This poster is a summary of Washingten Stats workplace rights. For
cnmplm information on these workplace rights and others:
Go online to www.WorkplaceRights.Lni.wa.gov
Calt or visit tho Department of Labor & Industries (L&) office nearest you
For L& locations, go to www:.Offices.Lniwa.gev
Call us toll-free 1-866-218-7321
E-mail to: ESgensral @Lni.wa.gov

Wage and Hour Laws

Workers must be peid the Washington minimum wage

Workers in all industries who are 16 years of age or older must be paid at least
the minimum wage for ell hours worked. Workers who are 14 or 15 may be paid
85% of the minimum wage.

To find out the current minimum wage, contact L& {see abova).
Tips cannot be counted as part of the minimum waga.

Overtime pay is due when working mora than 40 hours
You must be paid one and one-half times your regular rete of pey for ail hours

worked over 40 in & fixed seven-day workweek that is designated hy your employer.

Agricultural workers ere generally exempt from overtime.

There are a few exceptions to mizimum wage and overtime laws
Afew occupations are not covered by minimum wage or overtime requirements
under limited eircumstances. See www.WorkplaceRights.Lni.wa.gov and click on
“Minimum Wage" or “Overtime & Examptions.”

Unless you are exempt, you cannot waive the right to minimum wege or overtime pay.

Workers need meal and rest breaks

Most workers are entitied to a 30-minute meal pariod if working more than five
hours in & day. If you must remain on duty or work during your meal period, you
must be paid for the 30 minutes.

Mast workers are entitled to & 10-minute paid rest break no later then the end of
the third heur. Your employer may schedule the braek or allow “mini™ breaks, such
&8s two five-minute rest breaks, Agricultural workers must have a 10-minuts paid
rest braak within each four-hour period of work.

If you ere under 18, check out the Tesn Comer to sea break requirements.

Your employer must schedule a regular payday

You must be paid at lesst once & month on a regularly scheduled peyday.
Your employer must give you a pay statment showing the number of hours
worked, rate of pay, number of piece work units {if pisce workl, gross pay, the
pay period and all deductions taken.

You must agree to deductions from pay

Your empleyer may deduct from your weges when required by state or foderal
law and for certain other deductions under an agreement hetween you and your
employar. For complete information, go to www.WorkplaceRights.Lnl.we.gov
and click on “Pey Requirements.”

Human trafficking is against the law

For victim assistance, call the Netional Human Trafficking Resource Center at
1-888-3737-888, or the Washington State Dffice of Crime Victims Advocacy at
1-800-822-1067.
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Family Care and Family Leave Laws
To learn more, go to www.WarkplaceRights.Lni.wa.gov and click on
“Leave & Benefits”

The Washington Famify Care Act pilows use of paid leave to

care for sick family

If you work for an empleysr with & paid-leave policy (sick, vacation, cartein

employer-provided short-term disability ptans, or other paid time aff), you are

allowed to use your choice of paid leave to care for sick femily. Family includes:

® Children under age 18 with & health condition that requires supervision or
treatment.

B Spouse, repistered domestic partner, parent, parent-in-iaw or grandparent with
8 serious or emergency health condition,

8 Adult son or daughtsr incapable of self-care due to a disability.

The federal Family and Medical Leave Act {FMLA} provides Isave
The federal FMLA requires covered employers to provide up to 12 weeks of
unpaid job-protacted lesve every 12 months to “sligible™ employees for
certain family and medical reasons, Employees are eligible if they:
B Worked for their employer for at least 1,250 hours over tha previous
12 months; and
8 The company has at least 50 employees within 75 milas,
For more information, contact the U.S. Department of Labor at 1-886-4687-9243 or
visit www.del.goviesn/whd/Smie/,

The Washington Family Leave Act covers prognancy disability
Women who qualify for leave under the federal FMLA {above) may alse be

entitled o additional leave for sickness or disability due to pregnancy. Repisterad
domestic partners who meet the requirements for FMLA {sbovel are eligible for up
1o 12 weeks of stats family leave for certain femily medical reesons.

Pregnancy-related disability is protected fram discrimination

A woman with a pregnancy-related disability is entited 1o time off and job
protection if she works for an employer with eight or more employees, Her
heelth-cere provider determines the emount of time off needed. For more
information, contact the Washington State Human Rights Commission at
www.hum.wa.gov or call 1-800-233-3247.

Victims of domestic viclence, sexual assault or stalking may take leave
Vietims and their family members are allowsd to taka reasoneble leave from
work for lagal or law-anforcement assistance, medical treatment or counseling.

Military spouses may take leave for depleyment

Spouses or registered domestic partners of military personnel who receive

notice to deploy or who are on leave from deployment during times of military
conflict mey take a tatel of 15 deys unpaid leave per deployment.

Your employer may not fire you or retaliate against you for using your leave fm"k"
these reasons or for filing 2 complaint alleging a violstion of these leave laws.

Contact L&d if you have a complaint

If you beliave your rights have basn denind, you may file » Worker Rights
Compinint. Contact say L&| office to gat a form or print it st
www.WorkplaceRights.Lnl,wa.gov.

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

Employers must get a minor wark permitin order to employ teens, including
family members.

