizations are Covered?

* Most private employers
 State and local governments

* Educational institutions
(as employers)
(as employers) * Unions

« Staffing agencies

What Employment Practices can be Challenged
as Discriminatory?

All aspects of employment, including:

« Discharge, firing, or lay-off
* Harassment (including

« Hiring or promotion
* Assignment
« Pay (unequal wages or

* Failure to provide

* Benefits

* Job training
* Classification
* Referral

Visit

E-Mail
Additional information about the EEOC,

including information about filing a charge of
discrimination, is available at www.eeoc.gov.

STATE OF MICHIGAN
DEPARTMENT OF LABOR AND ECONOMIC OPPORTUNITY

Informational Sheet:
Youth Employment Standards Act 90 of 1978, as amended
POSTING REQUIREMENT

MCL 409.110 Minor under 16 years; days and hours of employment.

for a disability; pregnancy,

« Obtaining or disclosing
genetic information of
employees

* Requesting or disclosing medical
information of employees

* Conduct that might reasonably
discourage someone from
opposing discrimination, filing
acharge, or participating in an
investigation or proceeding

* Conduct that coerces,
intimidates, threatens, or
interferes with someone
exercising their rights, or
someone assisting or
encouraging someone else
to exercise rights, regarding
disability discrimination
(including accommodation)
or pregnancy accommodation

unwelcome verbal or
physical conduct)

compensation)

reasonable accommodation

childbirth, or related medical
condition; or a sincerely-held
religious belief, observance
or practice

What can You Do if You Believe Discrimination has Occurred?

Contact the EEOC promptly if you suspect discrimination. Do not delay, because there are strict time limits for filing a charge of
discrimination (180 or 300 days, depending on where you live/work). You can reach the EEOC in any of the following ways:

an EEOC field office
(www.eeoc gov/field-office)

info@eeoc.gov

SUSAN CORBIN
DIRECTOR

other benefits to discourage

Sec. 10. A minor under 16 years shall not be employed in an occupation subject to this act for more than 6 days in 1 week, nor for a period
longer than a weekly average of 8 hours per day or 48 hours in 1 week, nor more than 10 hours in 1 day. The minor shall not be employed
between the hours of 9 p.m. and 7 a.m. A minor who s a student in school shall not be employed more than a combined school and work
week of 48 hours during the period when school is in session.

Oor encourage union support.

MCL 409.111 Minor 16 years and over; days and hours of

to this act for more tf
(a) Sixdaysin

Prohibit you from wearing
union hats, buttons, t-shirts,

(©) Ten hoursi

han any of the following periods:
1 week.

(b) Anaverage of 8 hours per day in 1 week.

in 1 day.

(d) Subject to subdivision (e), 48 hours in 1 week
() If the minor is a student in school and school is in session, 24 hours in 1 week.

Sec. 11. (1), Exceplas provided in subsection (3), a person shall not employ a minor 16 years of age or older in an ocoupalion subject

and pins in the workplace
except under special

(a) On Fridays

and Saturdays

(b) During school vacation periods.
() During periods when the minor is not regularly enrolled in school.

(2) Except as provided in subsection (3), a person shall not employ a minor 16 years of age or older between 10:30 p.m. and 6 a.m.
However, except as provided in subsection (3), a person may employ a minor 16 years of age or older who is a student in school until
11:30 p.m. on any of the following days:

circumstances.

session.

peaceful union activities and

under this

(3) A person may employ a minor 16 years of age or older in farming
processing for a period greater than the periods described in subsections (1) and (2) if all of the following conditions are met:
If a minor is a student in school, the period greater than the periods described in subsections (1) and (2) occurs when school is not in

(a) The minor is employed for not more than 11 hours in 1 day.

(b) The minor is employed for not more than 62 hours in any week. However, the employer shall not require the minor to work
more than 48 hours during any week without the consent of the minor.

() The minor is not employed between 2 a.m. and 5:30 a.m

(d) The agricultural processing employer maintains on file a written acknowledgment of the minor's parent or guardian consenting

to the period of

involved in the of seed or in

gatherings or pretend to do so.

(@) As used in this section:
(a) “Agricultural processing” means the cleaning, sorting or packaging of fruits or vegetables.
(b) “Farming operations involved in the production of seed” means farming activities and research involved i the production of seed,
including plant detasseling, hand-pollination, roguing, or hoeing, and any other similar farming activity required for commercial
seed production.

MCL 409.112 Meal

| and rest period.

History: Am. 1978, Act 90, Eff. June 1, 1978 ;-- Am. 1995, Act 251, Eff. Mar. 28, 1996 ;-- Am. 1996, Act 499, Imd. Eff. Jan. 9, 1997 ;--
Am. 2000, Act 418, Imd. Eff. Jan. 8, 2001 ;-- Am. 2011, Act 197, Imd. Eff. Oct. 18, 2011

Sec. 12.

A minor shall not be employed for more than 5 hours continuously without an interval of at least 30 minutes for a meal and
rest period. An interval of less than 30 minutes shall not be i

period of work.

tointerrupt a

MCL 409.112a
8 p.m. at fixed locati

Prohibition of minors working alone in

on.

after sunset or

g a cash

History: Add. 19

IMPORTANT:

Sec. 12a. A minor who would otherwise be permitted under this act to be employed in an occupation subject to this act shall not be
employed in an occupation that involves a cash transaction subject to this act after sunset or 8 p.m., whichever is earlier, at a fixed location
unless an employer or other employee 18 years of age or older is present at the fixed location during those hours.

80, Act 436, Eff. Mar. 31, 1981.

Rule, R408.6207

EMPLOYEE 18 YEARS

WHD-9919 08/21

MICHIGAN LAW

PROHIBITS DISCRIMINATION

IN EMPLOYMENT, EDUCATION, HOUSING, PUBLIC
ACCOMMODATION, LAW ENFORCEMENT OR PUBLIC SERVICE

LICENSING AND REGULATORY AFFAIRS
CUSTOMER DRIVEN. BUSINESS MINDED.

's workers’

OF AGE OR OLDER

A MINOR SUBJECT TO ACT 90 BE SUPERVISED BY THE EMPLOYER OR ANOTHER

LEO is an equal opportunity employer/program.
Auxiliary aids, services and other reasonable accommodations are available, upon request, to individuals with disabilities.

'WAGE AND HOUR DIVISION

P.O. Box 30476 e Lansing, Michigan 48909-7976
OVERNIGHT MAIL ADDRESS: 2407 N. GRAND RIVER * LANSING, MICHIGAN 48906

Toll Free: 1-855-4MI-WAGE (1-855-464-9243) «

(517) 284-7800 « FAX (517) 763-0110

www.michigan.gov/wagehour

Workers’ Compensation Agency

ngh‘l's & Respons:bllrhes

medical benefits

to in
operation of the pbrocess.

syst wage nd
ividuals who are injured while at work Each party in this system has rights and responsibi

ties that ensure the successful

EMPLOYEES

religion, race, color, national o
disability, age', marital status’, height?, weight?,
arrest record?, genetic information?, and

the date of employment.

and rehabilitation services.

* Most workers are covered under workers’ compensation from

« Report all injuries to your supervisor immediately.
When injured, you can receive wage loss benefits, medical care,

familial status® « A compensable injury is one that has arisen “out of and in the

Persons with disabilities needing accommodations for employment
must notify their employers in writing within 182 days.
*Under the education article, age and marital status
are prohibited considerations for admissions only
2in employment only
*in housing onty

damages.
* There is a 7-day waiting

provided from the day of i

|r you thlnk you have been
ted against, you
complaim with

entitled to receive payment
In most cases, wage loss
average of the highest 39

Z 4
Call 1-800-482-3604 TICHIGAN DEPARTMENT OF CIVIL RIGHTS
Video Phone: 313-437-7035
www.michigan.gov/mdcr

Post in a conspicuous place.

of your AWW.
In certain circumstances,
benefits”
contributions to a pension

payments should continue
suffering a wage loss.
Your first check is due and

Esta Organizacion
Participa en E-Verify

This Organization
Participates in E-Verify

after the due date.

course of employment.” The work must cause the disability.
* Workers' compensation is the “exclusive remedy” for work
injuries, meaning that in most cases you cannot sue for other

period for benefit payments. You

will not receive a workers’ compensation check for disability
lasting less than 7 days. However, medical benefits should be

injury. If your wage loss lasts longer

than 7 consecutive days, you are entitled to benefits as of the 8"
day. If your wage loss continues for 14 days or longer, you are

for that first week of disability.
benefits are calculated by taking the
weeks of the last 52 weeks of gross

wages prior to injury. This is your Average Weekly Wage
(AWW). Generally you should receive 80% of the after-tax value

the value of discontinued “fringe

such as the cost of health insurance, employer

plan, and vacation and holiday pay

may be included in determining the AWW.
You should be paid your benefit on a weekly basis, and

as long as you are disabled and are

payable on the 14" day of disability.

However, a benefit check is not considered “late” until 30 days

If you have more than one job covered under the Act, the
earnings from Michigan employers are added together to calculate
the AWW.