Teens don't need a work permit; however, parents must sign the parent/
scheol parmission form provided by the emplayer. If you work during the
school year, a school official must sign too.

Many jobs are not allowed for anyone under 18 because they ere not safe.
Work hours are limited for teens; more restrictions apply during

school weeks,

If you are injured an the job, ask your health-care provider to help you file &
claim for medical benefits.

Other L& workplace posters, Job Safety and Health Law {requh ed),
Notice to Employees {required), and Washington Minimum Wage (recommended).

Meal and rest braeks for teens

B [n agriculture, tesns of any age get a meal period of 30 minutes F working
mora than five hours, and a 10-minute paid hreak for each four hours
werked,

® |n sll other industries, teens who are 16 or 17 must have s 30-minute meal
pariod if working mare than five hours, and a 10-minute paid break for each
four hours worked. They must heve the rest break at least every three hours.

Teens who are 14 or 15 must have a 30-minute meel period no later than the
end of the fourth hour, and & 16-minute paid break for every two hours worked.

You can leam more alrout teen safety, work hours and prehitbited jobs:
Online www.TeanWorkers.Laj.wa.gov.
Call or visit any L& offie or call toll free: 1-866-219-7321.
E-maif a quastion to TeenSafety@Lni.wa.gov.

Other formats for persons with disabilities are available on request. Call 1-800-547-8367.
TDD users, call 360-902-5797. L1 is an equel opportunity employer.

PUBLICATION F700-074-909 [05-2010)



Washington State Department of

it's the law!
Employers must post this notice where employess
can read It .

The Washington Industrial Safety and Health Act
{WISHA) protects the safety and health of employeas
on the job in Washington State (Chapter 49.17 RCW),
Employers and smployoes: You should read this
entire noties to understand your rights and
rezponsibilities.

The Washington State Department of Labor &
Industries {L&I), Division of Occupational Safsty and
Health {DOSH), administers WISHA and:

® Inspacts workplaces to identify hazerds and
improve safety.

W |nvestigatas complaints of unsafa workplaces.

B Provides free on-site consultations to help
employers identify and fix hazards.

® QOffars aducation and training to promote safer
workplaces,

Contact us

This postar describes impartant parts of the law.

Please contact us if you have guestians abaut your

rights or responsibilities.

Call: 1-800-423-7233

Weh site: www.Lni.wa.goviSafety

Mail: Division of Occupational Safaty and Health
Department of Labor & Industries

P 0 Box 44600
Olympia, WA S8504-4500

 Dther workplace posters from L&/

M Your Rights as a Worker {raquired)
B Notica to Employees [required)
B Washington Minimum Wage (recommendad)

Job Safety and Health Law

Employers — You have a legal obligation to
protect employees on the job

Employsrs must provide workplaces free from recognized hazards that could cause
employees serious harm or death.

Actions you must take

M Comply with all workplace safety and health rules that apply to your businass.

M Post this notice to inform your amployess of their rights and responsibilities.

B Provida personal protective equipment and advise employees if they have been
or will be exposed to hazards.

8 Allow an employee reprasentative to participate in an L&l safety/health
inspection, without loss of wages or benefits. The L&l inspector may talk with a
number of employees.

Firing or diseriminating against any employes for filing a complaint or participating
in an inspection, investigation, or opening or closing conferenca is illegal.

Citations and penalties

L& will issue a citation if the inspector identifies violations of workplace safety and
health rules. The citation will include a date for correcting them.

You must prominently display the citation at or near the place of the violation for g
minimum of three days. You cannot remove it until you corract the violation.

L&l can fine you for failing to n.a_su_< with workplace safety and health requirements:

B Up to $7,000 for each serious or general violation.

um Up to $70,000 for willful o rapeat violations.

M Up to $7,080 per day for each violation not corrected by the due date.
The law also provides for criminak penalties under certain conditions.

Appeals
You may appeal any citation, penaity or hazard correction date.

You must allow an smployee representative to attend all meetings between you and
L&l if you appeal a citation,

The U.S. Dapanment of Labor monitots the workplece safety and health program in Washlngton State and other
states that operate under state statuta and ragulations. |f you have a complaint about the administration of |
Washington State’s program, write to: Occupational Safety and Health Administration Region 10,

1111-3rd Ave., Suita 715, Seattle, WA 88101-3112,

Employees — You have a right to a safe and
healthy workplace

Your amployer must pratect you fram hazards you encounter on the job, tell you about
them and provide training.

You have the right to:

| Notify your employer or L&l about workplace hazards. You may ask L&t to keep
your nama confidential.

B Request an L& inspection of the place you work if you believe unsafe or
unhealthy conditions exist. You or your employee representative may participate
in an inspection.

M Get copies of your medical records, including recerds of exposures to toxic and
harmful substances or conditions.

W File a complaint with L& within 30 days if you believe your employer fired you, or
retaliated or discriminated against you because you filed a safety complaint,
participated in an inspection or other safety-related activity, or exercised any of
your rights under WISHA.

B Appeal a violation correction date if you believe the time aliowed on the citation
is not reasonable.

Tha law requires you ta follow workplace safety and health rules that apply to your
own actions and conduct on the job.