You may also be eligible for Family Medical Leave Act (FMLA)
benefits. If you have questions, you should contact the U.S.
Department of Labor.

Medical Benefits: You are entitled to all reasonable and
necessary medical care including surgical, hospital, and dental
services, as well as crutches, hearing apparatus, chiropractic
treatment, and nursing care. These services are provided
indefinitely as long as there is a need.

Choosing A Doctor: During the first 28 days of treatment, the
employer has the right to choose the doctor. After that, you are
free to change doctors providing that you notify the employer and
insurance company, preferably in writing. You do not need
authorization from the insurance company or the employer to be
medically treated, as long as the treatment is reasonable and
necessary, and your claim is not in dispute.

Maintaining Contact: It is extremely important that you maintain
regular contact with your employer throughout the treatment and
recovery period so that they are aware of your progress. Provide
your employer with updated work status reports and discuss early
return to work options.

Vocational Rehabilitation: If you have a work-related injury or
illness which prevents you from returning to your job and you are
currently receiving workers' compensation benefits, you are
entitled to a maximum of 104 weeks of vocational assistance in
returning to work. Vocational rehabilitation can help you return to
your current job or a new one by identifying interests, skills and
abilities, evaluating accommodations, providing job readiness
assistance, outlining career objectives, and arranging retraining
opportunities. Vocational rehabilitation services create a “win-win”
scenario for employers, carriers, and injured employees, especially
when utilized as an early intervention tool.

EMPLOYERS

This employer participates in E-Verify and will
provide the federal government with your
Form 19 information to confirm that you are
authorized to work in the U.S.
If E-Verify cannot confirm that you are
authorized to work, this employer is required
itten instructions and an
opportunity to contact Department of
Homeland Security (DHS) or Social Security
Administration (SSA) 50 you can begin to
resolve the issue before the employer can {omar cualquier accion onsu conira, incluyendola
terminacion de su empleo.
Loa emplaacores s pueden ulizar E- verty navex
aue usted haya acoptado una oferta de traba

p: n
al gobierno federal la informacién de su Formulario -0
para confirmar que usted esta autorizado para trabajar
enlos EE.UU.

i E-Verify no puede confirmar que usted osta

they become injured.

Minors: The Act provides

take any action against you, including
terminating your employment

Employers can only use E-Verify once you

« All public and most private employers in Michigan are covered
by workers’ compensation.
must provide proof of insurance or be approved for self-
insurance to ensure benefits can be paid to its workers should

Every employer subject to the Act

Eligible employees are covered under workers’ compensation
from the date of employment.

There are severe penalties if an employer fails to provide
workers' compensation coverage.

that an illegally employed minor is

entitled to double compensation if injured.

.

Reporting:

= All claims must be reported to your insurance carrier.

= Form WC-100: must be filed with the Workers' Compensation
Agency and your insurance carrier immediately upon the
disability exceeding 7 consecutive days, death or specific loss. A
copy of this form must also be given to the employee.

You must ensure that reasonable and necessary medical

treatment is provided promptly.

You will need to provide a wage history report to the insurance

carrier in order to calculate the correct benefit amount.

You are encouraged to maintain contact with your employees

while they are off work, and provide appropriate light-duty work

options and accommodations when possible.

have accepted a job offer and completed the mpletado el Formulario |-

INSURANCE COMPANIES

E-Verify Works for Everyone E-Verify Funciona Para Todos

For more information on E-Verify, or if Para mas informacion sobre E-Verify, o si
you believe that your employer has usted cree que su empleador ha violado

violated its E-Verify sus
please contact DHS.

stop.
= Form WC-110: must be

de E-Verify, por
favor contacte a DHS.

activity.

« Prompt and regular payment of benefits is required by law.
=>Form WC-701: must be filed with the Workers’ Compensation
‘Agency (WCA) when wage loss benefits begin, change or

filed with the WCA 3 months post-

injury, and every 4 months after, to report on vocational

= Form WC-107: must be filed with the WCA if a claim is disputed.
Medical services rendered are subject to the State of Michigan
Health Care Rules and Fee Schedules. Injured employees are not
to be “balance billed” for charges over and above the fee schedule.
Benefits are not to be stopped for non-cooperation with vocational
rehabilitation, but a hearing can be requested.

888-897-7781
dhs.gov/e-verify

WC-PUB-006 (5/12)

formation contact

Toll free: 1-888-396-5041

tate of Micl

igan s’ Compensat
www. igan.goviwca

The Michigan Occupational Safety and Health Act (MIOSH Act), Act No. 154 of
the Public Acts of 1974, as amended, provides job safety and health protection
for Michigan employees through the maintenance of safe and healthful working
conditions. Under the MIOSH Act and a state plan approved in September 1973
Bythe U.S. D

Your Employee Rights
Under the Family and

Medical Leave Act

What is FMLA leave?

The Family and Medical Leave Act (FMLA) is a federal law that provides
eligible employees with job-protected leave for qualifying family and
medical reasons. The U.S. Department of Labor’s Wage and Hour Division
(WHD) enforces the FMLA for most employees.

Eligible employees can take up to 12 workweeks of FMLA leave
in a 12-month period for:
« The birth, adoption or foster placement of a child with you,

Your serious mental or physical health condition that makes you
unable to work,

= To care for your spouse, child or parent with a serious mental or
physical health condition, and

« Certain qualifying reasons related to the foreign deployment of your
spouse, child or parent who is a military servicemember.

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

You have the right to use FMLA leave in one block of time. When it is
medically necessary or otherwise permitted, you may take FMLA leave
intermittently in separate blocks of time, or on a reduced schedule by
working less hours each day or week. Read Fact Sheet #28M(c) for more
information.

FMLA leave is not paid leave, but you may choose, or be required by your
employer, to use any employer-provided paid leave if your employer's
paid leave policy covers the reason for which you need FMLA leave.

Am | eligible to take
FMLA leave?

You are an eligible employee if all of the following apply:
« You work for a covered employer,
« You have worked for your employer at least 12 months,

« You have at least 1,250 hours of service for your employer during
the 12 months before your leave, and

« Your employer has at least 50 employees within 75 miles.
of your work location,
Airline flight crew employees have different “hours of service"
requirements.
You work for a covered employer if one of the following applies:
« You work for a private employer that had at least 50 employees during
at least 20 workweeks in the current or previous calendar year,
« You work for an elementary or public or private secondary school, or

= You work for a public agency, such as a local, state or federal
government agency. Most federal employees are covered by Title Il
of the FMLA, administered by the Office of Personnel Management.

How do | request
FMLA leave?

Generally, to request FMLA leave you must:
« Follow your employer’s normal policies for requesting leave,
« Give notice at least 30 days before your need for FMLA leave, or
« If advance notice is not possible, give notice as soon as possible.

You do not have to share a medical diagnosis but must provide enough
information to your employer so they can determine whether the leave
qualifies for FMLA protection. You must also inform your employer if
FMLA leave was previously taken or approved for the same reason
when requesting additional leave.

Your employer may request certification from a health care provider
to verify medical leave and may request certification of a qualifying
exigency.

The FMLA doss not affect any federal or stato law prohibiting

ination or supersede any state or local law or collective bargaining
ment that provides greater family or medical leave rights.

State employees may be subject to certain limitations in pursuit of direct
lawsuits regarding leave for their own serious health conditions. Most
federal and certain congressional employees are also covered by the
law but are subject to the jurisdiction of the U.S. Office of Personnel
Management or Congress.

What does my
employer need to do?

If you are eligible for FMLA leave, your employer must
« Allow you to take job-protected time off work for a qualifying reason,
« Continue your group health plan coverage while you are on leave on
the same basis as if you had not taken leave, and

= Allow you to return to the same job, or a virtually identical job with
the same pay, benefits and other working conditions, including shift
and location, at the end of your leave.

Your employer cannot interfere with your FMLA rights or threaten or
punish you for exercising your rights under the law. For example, your
employer cannot retaliate against you for requesting FMLA leave or
cooperating with a WHD investigation.

After becoming aware that your need for leave is for a reason that may

qualify under the FMLA, your employer must confirm whether you are
eligible or not eligible for FMLA leave. If your employer determines that
you are eligible, your employer must notify you in writing:

« About your FMLA rights and responsibilities, and

= How much of your requested leave, if any, will be FMLA-protected
leave.

Where can | find more
information?

Call 1-866-487-9243 or visit dol.gov/fmla to learn more.
If you believe your rights under the FMLA have been violated, you may

file a complaint with WHD or file a private lawsuit against your employer
in court. Scan the QR code to learn about our WHD complaint process.

SCAN ME
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MICHIGAN SAFETY AND HEALTH
PROTECTION ON THE JOB

THE MICHIGAN OCCUPATIONAL SAFETY AND HEALTH ACT, 1974 P.A. 154, AS

AMENDED, REQUIRES POSTING OF T)
CONSPICUOUS LOCATION. FAILURE TO DO SO MAY RESULT IN A PENALTY.

of Labor, Labor and Economic

ity is. for meAc[ D

ccnducqob site
and with safety and health standards

with the Act

to ensure

The contents of this poster describe many important provisions of the Act. These
provisions apply equally to employers and employees in either private industry
or the public sector.