£ Fatality or hospitalization

Employers: if a work-related death or probable death occurs, you must notify L& within
aight hours. O, if an incident at work causes one or more of your workers to be hospital-
ized ovarnight, you must notify L& within eight hours of tha time the event is reported to
you or an agent in your employ.

B Employar contact parson and phone number.
B Name, address and location of the workplace.
W Date and time of the incident.

B Number of fatalities or hospitalized amployees.
B Names of the emplovess.

B Brief description of what happened.

Hu Where to report
B Any local L&l office or
W 1-800-423-7233

Other formass for persons with disabilifies are available on request. Call 1-800-547-8367.
TDD users, call 360-902-5797, L& is an equal opportunity employer.

PUBLICATION FA16-081-80% [07-2010]
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ce to Employees

Employer: This is your official industrial insurance poster.
You are required by law to post it. -

if a job injury occurs...

Your employer is insured through the Department of Labor
& Industries’ workers’ compensation program. If you are
injured on the job or develop an occupational disease, you
are entitled to workers’ compensation benefits.

Benefits include:

Medical care. Medical expenses resulting from your
workplace injury or disease will be paid by the workers’
compensation program.

Disability income. If your work-related medical condition
prevents you from working, you may be eligible for benefits
to partially replace your wages.

Vocational assistance. Under certain conditions, you may be
eligible for help in returning to work.

Partial disability benefits. You may be eligible for a
monetary award to compensate for the loss of body functions.

Pensions. Injuries that permanently keep you from returning
to work may qualify you for a disability pension.

Death benefits for survivors. If a worker dies, the surviving
spouse and/or dependents may receive a pension.

Important

Every worker is entitled to workers’
compensation benefits. You cannot be
penalized or discriminated against for
filing a claim. For more information,
call toli-free 1-800-547-8367.

Other L& workplace posters:

Job Safety and Health Law (required)
Your Rights as a Worker (required)
Washington Minimum Wage (recommended}

On the Web: www.Lni.wa.gov

Other formats for persons with disabilities are available on request.
Call 1-800-547-8367. TDD users, call 360-902-5797. L& is an equal

opportunity emplayer.

PUBLICATION F242-191-809 {12-2008]

What you should da...

Report your injury. If you are injured, no matter how minor
the injury seems, contact the person listed on this poster.

Get medical care. You may choose any health-care provider
who is qualified to treat your injury. Qualified health-care
providers include; medical, osteopathic, chiropractic,
naturopathic and podiatric physicians; dentists; optometrists;
ophthalmologists; physician assistants; and advanced
registered nurse practitioners.

Tell your health-care provider that your injury or condition
is work related. Your health-care provider will complete a
Report of Industrial Injury or Occupational Disease form and
send itin. This is the first step in filing your workers’
compensation {industrial insurance) claim.

File your claim within set time frames. For an on-the-job
injury, you must fite a claim and the Department of Labor &
Industries (L&) must receive it within one year after the day
the injury occurred. For an occupational disease, you must file
a claim and L&l must receive it within two years following the
date you are advised by a health-care provider in writing that
your condition is work related,

‘Report your-injury to :

Your Superuiser.
(Your employer fills in this space.}

Helpful phone numbers

911
Ambulance
911
Fire
Q11
Police




EMPLOYEE RIGHTS

PAID SICK LEAVE AND EXPANDED FAMILY AND MEDI
UNDER THE FAMILIES FIRST CORONAVIRUS RESFPON

The Families First Coronavirus Response Act (FFCRA or Act) requires certain employers to provide their
employees with paid sick leave and expanded family and medical leave for specified reasons related to COVID-19.
These provisions will apply from April 1, 2020 through December 31, 2020,

» PAID LEAVE ENTITLEMENTS
Generally, employers covered under the Act must provide employees:

Up o two weeks (80 hours, or a part-time employee’s two-week equivalent) of paid sick leave based on the higher of
their regular rate of pay, or the applicable state or Federal minimum wage, paid at:

= 100% for qualifying reasons #1-3 below, up to $511 daily and $5,110 total;

= % for qualifying reasons #4 and 6 below, up to $200 daily and $2,000 total; and

* Up to 10 weeks more of paid sick leave and expanded family and medical leave paid at %: for qualifying
reason #5 below for up to $200 daily and $12,000 total.

A pari-time employee is eligible for leave for the number of hours that the employee is normally scheduled to work
over that period.

» ELIGIBLE EMPLOYEES

In general, employees of private sector employers with fewer than 500 employees, and certain public sector
employers, are eligible for up to two weeks of fully or partially paid sick leave for COVID-18 related reasons (see below).
Employees who have been employed for at least 30 days prior to their leave request may be eligible for up to an
additional 10 weeks of partially paid expanded family and medical leave for reason #5 below.