EMPLOYER REQUIREMENTS: MIOSHA requires that each employer:

Furnish to each employee and a place of which is

HIS DOCUMENT IN A CENTRAL AND

COMPLAINTS: nd employee who believe that an
unsafe or unhealthful condition exists in their workplace have the right to request
an inspection by giving written notice to the Michigan Department of Labor and
Economic Opportunity. If a condition exists which may present an immediate
danger, the Department should be notified in the most expedient manner without
regard to a written notice. The names of complainants will be kept confidential
and not revealed upon the request of the employee. Employees also have the
right to bring unsafe or unhealthful conditions to the attention of the department
representative during the conduct of an inspection or investigation.

The Act provides that employees may not be discharged or in any manner
discriminated against for filing a complaint or exercising any of their rights under
the Act. An employee who believes he o she has been discriminated against
may file a complaint with the Michigan Department of Labor and Economic
o within 30 days of the alleged discrimination

free from recognized hazards that are causing or are likely to cause death or
serious physical harm to the employee.

2. Comply with promulgated rules and standards and with orders issued
Act.

pursuant to the

3. Post this and other notices and use other appropriate measures to keep his

or her employees informed of their protection and obligations under the Act,
including the provisions of applicable rules and standards.

4. Notify the Michigan Department of Labor and Econormc Opportunity within
ty. ay be by

8 hours of any fatali
calling 1-800-858-0397.

5. Notify the Michigan Department of Labor and Economic Opportunity vitin

24 hours of all
losses of an eye
(4MIOSHA).

inpatient
may be

by calling

6. Make available to employees, for inspection and copying, all medical records

and health data in the employer’s possession pertaining to that employee.

7. Afford an employee an opportunity with or without compensation to attend

all meetings between the Michigan Department of Labor and Economic
Opportunity and the employer relative to any appeal of a citation by the
employer.

8. Give the of the. ity to the

The U.S. Department of Labor is monitoring the operation of the Michigan
Occupational Safety and Health Administration (MIOSHA) to assure the effective
administration of the state act. Any person may make a written complaint
regarding the state administration of the state act directly to the Regional Office
of OSHA, 230 South Dearborn, Chicago, lllinois 60604

CITATIONS: If upon inspection or investigation the Michgan Department of
Labor and Economic Opportunity believes that a requirement of the Act has been
violated, a citation alleging such violation and setting a time period for correction
will be issued to the employer. The citation must be prominently posted at or near
the place of the alleged violation for three days or until the violation is corrected,
whichever is later.

The Act provides for first instance penalties of up to $7,000 for a violation.
Penalties of up to $7,000 per day may be assessed for failure to correct a violation
within a proposed abatement period. Any employer who willfully or repeatedly
violates the Act may be assessed penalties of up to $70,000 for each such
violation. Employers may appeal the alleged citation, the proposed penalties or
the abatement periods to the Department and to the Board of Health and Safety
Compliance and Appeals. Employees may appeal the abatement period in a
similar manner. Employees also may appeal to the Board of Health and Safety
Compliance and Appeals any decision issued by the Department in response to
an employer appeal.

to prohibit the suffering of any loss of wages or fringe benefits or discriminate
against the of for time spent in the
inspection, investigation, or opening and closing conferences.

9. Provide personal protective equipment, at the employer’s expense, when it

is specifically required by a MIOSHA standard.

10. Not permit an employee, other than an employee whose presence is

necessary to avoid, correct or remove an imminent danger, to operate
equipment or engage in a process which has been tagged by the Department
and which is the subject of an order issued by the Department identifying that
an imminent danger exists.

1 i to toxic materials

or harmful physical agents in concentrations or at levels which exceed those
prescribed by a MIOSHA standard,

EMPLOYEE REQUIREMENTS: MIOSHA requires that each employee:
1. Comply with promulgated rules and standards and with orders issued

pursuant to the Act.

2. Not remove, displace, destroy, or carry off a safeguard furnished or provided

for use in a place of employment, or interfere in any way with the use thereof
by any other person.

INSPECTIOI ON:
by trained personnel. The Act requires that an employer representative and a

representative for the purpose of aiding in the inspection or investigation

If a of does not
representative will consult with a number of employees concerning matters of
safety or health in the place of employment.

Criminal penalties also are provided for in the Act. A person who knowingly makes
a false statement or report pursuant 1o the Act upon conviction is punishable by
a fine of up to $10,000 or may be imprisoned for not more than 6 months or
both. Any willful violation resulting in death of an employee, upon conviction, is
punishable by a fine of up to $10,000 or by imprisonment for not more than one
year or both. A second conviction doubles the maximum monetary penalty and
is punishable by imprisonment for up to three years.

VOLUNTARY ACTIVITY & COMPLIANCE ASSISTANCE:: The act encourages
employers and employees to reduce workplace hazards voluntarily.

The Michigan Department of Labor and Economic Opportunity offers limited
on-site_consultation assistance to employers to assist them in achieving
compliance with occupational safety and health standards. Training specialists
are available and can give advice on the correction of hazardous conditions and
on the development of safety and health systems. Department staff are available
to conduct seminars and training relative to occupational safety and health for
both employer and employee groups. Requests for service should be addressed
to the department at the address shown below.

The U.S. Department of Labor
maritime operations of long shoring, shipbuilding, ship breaking and ship
repairing. These issues are not covered by the Michigan Plan for Occupational
Safety and Health.

MORE INFORMATION:

Michigan Department of Labor and Economic Opportunity
Michigan Occupational Safety and Health Administration
530 W. Allegan Street, P.O. Box 30643

Lansing, Michigan 48909-8143
www.michigan.gov/miosha

THIS IS AN IMPORTANT DOCUMENT - DO NOT COVER!

MIOSHA Complaint HOtlNE .............cccco.covveer

1-800-866-4674

Fatality Hotline 1 397
MlOSHA MIOSHA Injuries/liinesses Reporting ............. 1-844-464-6742 k oo
Mchigan Occu Consultation and Training Assistance 1-517-284-7720 AN OPPORTUNITY
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The Michigan Department of Labor and Economic Opportunity (LEO) is a equal opportunity employers/program

The Department of Labor’s Office of Federal Contract
Compliance Programs (OFCCP) enforces the nondiscrimination
and affirmative action commitments of companies doing business
with the Federal Government. If you are applying for a job with,
or are an employee of, a company with a Federal contract or
subcontract, you are protected under Federal law from
discrimination on the following bases:

Race, Color, Religion, Sex, Sexual Orientation,
Gender Identity, National Origin

Executive Order 11246, as amended, prohibits employment
discrimination by Federal contractors based on race, color,
religion, sex, sexual orientation, gender identity, or national
origin, and requires affirmative action to ensure equality of
opportunity in all aspects of employment.

Asking About, Disclosing, or Discussing Pay

Executive Order 11246, as amended, protects applicants and
employees of Federal contractors from discrimination based on
inquiring about, disclosing, or discussing their compensation or

the of other i or employ

Disability

Section 503 of the Rehabilitation Act of 1973, as amended,
protects qualified individuals with disabilities from discrimination
in hiring, promotion, discharge, pay, fringe benefits, job
training, classification, referral, and other aspects of employ

MIOSHA/CET 2010 (06/21)

EMPLOYERS HOLDING FEDERAL CONTRACTS OR SUBCONTRA!

Protected Veteran Status

The Vietnam Era Veterans’ Readjustment Assistance Act of 1974,
as amended, 38 U.S.C. 4212, prohibits employment discrimination
against, and requires affirmative action to recruit, employ, and
advance in employment, disabled veterans, recently separated
veterans (i.e., within three years of discharge or release from
active duty), active duty wartime or campaign badge veterans,
or Armed Forces service medal veterans.

Retaliation

Retaliation is prohibited against a person who files a complaint
of discrimination, participates in an OFCCP proceeding, or
otherwise opposes discrimination by Federal contractors
under these Federal laws.

Any person who believes a contractor has violated its
nondiscrimination or affirmative action obligations under
OFCCP’s authorities should contact immediately:

The Office of Federal Contract Compliance Programs (OFCCP)
U.S. Department of Labor

200 Constitution Avenue, N.W.

Washington, D.C. 20210

1-800-397-6251 (toll-free)

If you are deaf, hard of hearing, or have a speech disability, please dial
7-1-1to access telecommunications relay services. OFCCP may also
be contacted by submitting a question online to OFCCP’s Help Desk

by Federal contractors. Disability discrimination includes not
making reasonable accommodation to the known physical or
mental limitations of an otherwise qualified individual with a
disability who is an applicant or employee, barring undue
hardship to the employer. Section 503 also requires that
Federal contractors take affirmative action to employ and
advance in employment qualified individuals with disabilities
at all levels of employment, including the executive level.

PROGRAMS OR

TIVITIES RECEIVING F

Race, Color, National Origin, Sex

In addition to the protections of Title VII of the Civil Rights Act
of 1964, as amended, Title VI of the Civil Rights Act of 1964, as
amended, prohibits discrimination on the basis of race, color
or national origin in programs or activities receiving Federal
financial assistance. Employment discrimination is covered by
Title VI if the primary objective of the financial assi is

(https:, dol.gov/s/), or by calling an OFCCP regional
or district office, listed in most telephone directories under U.S.
Government, Department of Labor and on OFCCP’s “Contact Us”
webpage (https://www.dol.gov/agencies/ofccp/contact).

RAL FINANCIAL ASSISTANCE

Individuals with Disabilities

Section 504 of the Rehabilitation Act of 1973, as amended,
prohibits employment discrimination on the basis of disability

in any program or activity which receives Federal financial assistance.
Discrimination is prohibited in all aspects of employment against
persons with disabilities who, with or without reasonable

ion, can perform the essential functions of the job.

provision of employment, or where employment discrimination
causes or may cause discrimination in providing services under
such programs. Title IX of the Education Amendments of 1972
prohibits employment discrimination on the basis of sex in
educational programs or activities which receive Federal
financial assistance.

If you believe you have been discriminated against in a program
of any institution which receives Federal financial assistance,
you should immediately contact the Federal agency providing
such assistance.

(Revised 6/27/2023)

Michigan Department of Labor and Economic Opportunity

Wage and Hour Division
PO Box 30476

LABOR & ECONOMIC
OPPORTUNITY

Lansing, MI 48909-7976
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GOVERNOR

REQUIRED POSTER
GENERAL REQUIREMENTS - MINIMUM WAGE and OVERTIME

SUSAN CORBIN
DIRECTOR

Coverage
The Improved Workforce Opportunity Wage 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 Minimum Hourly Wage

Tipped Employee

Rate

Minimum Hourly Rate

- 85%** Rate
Reported Average Hourly Tips

January 1, 2023 $10.10*

$3.84 $6.26 $8.59

January 1, 2024 $10.33*

$3.93 $6.40 $8.78

January 1, 2025 $10.56*

$4.01 $6.55 $8.98

than 8.5%.

*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

» **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 INOWA 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 requirem
the Fair Labor Standards Act of 1938, 29 USC 201 to 21
administrative, or executive employees; elected officials and

ents: employees exempt from the minimum wage provisions of
9 (except certain domestic service employees), professional,
political appointees; employees of amusement and recreational

establishments operating less than 7 months of the year; agricultural employees, and any employee not subject to the

minimum wage provisions of the act.

Compensatory Time
If an employer meets certain conditions, employees may agree to receive compensatory time of 1-1/2 hours for each hour
of overtime worked. The agreement must be voluntary, in writing, and obtained before the compensatory time is earned.

All compensatory time earned must be paid to an employ

ee. Accrued compensatory time may not exceed 240 hours.

Employers must keep a record of compensatory time earned and paid. Contact the Wage and Hour Division for information
on the conditions an employer must meet to offer compensatory time off in lieu of overtime compensation.

Equal Pay

An employer shall not discriminate on the basis of sex by
employees of the opposite sex for equal work on jobs requiri

paying employees a rate which is less than the rate paid to
ng equal skill, effort, and responsibility performed under similar

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.

Enfor
An employee may either file civil action for recovery of unp:

cement
aid 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 and/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 and/or

overtime.

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

P.O. Box 30712,

RICK SNYDER
GOVERNOR

Office of Career and Technical Education

Informational Sheet:
‘Youth Employment Standards Act 90 of 1978, as amended

Lansing, MI 48909 ”'C%G‘@Q
cation

(517) 335-6041
‘www.michigan.gov/mde

POSTING REQUIREMENT

school and work week of 48 hours during the period when school

MCL 409.110 Minor under 16 years; days and hours of employment.

Sec. 10. A minor under 16 years shall not be employed in an occupation subject to this act for more than 6 days in 1 week, nor for a
period longer than a weekly average of 8 hours per day or 48 hours in 1 week, nor more than 10 hours in 1 day. The minor shall not be
employed between the hours of 9 p.m. and 7 a.m. A minor who is a student in school shall not be employed more than a combined

| is in session.

MCL 409.111 Minor 16 years and over; days and hours of employment; employment in agricultural processing.

to this act for more than any of the following periods:
(a) Sixdaysin 1 week.
(b) An average of 8 hours per day in 1 week.
(c) Ten hoursin 1 day.
(d) Subject to subdivision (e), 48 hours in 1 week.

Sec. 11. (1). Except as provided in subsection (3), a person shall not employ a minor 16 years of age or older in an occupation subject

(e) If the minor is a student in school and school is in session, 24 hours in 1 week.

11:30 p.m. on any of the following days:
(a) On Fridays and Saturdays.
(b) During school vacation periods.

(c) During periods when the minor is not regularly enrolled in school.

(2) Except as provided in subsection (3), a person shall not employ a minor 16 years of age or older between 10:30 p.m. and 6 a.m.
However, except as provided in subsection (3), a person may employ a minor 16 years of age or older who is a student in school until

session.

(3) A person may employ a minor 16 years of age or older in farming operations involved in the production of seed or in agricultural
processing for a period greater than the periods described in subsections (1) and (2) if all of the following conditions are met:
If a minor is a student in school, the period greater than the periods described in subsections (1) and (2) occurs when school is not in

(a) The minor is employed for not more than 11 hours in 1 day.

(b) The minor is employed for not more than 62 hours in any week. However, the employer shall not require the minor to work
more than 48 hours during any week without the consent of the minor.

(c) The minor is not employed between 2 a.m. and 5:30 a.m.

(d) The agricultural processing employer maintains on file a written acknowledgment of the minor’s parent or guardian consenting
to the period of employment authorized under this subsection.

(4) As used in this section:
(a) “Agricultural processing” means the cleaning, sorting or

commercial seed production.

packaging of fruits or vegetables.

(b) “Farming operations involved in the production of seed” means farming activities and research involved in the production of
seed, including plant detasseling, hand-pollination, roguing, or hoeing, and any other similar farming activity required for

History: Am. 1978, Act 90, Eff. June 1, 1978 ;-- Am. 1995, Act 251, Eff. Mar. 28, 1996 ;-- Am. 1996, Act 499, Imd. Eff. Jan. 9, 1997 ;--

Am. 2000, Act 418, Imd. Eff. Jan. 8, 2001 ;-- Am. 2011, Act 197,

MCL 409.112 Meal and rest period.

minor shall not be employed for more than 5 hours continuously without an interval of at least 30 minutes for a meal and

Sec.12. A i i i

Imd. Eff. Oct. 18, 2011

rest period. An interval of less than 30 minutes shall not be considered to interrupt a continuous period of work.

Sec. 12a.

location unless an emplo

MCL 409.112a Prohibition of minors working alone in occupation involving a cash transaction after sunset or
8 p.m. at fixed location.
A minor who would otherwise be permitted under this act to be employed in an occupation subject to this act shall not be
employed in an occupation that involves a cash transaction subject to this act after sunset or 8 p.m., whichever is earlier, at a fixed
er or other employee 18 years of age or older is present at the fixed location during those hours.

History: Add. 1980, Act 436, Eff. Mar. 31, 1981.

IMPORTANT: Administrative Rule, R408.6207 REQUIRES A MINOR S
EMPLOYEE 18 YEARS OF AGE OR OLDER

UBJECT TO ACT 90 BE SUPERVISED BY THE EMPLOYER OR ANOTHER

It is the policy of the Michigan Department of Education that no person on the basis of race, color, religion, national origin or ancestry,
age, sex, height, weight, marital status, or disability shall be subjected to discrimination in any program, service, or activity for which it is
responsible, or for which it receives financial assistance from the U. S. Department of Education. For further information, contact the
Civil Rights Coordinator, Office of Career and Technical Education, P.O. Box 30712, Lansing, Ml 48909. (517) 241-2091

EMPLOYEE RIGHTS

UNDER THE H-2B PROGRAM

THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

resolutions that

jations rider
have passed throughout FY2017 and FY2018, and e e Department remains prohibited from enforcing these

Department of Labot Appropriations Act, 2016, Dlvision 1, Tile | of Public L-w 114~ "3 (2010 DOL Appropristions Act), provides that ihe Departmont
e (“Department”) may not use any enforce the definition of corre: employment found in 20 CFR 655.5 three-fourths
guarantee rule definition found in 20 CFR msza or any 1o (500 506 113). This 2 SRR s i)

pro any reference.
ot vacate thase regulatory provisions, ahd they romain Ity oTiect, this

. However, the 2016 DOL

* H-2B WORKERS and

DISCLOSURE .

PAY TRANSPARENCY

NONDISCRIMINATION PROVISION

WAGES

The contractor will not discharge or in any other manner discriminate

THANSPORTATION °

Act did
imposing a legal duty on H-28 employers, even though the Department will not use any funds to enforce them
The Immigration and Nationality Act (INA) allows for the employment of temporary, non-immigrant workers in nonagricultural
labor or services (H-2B WORKERS). Department of Homeland Security (DHS) regulations allow for the employment of H-2B
WORKERS only if the wages and working conditions of U.S. workers would not be adversely affected.