* QUALIFYING REASONS FOR LEAVE RELATED TO COVID-19

An employee is entitled to take leave related to COVID-19 if the employee is unable to work, including unable to
telework, because the employee:

1. is subject to a Federal, State, or local quarantine or 5. is caring for his or her child whose school or
isolation order related to COVID-1%; place of care is closed (or child care provider is

2. has been advised by a health care provider to unavailable) due to COVID-19 related reasons; or
selfguarantine related to COVID-18; 6. is experiencing any other substantially-similar

condition specified by the U.S. Department of

3. is experiencing COVID-19 symptoms and is seeking Health and Human Services

a medical diagnosis;

4. is caring for an individual subject to an order described
in {1) or self-quarantine as described in (2);

» ENFORCEMENT
The 1.S. Department of Labor's Wage and Hour Division (WHD) has the authority to investigate and enforce compliance
with the FFCRA. Employers may not discharge, discipline, or otherwise discriminate against any employee who
lawfully takes paid sick leave or expanded family and medical leave under the FFCRA, files a complaint, or institutes a
proceeding under or related to this Act. Employers in violation of the provisions of the FFCRA will be subject to penalties
and enforcement by WHD.
For additional information [
or ta file a complaint: I-.,!-l-ﬂ:‘""lm_.l

WAGE AND HOUR DIVISION e Py
1-866-487-9243 A M
UNITED STATES DEPARTMENT OF LABOR TTY: 1-877-889-5627 [ " 4 ..
dol.gov/agencies/whd —

WH1422 REV 0320




EMPLOYEE RIGHTS

EMPLOYEE POLYGRAPH
PROTECTION ACT

THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

The Employee Polygraph Protection Act prohibits most private
employers from using lie detectortests eitherforpre-employment
screening or during the course of employment.

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

EXEMPTIONS 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 reascnably suspected of involvement in a workplace incldent {theft,
embezzlement, stc.) 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 ests.

EXAMINEE Where polygraph tests are permitted, they are subject to numerous strict standards

RIGHTS concerning the conduct and length of the test. Examiness 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 unauthcrized
persons.

ENFORCEMENT The Secretary of Labor may bring court actions to restrain violations and assess civil
penalties up to $10,000 against violators. Employses or job applicants may also bring

their own court actions. »

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

For additional information:

1-866-4-USWAGE SNHD

(1-866-487-9243)  TTY: 1-877-889-5627 ===t

£33  WWW.WAGEHOUR.DOL.GOV

Scan your QR phona reader to
faarm more aboul the Emplojes U.S. Department of Labor | Wage and Hour Divislon

WHD 1452



EMPLOYEE RIGHTS

UNDER THE FAIR LABOR STANDARDS ACT

THE UNITED STATES DEPARTMENT OF LABOR WAGE AND HOUR DIVISION

FEDERAL MINIMUM WAGE

$ 25~

BEGINNING JULY 24, 2009

OVERTIME PAY

CHILD LABOR

TIP CREDIT

ENFORCEMENT

ADDITIONAL
INFORMATION

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

An employee must be at least 18 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-manufaciur-
ing, non-mining, non-hazardous jobs under the following conditions:

No more than
s 3 hours on a school day or 18 hours in a school week;
* 8 hours on a hon-school day or 40 hours in a non-school week.

Also, work may not begin before 7 @.m. or end after 7 p.Mm., except from June 1
through Labor Day, when evening hours are extended to 9 p.im. Different rules
apply in agricultural employment.

Employers of “tipped employees” must pay a cash wage of at least $2.13 per hour if
they claim a tip credit against their minimum wage obligation, f an employes'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. Certain other
conditions must also be met.

The Department of Labor may recover back wages either administratively or through
court action, for the empioyees that have been underpald in violation of the law.
Violations may result in civil or criminal actlion,

Employers may be assessed civil money penalties of up to $1,100 for each wiliful or
repeated violation of the minimum wage or overtime pay provisions of the law and up
to 511,000 for each employee who is the subject of a viclation of the Act's child labor
provisions. In addition, a civil money penalty of up to $50,000 may be assessed for sach
child labor violation that causes the death or serious injury of any minor employee, and
such assessments may be doubled, up to $100,000, when the violations are determined
to be willful or repeated. The law also prohibits discriminating against or discharging
workers who file a complaint or participate in any proceeding under the Act.

¢ Certain occupations and establishments are exempt from the minimum wage and/or
overtime pay provisions.

» Special provisions apply to workers in American Samoa and the Commonwealth of the
Northern Mariana Islands.

* Some state laws provide greater employee pmtectlons, employsrs must comply with both.

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

+ Employees under 20 years of age may be paid $4.25 per hour during their first 90
consecutive calendar days of employment with an employer.

* 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.

For additional information:

1-866-4-USWAGE yin

(1-866-487-9243) TTY: 1-877-889-5627 s Wape mdtloxe Division

WWW.WAGEHOUR.DOL.GOV

U.S. Pepartment of Labor | Wage and Hour Division
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You Have a Right to a Safe
and Healthful Workplace.
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O You have the right to notify your employer or OSHA about workplace
hazards. You may ask OSHA to keep your name confidential,

t You have the right to request an OSHA inspection if you believe

that there are unsafe and unhealthful conditions in your workplace.
You or your representative may participate in the inspection.

4 You can file a complaint with OSHA within 30 days of discrimination
by your employer for making safety and health complaints or for
exercising your rights under the OSHAct.

8 You have a right to see OSHA citations issued to your employer.
Your employer must post the citations at or near the place of the
alleged violation.

0 Your employer must comect workplace hazards by the date indicated
on the citation and must certify that these hazards have been
reduced or eliminated.

0 You have the right to copies of your medical records or records of
your exposure to toxic and hammiul substances or conditions.