Two types of workers have rights under this program:

until such time as the rider may be lifted.

* OTHER WORKERS performing substantially the same work included in the H-2B job order or substantially the
same work as that performed by the H-2B workers, except for certain long-term existing employees and certain
employees under a collective bargaining agreement or individual employment contract.

To receive accurate, WRITTEN INFORMATION about the wages, hours, working conditions,

and benefits of the employment being offered

* To receive this information before getting a visa (in the case of H-2B workers outside the U.S.)
but no later than the first day of work (for other workers)

« To receive this information in a language understood by the worker

To be PAID at least every two weeks at the rate indicated in the job order for all hours worked
To be informed in writing of all DEDUCTIONS (not otherwise required by law) that will be made
from the worker’s paycheck

« To receive an itemized, written STATEMENT OF EARNINGS (pay stub) for each pay period

To be guaranteed employment or payment for at least THREE-FOURTHS (75%) of the hours
promised in the job order every 12-week period (or 6-week period for job orders under 120 days)

To be provided or, upon completion of 50 percent of the job order period, reimbursed for
reasonable costs incurred for transportation and subsistence (including lodging incurred on the
employer’s behalf and meals) from the worker’s home to the place of employment

H-2B workers must be provided or reimbursed for all visa, border-crossing, and visa-related fees
in the first workweek of employment

Upon completion of the job order or if dismissed early for any reason, to be provided or paid for
return transportation and subsistence

All employer-provided transportation must meet applicable safety standards

To be provided, at no cost, all TOOLS, SUPPLIES, and EQUIPMENT required to perform the

against employees or applicants because they have inquired about, AND VI

EXPENSES
discussed, or disclosed their own pay or the pay of another employee or .
applicant. However, employees who have access to the compensation '
information of other employees or applicants as a part of their essential °
. . . . ADDITIONAL *
job functions cannot disclose the pay of other employees or applicants to P

individuals who do not otherwise have access to compensation information,

.

unless the disclosure is (a) in response to a formal complaint or charge, (b)

in furtherance of an investigation, proceeding, hearing, or action, including an

investigation conducted by the employer, or (c) consistent with the

contractor’s legal duty to furnish information. 41 CFR 60-1.35(c)

.

If you believe that you have experienced discrimination contact OFCCP
1.800.397.6251 | TTY 1.877.889.5627 \ www.dol.gov/ofccp

Michigan Department of Labor and Economic Opportunity
Wage and Hour Division
PO Box 30476
Lansing, MI 48909-7976
REQUIRED POSTER
GENERAL REQUIREMENTS - PAID MEDICAL LEAVE ACT*

GRETCHEN WHITMER
GOVERNOR

SUSAN CORBIN
DIRECTOR

Coverage

The Paid Medical Leave Act, 2018 Public Act 338, as amended by 2018 Public Act 369, effective March 29, 2019, covers
employers who employ 50 or more individuals. The act covers individuals engaged in service to an employer in the business of
the employer and from whom an employer is required to withhold for federal income tax purposes. An eligible employee does
not include executive, administrative, and professional overtime exempt employees, employees covered by a private collective
bargaining agreement that is in effect, employees of the United States government, another state, or a political subdivision of
another state, individuals whose primary work location is not in this state, individuals 16-19 years of age being paid the youth
training wage in accordance with the Improved Workforce Opportunity Wage Act, temporary employees as described in the
Michigan Employment Security Act, variable hour employees as defined by 26 CFR 54.4980H-1, employees covered by the
Railway Labor Act and Railroad Unemployment Insurance Act, individuals employed by an employer for 25 weeks or fewer in a
calendar year for a job scheduled for 25 weeks or fewer, individuals who worked, on average, fewer than 25 hours per week
during the immediately preceding calendar year.(See section 2 of The Paid Medical Leave Act, 2018 Public Act 338.)

PROTECTIONS:

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 accrual of over 1 hour in a calendar week or more than 40 hours in a benefit year. A benefit year is any consecutive 12-
month period used by an employer to calculate an eligible employee’s benefits. Employees can carry over up to 40 hours of
unused accrued paid medical leave from one benefit year to the next; however, employers are not required to allow employees
to use more than 40 hours in a single benefit year. An employer may provide the total amount of paid medical leave all at once
by providing at least 40 hours at the beginning of the benefit year or on the date that the individual becomes eligible during the
benefit year on a prorated basis. If an employer adopts this practice, it does not have to permit employees to carry over unused
leave 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
90t 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 treatment of the employee or employee’s family member

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

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

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

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

* Receiving services from a victim services organization

* Relocation and obtaining legal services

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

Employee Rights

An employee may file a complaint with the Department of Labor and Economic Opportunity (LEO) within 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 leave improperly withheld will be
requested and penalties may be imposed. An employer who fails to provide paid medical leave is subject to an
administrative fine of not more than $1,000.00. An employer who willingly violates the posting requirement is subject to an
administrative fine of not more than $100.00 for each separate violation.
For precise language of the statute, see Public Act 338 of 2018, as amended

LEO is an equal opportunity 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 o 8/2021)

OBLIGATIONS:

ENFORCEMENT:

PENALTIES:

Conozca sus Derechos:
La Discriminacion en el Lugar de Trahajo es llegal

siguientes bases:

La C Para la i de Oport en el Empleo (EEOC, por sus siglas en inglés) de los EE.
UU. hace cumplir las leyes federales que lo protegen contra la discriminacién en el empleo. Si cree que ha
sido discriminado(a) en el trabajo o al solicitar un trabajo, la EEOC puede ayudarle.

&Qué Précticas Laborales Pueden ser
Discriminatorias?

¢Quién esta Protegido?

* Empleados (actuales y anteri-
ores), incluyendo gerentes y
empleados temporales

* Aplicantes de trabajo

* Miembros de sindicatos y
Solicitantes de membresia en

o Todos los aspectos del empleo, incluyendo:
un sindicato

* Despidos * Clasificacion
« Acoso (incluyendo conducta
fisica o verbal no deseada)

* Referencias

* Obtencidn o divulgacién de
La Orden Ejecutiva 11246, er d

uties
To be FREE FROM DISCRIMINATION or DISCHARGE for filing a complaint, testifying, or
exercising your rights in any way or helping others to do so

Employers and their agents MUST NOT request or receive payment from any worker for any
costs related to obtaining the H-2B certification (such as application and recruitment fees)
Employers MUST NOT have sought H-2B workers during a strike or lockout at any of the
employer’s worksites within the geographic area listed in the job order

Employers MUST NOT place H-2B workers outside the geographic area(s) or the occupation
listed in the job order

Employers MUST display this poster where employees can readily see it

Employer MUST NOT lay off or displace similarly employed U.S. workers within 120 days before
the job order through the end of the job order

Employers MUST hire any eligible U.S. worker who applies until 21 days before the start of the
job order

e Employers MUST comply with all other applicable Federal, State, and local laws (including the
prohibition against holding workers’ passports or other immigration documents)

Workers who believe their rights under the program have been violated may file confidential complaints.

(1-866-487-9243)

www.dol.gov/whd

It is illegal for employers in Michigan to discharge,
discriminate against you regarding your compensation, terms, conditions, location or
privileges of employment because you take part in a public hearing, investigation,
inquiry or court action.

The Act does not require your employer to compensate you for your participation in
a public hearing, investigation, inquiry or court action.

The Act does not protect you from disciplinary action if you make a report to a
public body that you know is false.

Preguntar, Divulgar o Discutir Salarios

For additional information:

1-866-4-USWAGE

Y: 1-877-889-5627

~
—~

WAGE AND HOUR DIVISION

U.S. Department of Labor |  Wage and Hour Division WH1505 FY2018

ATTENTION EMPLOYEES

The Michigan Whistleblowers' Protection Act (469 P .A. 1980) creates certain
protections and obligations for employees and employers under Michigan law.

It is illegal for employers in Michigan to discharge, threaten or otherwise
discriminate against you regarding your compensation, terms, conditions, location or
privileges of employment because you or a person acting on your behalf reports or is
about to report a violation or a suspected violation of federal, state or local laws, rules or
regulations to a public body.

threaten or otherwise

The Act does not diminish or impair either your rights or the rights of your employer
under any collective bargaining agreement.

If you believe that your employer has violated this Act you may bring civil action in
circuit court within 90 days of the alleged violation of the Act.

Persons found in violation of this Act may be subject to a civil fine of up to $500.00.

If your employer has violated this Act the court can order your reinstatement, the
payment of back wages, full reinstatement of fringe benefits and seniority rights, actual
damages, or any combination of these remedies. The court may also award all or a
portion of the costs of litigation, including reasonable attorney fees and witness fees to
the complainant if the court believes such an award is appropriate.

This poster is provided as a courtesy of the Michigan Occupational Safety and
Health Administration (MIOSHA). Visit our website at www.michigan.gov/miosha.