3 Your employer must post this notice in your workplace.

The Occupational Safety and Heaith Act of 1970 (OSH Act), PL. 91-598, assures safe and healthful working conditions for working men and
women throughout the Nation. The Qccupational Safety and Health Administration, in the U.S. Department of Labor, has the primary
responsibility for administering the OSHAct.The rights listed here may vary depending on the particolar circumstances. To file a complaint,
report an emergency, or seek OSHA advice, assistance, or products, visit our website at www.osha.gov or call 1-800-321-0SHA or your
nearest OSHA office:

Atlanta (404) 5622300 Boston {617) 5659880 Chicago (372) 353-2720 Dallas (214) 767-4731
Banver {303) 844-1560 Kansas City (816) 425-5861 New York {212) 337-2378 Phitadelphia (215) 8614900
San Francisen (415) 975-4310 Seattle (208) 553-5530 Teletypewriter (TTY) 1-877-889-5627

If you work in a state operating under an OSHA-approved plan, your employer must post the required state equivalent of this poster.

1-800-321-OSHA

Occupational Safety
and Health Administration
www.osha.gov  * U.S. Deparment of Labor OSHA 3165-08R



“EEQ is the Law” Poster Supplement

Private Employers, State and Local Governments, Educational Institutions,
Employment Agencies and Labor Organizations revisions

The Disability section is revised as follows:

DISABILITY

Title I and Title V of the Americans with Disabilities Act of 1990, as ammended, protect qualified individuals from
discrimination on the basis of disability in hiring, promotion, discharge, pay, fringe benefits, job training, classification,
referral, and other aspects of employment. 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.

The following section is added:

GENETICS

Title 1T of the Genetic Information Nondiscrimination Act of 2008 protects applicants and employees from discrimination
based on genetic information in hiring, promotion, discharge, pay, fringe benefits, job training, classification, referral, and
cther aspects of employment. GINA also restricts employers’ acquisition of genetic information and strictly limits disclosure
of genetic information. Genetic information includes information about genetic tests of applicants, employees, or their family
members; the manifestation of diseases or disorders in family members {family medical history); and requests for or receipt
of genetic services by applicants, employees, or their family members.

The EEOC contact information is vevised as follows:

The U.S. Equal Employment Opportunity Commission (EEOC), 1-800-669-4000 (toll-free) or 1-800-669-6820 (toll-free TTY
number for individuals with hearing impairments). EEOC field office information is available at www.eeoc.gov or in most
telephone directories in the U.S. Government or Federal Government section, Additional information about EEQOC, including
information about charge filing, is available at www.eeoc.gov.

Employers Holding Federal Contracts or Subcontracts section revisions
The Individuals with Disabilities section is revised as follows:

INDIVIDUALS WITH DISABILITIES

Section 503 of the Rehabilitation Act of 1973, as amended, protects qualified individuals from discrimination on the basis
of disability in hiring, promotion, discharge, pay, fringe benefits, job training, classification, referral, and other aspects of
employment. 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.
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.

The Vietnam Era, Special Disabled Veterans section is revised as follows:

DISABLED, RECENTLY SEPARATED, OTHER PROTECTED, AND ARMED FORCES SERVICE MEDAL VETERANS

The Vietnam Era Veterans’ Readjustment Assistance Act of 1974, as amended, 38 U.5.C. 4212, prohibits job discrimination and
requires affirmative action to employ and advance in employment disabled veterans, recently separated veterans (within three
years of discharge or release from active duty), other protected veterans (veterans who served during a war or in a campaign
or expedition for which a campaign badge has been authorized), and Armed Forces service medal veterans (veterans who,
while on active duty, participated in a U.S. military operation for which an Armed Ferces service medal was awarded).

The following section s added:

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

The OFCCP contact information is revised as follows:

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} or (202) 693-1337 (TTY). OFCCP may also be contacted by e-mail at
OFCCP-Public@dol.gov, or by calling an OFCCP regional or district office, listed in most telephone directories under U.S.

Government, Department of Labor.

Mandatory Supplement to EEOC 9/02 and OFCCP 8/08 “EEQ is the Law” Posters
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~ Job Safe

and Health Protection

The Washington Industrial Safety and Health Act (WISHA) — Chapter 49.17 Revised Code of Washington — provides job
safety and health protection for Washington employees. The Department of Labor and Industries administers the law and
adopts job safety and health regulations. All employers and employees are required to comply with these regulations.
Department representatives conduct workplace inspections and investigations to ensure compliance with safety and health

regulations.

This poster describes soine important parts of thelaw.

Employers are required to:

Provide job sites that are free from recognized hazards that may cause
death or serions harm to employees.

Comply with occupational safety and health regnlations administered under
WISHA.

Post this and other notices to keep employees informed of their protection
and obligations under WISHA.

Notify the Department of Labor and Industries within eight (8) hours of
any fatality or probable fatality or catastrophe — an injury or illness that
results in two or more workers being hospitalized. The employer must
report the following information in person or by telephone to the nearest
department office or use the Occupational Safety and Health
Administration toll-free central number 1-800-321-6742:

» Name of employer.

* Location and time of the incident.

* Number of fatalitics or hospitalized employees.