EMPLEADORES QUE TIENEN CONTRATOS O SUBCONTRATOS FEDERALE

La Oficina de Programas de Cumplimiento de Contratos Federales
(OFCCP, por sus siglas en inglés) del Departamento de Trabajo
hace cumplir los compromisos de no discriminacion y accion
afirmativa de las empresas que hacen negocios con el gobierno
federal. Si esta solicitando un trabajo con, o es un empleado de
una empresa con un contrato o subcontrato federal, usted esta
protegido(a) por la ley federal contra la discriminacié

Estatus Protegido Como Veterano

El Acta de Asistencia para el Reajuste de los Veteranos de la Era de
Vietnam de 1974, modificada, 38 U.S.C. 4212, prohibe la discrimi-
nacion laboral y requiere accion afirmativa para reclutar, emplear
y avanzar en el empleo a veteranos discapacitados, veteranos

T ite (es decir, dentro de los tres afios poste-
riores al su separacién o liberacién del servicio activo), veteranos
en servicio activo en tiempo de guerra o insignia de campaia, o
veteranos con medallas de servicio de las fuerzas armadas.

enlas

Raza, Color, Religion, Sexo, Orientacion Sexual,
Identidad de Género, Origen Nacional

La Orden Ejecutiva 11246, enmendada, prohibe la discriminacion
laboral por parte de los contratistas federales por motivos de
raza, color, religién, sexo, orientacion sexual, identidad de género
u origen nacional, y requiere accién afirmativa para garantizar la
igualdad de oportunidades en todos los aspectos del empleo.

Represalias

Se prohiben las represalias contra una persona que presente una
queja por discriminacién, participe en un procedimiento de la
OFCCP o se oponga a la discriminacién por parte de contratistas
federales en virtud de estas leyes federales.

Cualquier persona que crea que un contratista ha violado sus
obligaciones de no discriminar o accién afirmativa bajo las autori-

protege a los dades de la OFCCP debe comunicarse de inmediato con:

¢Qué Organizaciones estan Cubiertas?

* Contratacién o promocién informacién genética de los

empleados Y dec

* Solicitud o divulgacién de
informacién médica de los
empleados

* Conducta que podria desalen-
tar razonablemente a alguien
de oponerse a la discrimi-
nacion, presentar un cargo
o participar en una investi-
gacion o procedimiento.

« Instituciones educativas
(como empleadores)

* Asignaciones

* Remuneracién (salarios
desiguales o compensacion)

* Falta de proporcionar
adaptaciones razonables para
una discapacidad o para la
creencia, observancia o
préactica de una fe religiosa
sinceramente realizada

* La mayoria de los
empleadores privados

* Gobiernos estatales y locales
(como empleadores)

* Sindicatos

« Agencias de empleo Discapacidad

¢éQué Tipos de Discriminacion Laboral son
llegales?

Segtn las leyes de la EEOC, un empleador no puede discrim-
inarlo, independientemente de su estatus migratorio, por
motivos de:

* Beneficios

* Formacion profesional

* Raza * Informacién genética . R )
« Color (incluyendo solicitudes del éQué Puede Hacer si Cree que ha Ocurrido
« Religién empleador para la compra, Discriminacion?

el uso o la divulgacion de

segun el lugar donde viva o trabaje). Puede comunicarse con la
EEOC de cualquiera de las siguientes maneras:

orientacion sexual o identi-
dad de genero)
* Edad (40 afios o mas)

« Tomar represalias por presen-
tar un cargo, oponerse razon-
ablemente a la discriminacion
o participar en una demanda,
investigacién o procedimiento
por discriminacion.

Presentar una consulta a través del Portal Publico de la EEOC:

« Discapacidad https://publicportal.eeoc.gov/Portal/Login.aspx

Llame 1-800-669-4000 (nimero gratuito)
1-800-669-6820 (TTY)
1-844-234-5122 (Video Teléfono de ASL)

federales de la discril
en preguntar, divulgar o discutir su compensacion o la compen-
sacion de otros solicitantes o empleados.

Ademds de las protecciones del Titulo VII del Acta de Derechos Ci-
viles de 1964, segtin enmendada, el Titulo VI del Acta de Derechos
Civiles de 1964, segun enmendada, prohibe la discriminacién por
motivos de raza, color, u orlgen nacional en programas o activi-

basada 3 Oficina de Programas de Cumplimiento de Contratos Federales

(OFCCP),

Departamento de Trabajo de los EE. UU.,
200 Constitution Avenue, N.W.
Washington, D.C. 20210
1-800-397-6251 (llamada gratuita).

La Seccion 503 del Acta de Rehabilitacion de 1973, seglin enmenda-
da, protege a las personas calificadas con discapacidades contra la
discriminacion en la contratacién, promocién, despido, pago, ben-
eficios complementarios, capacitacién laboral, clasificacion, referen-
cias y otros aspectos del empleo por parte de contratistas federales.
La discriminacion por discapacidad incluye no hacer adaptaciones
razonables a las limitaciones fisicas o mentales conocidas de una
persona con una discapacidad que de otro modo calificaria y que

es un solicitante o empleado, a menos que haga una dificultad
excesiva para el empleador. La Seccién 503 también requiere que
los contratistas federales tomen medidas afirmativas para emplear

Si es sordo, tiene problemas de audicién o tiene una discapaci-
dad del habla, marque 7-1-1 para acceder a los servicios de
retransmision de telecomunicaciones. También se puede contac-
tar a la OFCCP enviando una pregunta en linea a la mesa de ayu-
da de la OFCCP en https://ofccphelpdesk.dol.gov/s/, o llamando
a una oficina regional o distrital de la OFCCP, que figura en la
mayoria de los directorios telefénicos bajo el Departamento de
Trabajo de los EE.UU y en la pagina web “Contactenos” de la
OFCCP en https://www.dol.gov/agencies/ofccp/contact.

« Origen nacional pruebas servicios € con la EEOC de inmediato si sospecha discrimi- y promover a personas calificadas con discapacidades en todos los
« Sexo (incluyendo embarazo genéticos o historial médico ~ nacion. No demore, porque existen limites de tiempo estrictos niveles de empleo, incluyendo a nivel ejecutivo.
y condiciones relacionadas, familiar) para presentar una denuncia por discriminacién (180 o 300 dias,

PROGRAMAS O ACTIVIDADES QUE RECIBEN ASISTENCIA FINANCIERA FE A

Raza, Color, Origen Nacional, Sexo

Personas con Discapacidades

La Seccién 504 del Acta de Rehabilitacion de 1973, enmendada,
prohibe la discriminacion laboral por motivos de discapacidad en
cualquier programa o actividad que reciba asistencia financiera
federal. Estd prohibida la discriminacién en todos los aspectos de

Visite  una Oficina de Campo de la EEOC (informacién en dades que reciben

La discr laboral  empleo contra las personas con discapacidades que, con o sin ajustes

www.eeoc.gov/field-office)

Corre Electrénico: info@eeoc.gov

Informacién adicional sobre la EEOC, incluyendo
informacién sobre cémo presentar un cargo de
discriminacion, esta disponible en www.eeoc.gov/es.

financiera federal.

estd cubierta por el Titulo VI si el objetivo principal de la asistencia
financiera es la provisién de empleo, o cuando la discriminacién
laboral cause o pueda causar discriminacion en la prestacion de
servicios bajo dichos programas. El Titulo IX de las Enmiendas de
Educacién de 1972 prohibe la discriminacion laboral por razén de
sexo en programas o actividades educativas que reciben asistencia

razonables, pueden desempefiar las funciones esenciales del trabajo.

Si cree que ha sido discriminado(a) en un programa de cualquier
institucién que recibe asistencia financiera federal, debe
comunicarse de inmediato con la agencia federal que brinda dicha
asistencia.

(Actualizado 10-20-2022)

VOICE FOR
VETERANS

REEMPLOYMENT RIGHTS HEALTH INSURANCE PROTECTION

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

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.

% you ensure that your employer receives advance written or verbal

notice of your service;

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

“r  you return to work or apply for reemployment in a timely manner

after conclusion of service; and

you have not been separated from service with a disqualifying

discharge or under other than honorable conditions.

Even if you 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 illnesses or injuries.

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

The U.S. Department of Labor, Veterans Employment and Training a nd property
Service [VETS) is authorized to investigate and resolve complaints
of USERRA violations.

RIGHT TO BE FREE FROM DISCRIMINATION AND RETALIATION
If you:

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.

¥ are a past or present member of the uniformed service;
¥r have applied for membership in the uniformed service; or
¥ are obligated to serve in the uniformed service;

%

If 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.

then an employer may not deny you

¥ initial employment;

#  reemployment;

retention in employment;

promotion; or =
¥ any benefit of employment

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

because of this status.

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

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: dol Federal law requires employers to natify employees of their rights under USERRA, and employers

may meet this requirement by displaying the text of this notice where they customariy place notices for employees

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

Ul 171 { Authorized by
(Reev. 08-21) oy MCL4211 et seq.
—
STATE OF MICHIGAN
GRETCHEN WHITMER DEPARTMENT OF LABOR AND ECONOMIC OPPORTUNITY  SUSANR. CORBIN
COVERNOR UNEMPLOYMENT INSURANCE AGENCY DRECTOR

UNEMPLOYMENT COMPENSATION NOTICE TO EMPLOYEE
THIS FORM IS NOT AWAIVER REQUEST OR APPROVAL OF A WAIVER REQUEST.

Informatlon Needed to File a Claim:
Your Social Security card,

*  Your state issued driver’s license or ID card number or your Michigan's Automated Response Voice
Interactive Network (MARVIN) PIN (if you have one).

*  The names and addresses of employers you have worked for during the past 18 months and your
qguarterly gross eamings.

*  The first and last date of employment with each employer.

*  Your most recent employer's Federal Employer ID number (FEIN) and Employer Account Mumber
(EAN). Depending on your situation, knowing the account number may speed up the processing of
‘your claim

*  If you are not a U_S. Citizen or national, you will need your Alien Registration card and the expiration
date of your work authorization.

Bi- Weekly Certification:
Unless the requirement has been waived, you must certify your eligibility every two weeks to receive benefits. The
preferred method of certifying is online. Phone cerification is also available.
+  Online: Visit www.michigan.gov/uia and sign into MiLegin to access your Michigan Web Account
Manager (MIWAM) account. Your online account is accessible seven days a week, 24 hours a day.
+ By Phone: Call MARVIN at 1-866-638-3993, Monday through Friday, 8:00 am. to 4:30 p.m.

Work Search Activities:

‘You must be able, available, and seeking work to be eligible for benefits. Document and report at least one work
search activity during your bi-weekly certification for benefits. The preferred method for reporting work search
activities is through MiWAM. You may also report work search activities by phone through MARVIN. ULA will not
release benefits until it processes the work search activities that you submit.

If you have questions, visit www.michigan.gov/uia for tools and resources. You can also access your MiWAM
account to chat with an agent during reqular business hours. Visit our website for hours of operation. TTY service
is avail at 1-866-366-0004.

To Be Completed by the Employer

‘Complete the following information in the spaces below. Each n from your
should receive a completed copy of this form or an equivalent written notice. A $10.00 penalty for non-compliance
may be imposed on the employer by UIA.
Your 10-digit UIA Employer Account Number (EAN):
‘Your 9-digit Federal Employer Identification Number (FEIN):

Employer's Mame with Doing Business As (DBA) Name and complete mailing address where wage and
information is availabl

Erplayer's Addnas iy, Eaute, Zip Code

[T ———— [ET—

Rasscn for Saparaton

Emplwers direct any quee'nons to the Office of Employer Ombudsman (OEQ) through your MiWAM account at
or call 1-855-484-2636. TTY service is available at 1 004

UlAis an equal cppartunity mployerprogram.

Learn more at www.EEOC.gov/Pregnan

SUBMIT A COMPLAINT

ONLINE: www.va.gov/oig/hotline

FAX: 202.495.5861

MAIL: VA Inspector General Hotline (53H)
810 Vermont Ave, NW
Washington, DC 20420

PHONE: 800.488.8244

REPORT WRONGDOING

} Crimes and violations of rules/regulations
} Mismanagement or a gross waste of funds
) Abuse of authority

} Risks to patients, employees,

SCAN HERE FOR
VA OIG HOTLINE

o

U.S. DEPARTMENT OF VETERANS AFFAIRS
OFFICE OF INSPECTOR GENERAL

WHAT OTHER FEDERAL EMPLOYMENT LAW\S

PREGNANT WORKERS

FAIRNESS ACT
(PWFA)

WHAT IS PWFA?

The Pregnant Workers Fairness Act (PWFA) is a federal law
that, starting June 27, 2023, requires covered employers to
provide “reasonable accommodations” to a qualified worker’s
known limitations related to pregnancy, childbirth, or related
medical conditions, unless the accommodation will cause the
employer an “undue hardship.” An undue hardship is defined
as causing significant difficulty or expense.

"Reasonable
accommodations”
are changes to the
work environment or
the way things are
usually done at wo

WHAT ARE SOME POSSIBLE ACCOMMODATIONS
FOR PREGNANT WORKERS?

e Being able to sit or drink water

e Receiving closer parking

¢ Having flexible hours

¢ Receiving appropriately sized
uniforms and safety apparel

* Receiving additional break time to
use the bathroom, eat, and rest

e Taking leave or time off to recover
from childbirth

* Being excused from strenuous
activities and/or exposure to
chemicals not safe for pregnancy

MAY APPLY TO PREGNANT WORKERS?

Ot

her laws that apply to workers affected by pregnancy, childbirth, or related

medical conditions, include:

Title VIl which prohibits employment discrimination based on sex,
pregnancy, or other protected categories (enforced by the U.S. Equal
Employment Opportunity Commission (EEOC))

The ADA which prohibits employment discrimination based on disability
(enforced by the EEOC)

The Family and Medical Leave Act which provides unpaid leave for certain
workers for pregnancy and to bond with a new child (enforced by the U.S
Department of Labor)

The PUMP Act which provides nursing mothers a time and private place to
pump at work (enforced by the U.S. Department of Labor)

Discriminatio

As Required by the
Michigan

Right To

Know Law

TO BE POSTED THROUGHOUT THE
WORKPLACE NEXT TO THE SAFETY DATA SHEETS (SDS)
LOCATION POSTERS

New or Revised

Receipt Date

New or Revised
SDS

Posting Date

Location of New or
Revised SDS

Michigan Departiment o Labor and Econoric Opportunity (LEO)
Safety and Health
Comeation Eaacation and Traming Biveron

(517) 284-7720

Dol in partwith
al OSHA fur
MIOSHAIGET #2106 (Rovised 12/19)
LEO is an oqual opportunity employeriprogram.

MIOSHA

S nEan samimsrration

For urther information vist our website at
w.michigan.gov/miosha

This Workplace
Covered

by the

Michigan

Right To Know Law

MIOSHA

Mchen Ot oty
fortye g

SDS(s) For This
Workplace Are
Located At

must m:

in areadily
manner, Safety Data Sheets (SDS) for those hazardous chemicals in
their workplace.

Location(s)

Employees cannot be discharged or discriminated against for
exercising their rights including the request for information on
hazardous chemicals.

Location(s)

Employees must be notified and given direction (by employer
posting) for locating Safety Data Sheets and the receipt of new or
revised SDS(s).

When the has not pi sps, Person(s) responsible for SDS(s)

request AssiStance in abtaining SDS from the:

may

Michigan Department of Labor and Economic Opportunity (LEO)
Michigan O Safety and Health

General Industry Safety and Health Division (517) 284-7750

Construction Safety and Health Division and Asbestos Licensing (517) 284-7680
www.michigan.gov/miosha

Phone

MIOSHA/CET #2105 (Rev. 12/19)
LEOIs an equal opportunity employer/program.

OVERTIME PAY
CHILD LABOR

TIP CREDIT

PUMP AT WORK

ENFORCEMENT

and/or

Y 24,2009

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.

The FLSA requires employers to provide reasonable break time for a nursing employee to express
breast milk for their nursing child for one year after the child’s birth each time the employee needs
to express breast milk. Employers must 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.

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

EMPLOYEE RIGHTS

UNDER THE FAIR LABOR STANDARDS ACT
FEDERAL MINIMUM WAGE

$7.25 ...

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

At least 1% times the regular rate of pay for all hours worked over 40 in a workweek

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.

ADDITIONAL .
INFORMATION

criminal
each willful or repeated violation of me 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.

may be

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

pay

WAGE AND HOUR DIVISION

UNITED STATES DEPARTMENT OF LABOR

www.dol.gov/agencies/whd

civil money penalties for

Certain occupations and establishments are exempt from the minimum wage, and/or overtime
pay provisions. Certain narrow exemptions also apply to the pump at work requirements.
Special provisions apply to workers in American Samoa, the Commonwealth of the Northern
Mariana Islands, and the Commonwealth of Puerto Rico.

« 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

1s and correctly

are not.

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.

1-866-487-9243
hoH
[] e

WH1088 REV 04723

EMPLOYEE RIGHTS

ON GOVERNMENT CONTRACTS

THIS ESTABLISHMENT IS PERFORMING GOVERNMENT CONTRACT WORK SUBJECT TO:

(CHECK ONE)

H SERVICE CONTRACT ACT (SCA)
H PUBLIC CONTRACTS ACT (PCA)

MINIMUM WAGES

FRINGE BENEFITS

OVERTIME PAY

CHILD LABOR
contract.

SAFETY & HEALTH

ENFORCEMENT

WAGE AND HOUR DI

Work must be performed under conditions that are sanitary, and not
hazardous or dangerous to employees’ health and safety.

ON

UNITED STATES DEPARTMENT OF LABOR

U.S. Department of Labor

All workers h

employer.

1-800-321-OSHA (6742) - TTY 1-877-889-5627 « www.osha.gov

ISHA

Occupational Safety

and Health Administration

ave the right to:

= A safe workplace.

This poster is available free from OSHA.

Contact 0SHA. We can help.

Your rate must be no less than the federal minimum wage
established by the Fair Labor Standards Act (FLSA).

A higher rate may be required for SCA contracts if a wage

determination applies. Such wage determination will be posted as
an attachment to this notice.