= Contact person and his/her phone number.

* A brief description of the incident.

Allew an employee representative to attend all meelings between the
Departmnent of Laber and Industries and the employer concerning an appeal
of a citation by the employer.

Allow an employee representative to accompany the department
representative and the employer during an inspection or investigation of the
workplace. Employers cannot withhold wages or benefits or discriminate
against the employee for time spent participating in the inspection,
investigation, or opening and closing conferences.

Provide personal protective equipment when required by a WISHA regulation.
Promptly notify an employee who was or is being exposed to toxic
materials or harmful physical agents at levels that exceed those allowed by
WISHA regulations.

Employees are required to:

Comply with occupational safety and health regulations that apply to their
own actions and conduct on the joh.

inspections and investigations:

Employer and employee representatives may accompany a department
inspector to assist with an inspection or investigation. If an employes
representative does not participate, the inspector will consult with a
number of employees about safety and heaith conditions in the workpiace.

Complaints:

Employer and employee representatives who belicve that an unsafe or
unhealthy condition exists in their workplace have the right to request an
inspection by the Department of Labor and Industries. The names of those
filing complaints will be kept confidential upon the request of the
employee. Employees also have the right to bring unsafe or unhealthy
conditions to the attention of the inspector during an investigation or
inspection.
Employees may not be fired or discriminated against for filing safety and
health complaints or for exercising any of their rights under WISHA.
Employees who believe they have been discriminated against may file a
cotnplaint with the department or with the U.S, Department of Labor,
Occupational Safety and Health Administration within 30
days of the alleged discrimination. Public
employees may file discrimination
complaints with the
Department of Labor and
Industries only.

The U.S. Department of Labor
tnonitors the operation of the
WISHA program to assure
effective administration. Any

State of Washington

person may make a written complaint regarding the administration of state
reguiations directly to the Occupational Safety and Health Administration,
Region 10, 1111-3rd Avenue, Suite 715, Seattle, WA 98101-3212.

Citations:

If, upon inspection the department believes a WISHA regulation has been
violated, a citation alieging such violation will be issued to the employer.
Citations will specify a time pericd allowed for correcting the viclation.
The WISHA citation must be prominently displayed at or near the place of
the alleged violation for a minimum of three days. It cannot be taken down
until the viclation is corrected.

Penalties:

Penalties of up to $70,000 may be assessed for each willful or repeated
violation of a WISHA regulation, and a minimum penalty of $5,000 shall
be assessed for each willful violation. Employers may be fined up to
$7,000 for each serjous or non-serious violation. Penalties up to $7,000
will be assessed for fajlure to post this or any other reguired notices.
Penaities of up to $7,000 per day may be assessed for failure to correct a
violation by the allowed time specified in the citation.

Criminal penalties are also provided for under WISHA. Any person who is
convicted of giving advance notice of an inspection without the authority
of the department may be fined up to $1,000 and imprisoned for up to six
months. A person convicted of knowingly making a false statement or
report in regard to WISHA may be fined up to $10,000 and imprisoned for
up {0 §ix months.

An employer convicted of a willful or repeated violation that results in the
death of an employee may be fined up to $10,000 and imprisoned for up to
six months, A second conviction doubles these penalties.

Appeals:

Employers may appeal the alleged citation, the proposed penalties or the
time allowed te correct a viclation to the department and to the Board of
Industrial Insurance Appeals.

Employees may appeal the time allowed to comect a violation if they
believe that time to be unreasonable.

Consultation services:

The department offers free consultations to help employers comply with
safety and health regulations. Specialists can help correct hazardous
conditions and develop safety and health programs. These specialists do
not issue citations or assign penalties. The consulitation will remain
confidential unless the employer wishes to make it public.

Department employess are also available to conduct seminars and training
on cecupatienal safety and health for both employer and employee groups.

More information:

To request an inspection, consultation or additional information, call the
safety and health toll-free information number:

1-800-423-7233

or contact:

Department of Labor and Industrles
WISHA Services Division

PO Box 44600 7.

Olympia WA 95504-46p0

iR ]

Labor and Indastrier is an Equal d Actlan emplayer. The dapartuant complies with ol
r d d rhall not tha buiit of rete, color; sational origin, sex, cresd,
marital statas, sexwal orientation, age, dircbled or ¥ietmam-era veleran, religion or dixability uy defined by

federal tatuizs. If you havesp or
needs, please contact the Departwsent of Labor and Induririas, WISHA Services Division, PG Box 44600, Glympia
WA 985044600 or ielsphons 1-300-4-BE-SAFE (1-800-423-7233).
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Job Safety

and Health
It's the law!