SCA wage determinations may require fringe benefit payments (or a
cash equivalent). PCA contracts do not require fringe benefits.

You must be paid 1.5 times your basic rate of pay for all hours
worked over 40 in a week. There are some exceptions.

No person under 16 years of age may be employed on a PCA

Specific DOL agencies are responsible for the administration of
these laws. To file a complaint or obtain information, contact the
Wage and Hour Division (WHD) by calling its toll-free help line at
1-866-4-USWAGE (1-866-487-9243), or visit www.dol.gov/whd

Contact the Occupational Safety and Health Administration
(OSHA) by calling 1-800-321-OSHA (1-800-321-6742), or visit
www.osha.gov

1-866-487-9243 [El;

Y: 1-877-889-5627
www.dol.gov/whd

whista. nev ous
ge 1012

EMPLOYEE RIGHTS

FOR WORKERS WITH DISABILITIES
PAID AT SUBMINIMUM WAGES

This has a certificate he payment of ‘wages to workers who are disabled for the work they are performing.
Authority to pay subminimum wages to workars with alsabiites generally applies to work covered by the Fair Labor Standards Act (FLSA),
McNamara-O’Hara Service Contract Act (SCA), and/or Walsh-Healey Public Contracts Act (PCA). Such subminimum wages are referred to as

“commensurate wage rates” and are less than the basic hourly rates stated in an SCA wage determination and/or less than the FLSA minimum wage
of $7.25 per hour. A “commensurate wage rate” is based on the worker's individual productivity, no matter how limited, in proportion to the wage and
productivity of experienced workers who do not have disabilities that impact their productivity when performing essentially the same type, quality, and
qQuantity of work in the geographic area from which the labor force of the community is drawn.

Employers shall make this poster available and display it where employees and the parents and guardians of workers with disabilities can readily see it.

WORKERS WITH
DISABILITIES

‘Subminimum wages under section 14(c) are not applicable unless a worker's disability actually impairs the
worker's earning or productive capacity for the work being performed. The fact that a worker may have a
disability is not in and of itself sufficient to warrant the payment of a subminimum wage.

For purposes of payment of commensurate wage rates under a certificate, a worker with a disabilty is defined
as: An individual whose earnings or productive capacity is impaired by a physical or mental disability, including
those related to age or injury, for the work to be performed.

Disabilities which may affect productive capacity include an intellectual or developmental disability, psychiatric
dlsabilty.  hesring or visuel imeairment. snd certain other impalments ‘The following do not ordinarily affect

educational disabilties; chronic
Cnemployment; eceipt of welfare ety monamioncance sk aonoar juvenile delinquency; and correctional
parole or probation.

Each worker with a disability and, where appropriate, the parent or guardian of such worker, shall be informed
orally and in writing by the employer of the terms of the certificate under which such worker is employed.

WORKER NOTIFICATION

«  Nondisabled worker standard—The objective gauge (usually a time study of the production of workers.
KEY ELEMENTS OF do not have disabilties that impair their productivity for the job) against which the productivity of a
COMMENSURATE worker with a disability is measured.

Prevailing wage rate—The wage paid to experienced workers who do not have disabilities that impair their
productivity for the same or similar work and who are performing such work in the area. Most SCA contracts.
include a wage determination specifying the prevailing wage rates to be paid for SCA-covered work.

WAGE RATES

+  Evaluation of the of the D t
Production of the warker with & disabilty (m terms of uantity and aUaIty)

of the.

he wages of all workers paid commensurate wages must be reviewed, and adjusted if appropriate, at periodic
intervals. At a minimum, the productivity of hourly-paid workers must be reevaluated at least every six months

d a new prevailing wage survey must be conducted at least once every twelve months. In addition, prevailing

wages must be reviewed, and adjusted as appropriate, whenever there is a change in the job or a change in the,
prevailing wage rate, such as when the applicable state or federal minimum wage is increased.

The Workforce Innovation and Opportunity Act of 2014 (WIOA) amended the Rehabilitation Act by addin
section 511, which places limitations on the payment of subminimum wages to individuals with disabilities by
mandating the completion of certain requirements prior to and during the payment of a subminimum wage.

WIOA

Executive Order 13658, Establishing a Minimum Wage for Contractors, established a minimum wage that
generally must be paid to workers performing on or in connection with a covered contract with the Federal

EXECUTIVE ORDER
13658 Government. Workers covered by this Executive Order and due the full Executive Order minimum wage include

workers with disabilfties whose wages are calculated pursuant to certificates issued under section 14(c) of the

Neither the FLSA nor the PGA has provisons requlring vacation holldey. or sick pey nor other inge bensfts
such as health ension plans. SCA require such fringe benefit payments.
{or 8 cash equivalent). Workers paid under a certiicate aUthoNZing Sommensurate wage rates must receive the
full fringe benefits listed on the SCA wage determination.

FRINGE BENEFITS

Generally, if a worker is performing work subject to the FLSA, SCA, and/or PCA, that worker must be paid at
least 1 1/2 times their regular rate of pay for all hours worked over 40 in a workweek

OVERTIME

Minors younger than 18 years of age must be employed in accordance with the child labor provisions of the
FLSA. No persons under 16 years of age may be employed in manufacturing or on a PCA contract,

CHILD LABOR

Workers with disabilities paid at subminimum wages may petition the Administrator of the Wage and Hour
Division of the Department of Labor for a review of their wage rates by an Administrative Law Judge. No.
particular form of petition is required, except that it must be signed by the worker with a disability or his or her
parent or guardian and should contain the name and address of the employer. Petitions should be mailed to:
Administrator, Wage and Hour Division, U.S. Department of Labor, Room S-3502, 200 Constitution Avenue NW,
Washington. D.C. 20210.

PETITION PROCESS

1-866-487-9243 [E1f
TTY: 1-877-889-5627
www.dol.gov/whd

'WAGE AND HOUR DIVISION
UNITED STATES DEPARTMENT OF LABOR
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WORKER RIGHTS
UNDER EXECUTIVE ORDER 13658

FEDERAL MINIMUM WAGE FOR CONTRACTORS

$12.90

EFFECTIVE JANUARY 1, 2024 — DECEMBER 31, 2024

The law requires certain federal contractors to display this poster where employees can easily see it.

MINIMUM WAGE

Federal construction and service contracts are generally subject to a
minimum wage rate under either Executive Order (EO) 13658 or EO 14026.

* $12.90 PER HOUR: If the contract was entered into on or between
January 1, 2015, and January 29, 2022, and the contract was not
renewed or extended on or after January 30, 2022, EO 13658 generally
requires that workers be paid at least $12.90 per hour for all time spent
performing on or in connection with the contract in calendar year 2024.

* $17.20 PER HOUR: If the contract is renewed or extended on or after
January 30, 2022, or a new contract is entered into on or after January 30,
2022, EO 14026 generally requires that workers be paid at least $17.20 per
hour for all time spent performing on or in connection with the contract in
calendar year 2024.

EXCLUSIONS * The EO 13658 minimum wage may not apply to some workers who provide
support in connection with covered federal contracts for less than 20
percent of their hours worked in a week.

* The EO 13658 minimum wage may not apply to certain other occupations

and workers.

ENFORCEMENT * The U.S. Department of Labor’s Wage and Hour Division (WHD) is
responsible for enforcing this law. WHD can answer questions about your
workplace rights and protections, investigate employers, and recover
back wages. All WHD services are free and confidential. Employers
cannot retaliate or discriminate against someone who files a complaint
or participates in an investigation. WHD will accept a complaint in any
language. You can find your nearest WHD office online at dol.gov/agencies/
whd/contact/local-offices or by calling toll-free 866-4US-WAGE (866-487-
9243). We do not ask workers about their immigration status. We can help.

ADDITIONAL * Workers with disabilities whose wages are governed by special certificates
INFORMATION issued under section 14(c) of the Fair Labor Standards Act must receive no
less than the EO 13658 minimum wage for time spent performing on or in
connection with covered contracts.
* Some state or local laws may provide greater worker protections and
employers must follow the law that requires the highest rate of pay.
More information about the EO 13658 minimum wage is available online at
dol.gov/whd/flsa/eo13658

WAGE AND HOUR DIVISION
UNITED STATES DEPARTMENT OF LABOR
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Job Safety and Health

IT'S

* Raise a safety or health concern with
your employer 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 workplace.

= Request a confidential OSHA inspection
of your workplace if you believe there are
unsafe or unhealthy conditions. You have
the right to have a representative contact
OSHA on your behalf.

= Participate (or have your representative
participate) in an OSHA inspection 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
retaliated against for using your rights.

= See any OSHA citations issued to your

= Request copies of your medical records, tests
that measure hazards in the workplace, and
the workplace injury and illness log.

THE LAW!

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 iliness.

Comply with all applicable OSHA standards.

= Notify OSHA within 8 hours of a workplace
fatality or within 24 hours of any work-related
inpatient hospitalization, amputation, or loss
of an eye.

= Provide required training to all workers in 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.

On-Site Consultation services are available to
small and medium-sized employers, without
citation or penalty, through OSHA-supported
consultation programs in every state.
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