EMPLOYEES
« ¥You have the nght to notify your employer or OSHA

pboul workplace hazards You may ask OSHA to keep
your name confidential

= You have the right to reguest an OSHA mspection if you
beliove that thess are unsate snd onhealthiul conditions
in your wworkplace, You or your representative may
participale n that inspection

= You can hile a complant with OSHA withan 30 days
al retaliation or discrpmination by your employer for
making safety and health complaints or for axgreising
your cghts under the OSH Act

= ¥Your have the right 1o see DSHA citalions susnd to your
employer Your employen must post the citations at or
near the piace ol the slleged violations

Your employer must comect workplace hazards by thae
date indicated on the citation and must certify that
these hazards have beon reduced or eliminated

You have the right to copies of your medical records
nnd records of your exposures to 1oxio and hammful
substances or condilions

* Your employer must post this notice in your workplace

¥ou must comply with all occupational safety and heaith
stindards issued under the OSH Act that apply 1o your
owmn actiont and conduct on the job

EMPLOYERS
= Yo must fumish your employees a place of employment

free Irom recagnized hasarnds

= ¥ou must comply with the occupational safety and bealih
standards issued under the OSH Act

This free poster available from OSHA -
The Best Resource for Safety and Health

';m_;l‘d_u SITA it

IR 22 e inniin® af baitig

1-800-321-OSHA (6742)
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EMPLOYEE RIGHTS AND RESPONSIBILITIES
UNDER THE FAMILY AND MEDICAL LEAVE ACT

Basic Leave Entitlement
FMLA requires covered employers to provide up to 12 weelks of unpaid,
job-protected leave to eligible employees for the following reasons:

» for incapacity due to pregnancy, prenatal medical care or child birth;

* to care for the employee’s child after birth, or placement for adoption
or foster care;

* to care for the employee’s spouse, son, deughter or parent, who has
a serious health condition; or

+ far a serious health condition that makes the employee unable to
perform the employee's job.

Military Family Leave Entitlements

Eligible employees whose spouse, son, daughter or parent is on covered
active duty or call to covered active duty status may use their 12-week
leave entitlement to address certain qualifying exigencies. Qualifying
exigencies may include attending certain military events, arranging for
altemnative childcare, addressing certain financial and legal arrangements,
attending certain counseling sessions, and attending post-depleyment
reintegration briefings.

FMLA also includes a special leave entitlement that permits cligible
employees to take up to 26 weeks of leave to care for a covered service-
member during a gingle 12-month period. A covered servicemember is:
(1) a current member of the Armed Forces, including a member of the
National Guard or Reserves, who is undergoing medical treatment,
recuperation or therapy, is otherwise in outpatient status, or is otherwise
on the temporary disability retired list, for a serions injury or illness*;
or (2) a veteran who was discharged or released under conditions other
than dishonorable at any time during the five-year period prior to the
first date the eligible employee takes FMLA leave to care for the covered
veteran, and who is undergoing medical treatment, recuperation, or
therapy for a serious injury or illness.*

*The FMLA definitions of “seriouns injury or illness” for
current servicemembers and veterans are distinct from
the FMLA definition of “serious health condition”.

Benefits and Protections

During FMLA leave, the employer must maintain the employee’s health
coverage under any “group health plan™ on the same terms as if the
employee had continued to work. Upon return from FMLA leave, most
employees must be restored to their original or equivalent positions
with equivalent pay, benefits, and other employment terms.

Use of FMLA leave cannot result in the loss of any employment henefit
that accrued prior to the start of an employee’s leave. -

Eligibility Requirements

Employees are eligible if they have worked for a covered employer for at
lsast 12 months, have 1,250 hours of service in the previous 12 months*,
and if at least 50 employees are employed by the employer within 75 miles.

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

Definition of Serious Health Condition

A serious health condition is an iliness, injury, impairment, or physical
or mental condition that involves either an overnight stay in a medical
care facility, or continuing treatment by a health care provider for a
condition that either prevents the employee from performing the functions
of the employee’s job, or prevents the qualified family member from
participating in school or other daily activities.

Subject to certain conditions, the continuing treatment requirement may
be met by a period of incapacity of more than 3 consecutive calendar days
combined with at least two visits to a health care provider or one visit and

For additional information:
1-866-4US-WAGE (1-866-487-9243) TTY: 1-877-889-5627

WWW.WAGEHOUR.DOL.GOV

a regimen of continuing treatment, or incapacity due to pregnancy, or
incapacity due to a chronic condition. Other conditions may meet the:
definition of continuing treatment.

Use of Leave

An employee does not need to usc this leave entitlement in one block.
Leave can be taken intermittently or on a reduced leave schedule when
medically necessary. Employees must make reasonable efforts to schedule
leave for planned medical treatment s0 as not to unduly disrupt the
employer’s operations. Leave due to qualifying exigencies may aiso be
taken on an intermittent basis.

Substitution of Paid Leave for Unpaid Leave

Employees may choose or employers may require use of accrued paid
leave while taking FMLA leave. In order to use paid leave for FMLA
leave, employees must comply with the employer’s normal paid leave
policies.

Employee Responsibilities

Employees must provide 30 days advance notice of the need to take
FMLA leave when the need is foreseeable. When 30 days notice is not
possible, the empleyee must provide notice as soon as practicable and
generally must comply with an employer’s normal call-in procedures.

Employees must provide sufficient information for the employer to determine
if the leave may qualify for FMLA protection and the anticipated timing
and duration of the leave. Sufficient information may include that the
employee is unable to perform job fimctions, the family member is unable
to perform daily activities, the need for hospitalization or continuing
treatment by a health care provider, or circurstances supporting the need
for military family leave. Employees also must inform the employer if
the requested leave is for a reason for which FMLA leave was previously
taken or certified. Employees also may be required to provide & certification
and perodic recertification supporting the need for leave.

Employer Responsibilities

Covered employers must inform employees requesting leave whether
they are eligible under FMLA. If they are, the notice must specify any
additional information required as well as the employees’ rights and
responsibilities. If they are pot etigible, the employer must provide 2
reason for the ineligibility.

Covered employers must inform employees if leave will be designated
a5 FMLA-protected and the amount of leave counted against the employee’s
leave entitlement. If the employer determines that the leave is not
FMLA-protected, the employer must notify the employee.

Unlawful Acts by Employers
FMLA makes it unlawful for any employer to:

« interfere with, restrain, or deny the exercise of any right provided
under FMLA; and S

« discharge or discriminate against any person for opposing any practice
made unlawful by, FMLA or for involvement in any proceeding under
or relating to FMLA.

Enforcement
An employee may file 2 complaint with the I.5. Department of Labor
or may bring a private jawsuit against an employer.

FMLA does not affect any Federal or State Iaw prohibiting discrimination,
or supersede any State or local law or collective bargaining agreement
which provides greater family or medical leave rights.

FMLA section 109 (29 U.S.C. § 2619) requires FMLA
covered employers to post the text of this notice. Regulation
29 C.F.R. § 825.300(a) may require additional disclosures.

WHD

‘WHD Publication 1420 + Revised February 201



NOTICE TO

EMPLOYEES

If a job injury occurs...

Your employer is insured through the Department
of Labor and Industries’ workers’ compensation
benefit program. If you become injured on the job
or suffer from an occupational disease, you are
entitled to workers' compensation benefits.

Benefits include:

Medical care. Medical expenses arising from
your workplace injury or disease will be paid by the
workers' compensation benefits program.

Disability income. If you can't work because of
your injury or occupational disease, you may be
eligible for wage-replacement benefits.

Vocational assistance. Under certain conditions,
you may be eligible for help in returning to work.

Partial disability benefits. You may be
eligible for a monetary award to compensate for
the loss of body functions.

Pensions. Injuries that permanently keep you
from returning to work may qualify you for a
disability pension.

Death benefits for survivors. If a worker
dies, the surviving spouse or dependents may
receive a pension.

In case of injury...

Report your injury. If you are injured, no matter
how minor the injury seems, contact the person
listed to the right.

Get medical care. You have the right to go to the
doctor of your choice. Medical bills that arise from a
workplace injury or occupational disease will be paid
by the workers' compensation benefits program.

Tell your doctor the injury or your condition
is work-related. Your doctor will complete a
Report of Industrial Injury or Occupational Disease
form and send it in. This is the first step in filing
your industrial insurance claim.

File your claim within set time frames. For
an on-the-job injury, you must file a claim and
Labor and Industries must receive it within one
year after the date the injury occurred. For an
occupational disease, you must file a claim and
Labor and Industries must receive it within fwo
years following the date you are advised by a doctor
in writing that your condition is work-related.

Department of
LABOR AND

INDUSTRIES

Report your injury to:

(Employer fills in this space)

Helpful phone numbers:

Ambulance

Police

Fire

IMPORTANT:

Every worker is entitled to workers’
compensaticn benefits. You cannot be
penalized or discriminated against for
filing a claim. For more information,
call toll-free 1-800-831-5227. TDD
customers may phone (360) 802-5797.
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Understanding changes in
working conditions

One of the protections offered by
collective bargaining law is the right to
bargain changes in working conditions.
Collective bargaining law requires
employers to bargain in good faith with
the union and is written into the Revised
Code of Washington, under article 41.80.

It is reasonable to expect some changes
in the workplace during the contract
period. But if those changes affect wages,
hours, or working conditions (known as
mandatory subjects}, the employer is

Example

This winter, employees at a community
college returned to find a break room
gone. Facilities had converted it into

a prep room for a lab class. When
employees notified their shop steward,
she quickly investigated the situation.
She found that neither the union nor
Human Resources were aware of

the change in working conditions.

The steward called her staff
representative, and together they
informed HR that the union could file
an Unfair Labor Practice charge over
the change and lack of notification.

required to notify the union in advance.
it is not enough to notify employees/
members and it is unlawful to notify the
union after the change has occurred.

There are times when the employer
makes a change without notifying
the union, and it can be difficult for
employees to know what changes
should be bargained. If you notice a
change at your working conditions,
contact your shop steward or staff
representative as soon as possible.

As a result, the college is building a
new break room, downstairs from the
old one. They identified an underused
office space and are putting in furniture
and appliances for a new break room.

If members hadn’t notified a steward
or staff rep about this change in
conditions, they probably would have
lost a break room. It’s important to
let your representative know about
changes, in case they can be bargained.

‘Washingtan Public Employeses Assotiaton
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Examples of mandatory
subjects include:
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Dress codes
Drug/alcohol testing
Elimination of positions

Employee privileges (right
to listen to radio, receive
phone calls, smoke, etc.)

Layoffs for economic reasons
Meal or coffee break rules
Qutside employment rules
Parking rules

Pay check procedures
Production quotas

Safety and health rules
Smoking rules

Subcontracting decisions (not
including decisions based

on a change in the scope or
direction of the enterprise)

Tardiness rules
Work schedules
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