


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

TIPS AND
GRATUITIES:

Any person or organization may file a complaint with the Industrial
Commission’s Labor Department alleging that an employer has violated the
Act. Certain time limits apply. A civil action may also be filed as provided in
the Act. Violations of the Act may result in penalties.

ENFORCEMENT:

THE FAIR WAGES AND
HEALTHY FAMILIES ACT

Effective January 1, 2025, Arizona's Minimum Wage
Is: $14.70per hour

The Fair Wages and Healthy Families Act (the “Act”) does not apply to any
person who is employed by a parent or a sibling; any person who is
employed performing babysitting services in the employer’s home on a
casual basis; any person employed by the State of Arizona or the United
States government; or any person employed in a small business that
grosses less than $500,000 in annual revenue, if that small business is
exempt from having to pay a minimum wage under section 206(a) of title
29 of the United States Code.

EXEMPTIONS:

Employers are prohibited from discriminating against or subjecting any person
to retaliation for: (1) asserting any claim or right under the Act; (2) assisting
any person in doing so; or (3) informing any person of their rights under the
Act.

RETALIATION &
DISCRIMINATION
PROHIBITED:

INFORMATION:
For additional information regarding the Act, you may refer to the Industrial
Commission’s website at www.azica.gov or contact the Industrial
Commission’s Labor Department: 800 W. Washington, Phoenix, Arizona
85007-2022; (602) 542-4515.

THIS POSTER MUST BE CONSPICUOUSLY DISPLAYED IN A PLACE THAT IS
ACCESSIBLE TO EMPLOYEES







Your Rights Under Illinois Employment Laws

State of Illinois
Illinois Department of Labor

This is a summary of laws that satisfies Illinois Department of Labor posting requirements.

Minimum Wage & 
Overtime

Effective Jan. 1 2024

$14.00 PER HOUR

Meal & 
Rest Periods

Provides employees with 24 consecutive hours of 
rest within every seven (7) consecutive day period.
• Employers may obtain permits from the Department 

allowing employees to voluntarily work seven 
consecutive days.

• Employees working 7 1/2 continuous hours must 
be allowed a meal period of at least 20 minutes no 
later than 5 hours after the start of work, and an 
additional 20 minutes if working a 12 hour shift or 
longer.

• Employees must be afforded reasonable bathroom 
breaks.

Violent Crime 
Victims’ Leave

ONE DAY REST IN SEVEN ACT

Provides employees who are victims of domestic, 
gender, or sexual violence, or other crimes of 
violence, or who have family members who are 
victims with up to 12 weeks of unpaid leave during 
a 12-month period.
• Effective 1/1/24: Employees with employers of 

any size are entitled to 2 additional weeks unpaid 
leave for reasons relating to a family or household 
member’s death due to a crime of violence to be 
completed within 60 days after the date employee 
received notice of the death of the victim.

THIS NOTICE MUST BE DISPLAYED IN A CONSPICUOUS PLACE ON THE PREMISES OF THE 
EMPLOYER WHERE OTHER NOTICES ARE POSTED.

SETS MINIMUM WAGE FOR EMPLOYEES

Printed by the Authority of State of Illinois 06/24 IOCI 24-2244

The mission of the Illinois Department of Labor is to protect and promote the wages, welfare, working conditions, 
and safety of Illinois workers by enforcing State labor and employment laws, providing compliance assistance to 
employers, and increasing public awareness of workplace protections. Through enforcement, education, and community 
partnerships, the Department works to ensure that workers are paid what they are owed and that employers who follow 
the law remain competitive.

Applies to employers with 4 or more employees. 
Domestic workers are covered even if the employer 
only has 1 worker. Certain workers are not covered 
by the Minimum Wage Law and some workers may 
be paid less than the minimum wage under limited 
conditions.

$8.40 PER HOUR
Applies to tipped employees. If an employee’s tips 
combined with the wages from the employer do not 
equal the minimum wage, the employer must make 
up the dif ference.

$12.00 PER HOUR
Applies to youths (under 18) working fewer than 
650 hours per calendar year.

Overtime
Most hourly employees and some salaried employees 
are covered by the overtime law and must be 
compensated at time and one -half their regular pay 
for hours worked over 40 in a workweek.

Hotline: 1-800-478-3998

Child Labor

WAGE PAYMENT AND COLLECTION ACT

WORKERS UNDER AGE 16 

Children under the age of 14 may not 
work in most jobs, except under limited 
conditions.
14 and 15-year-olds may work if the 
following requirements are met:
• Employment certificates have been issued by the 

school district and filed with the Department of 
Labor confirming that a minor is old enough to 
work, physically capable to perform the job, and 
that the job will not interfere with the minor’s 
education;

° The work is not deemed a hazardous 
occupation (a full l isting can be found on 
our website);

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

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

° A 30-minute meal period is provided no 
later than the f if th hour of work.

Hotline: 1-800-645-5784

Unpaid Wages

• Employees  must  receive the i r  f inal  compensat ion, 
inc luding earned wages,  vacat ion pay, 
commiss ions  and bonuses  on the i r  next  regular ly 
scheduled payday.

• Unauthor ized deduct ions  f rom paychecks  are  not 
a l lowed except  as  spec i f ied by law.

• Employers  must  re imburse employees  for  a l l 
necessar y expendi tures  or  losses  incurred by an 
employee dur ing the scope of  employment  and 
re la ted to  ser v ices  per formed for  the  employer. 
Employee must  submi t  re imbursement  reques t 
wi th in  30 calendar  days  unless  an employer 
pol icy  a l lows for  addi t ional  t ime to  submi t .

Hotline: 1-312-793-2808

Paid Leave

• Workers: Earn up to 40 hours of paid leave from 
work per year. 

• Use: Workers can use paid leave for any reason 
of their choosing. Employers may not require workers 
to provide a reason for their paid leave request. 

• Accrual: Workers earn 1 hour of paid leave for 
every 40 hours they work. Employers may also 
provide workers with all paid leave hours at the 
start of the 12-month period (frontloading). 

• Carryover: Workers rollover all unused accrued 
paid leave at the end of the year. Any unused 
frontloaded leave does not have to be carried over. 

• Retaliation is prohibited: Penalties may apply 
to employers that take adverse action against 
workers who exercise their rights under this law. 

Existing Policy and Exclusions
Certain exceptions may apply for employers who 
already provide their workers with paid leave. There are 
also certain categories of workers that are not covered 
by the law. 

REQUIRES PAID LEAVE FOR ANY REASON

Hotline: 1-312-793-2804

Hotline: 1-312-793-2800

Equal Pay Act

Requires employers to pay equal wages to men 
and women doing the same or substantially 
similar work, unless such wage differences are 
based upon a seniority system, a merit system, or 
factors other than gender.
• Employers and employment agencies are banned 

from asking applicants past wage and compensation 
histories.

• Employees may disclose or discuss their own salaries, 
benefits, and other compensation with their co-workers 
and colleagues.

• Employers are not allowed to pay less to African 
American employees versus non- African American 
employees

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

Hotline: 1-866-372-4365

For more information or to file a complaint, contact the 
Department at:
524 South 2nd St, Suite 400, Springfield, IL 62701 (217) 782-6206 
160 N. LaSalle, St, Suite C-1300, Chicago, IL 60601 (312) 793-2800
2309 W. Main Street, Suite 115 Marion, IL 62959 (618) 993-7090
For a complete text of the laws, visit our website: www.labor.illinois.gov

Hotline: 312-793-2600

DEPARTMENT 
OF LABOR

ILLINOIS



VESSA provides employees who are victims of domestic violence, sexual violence, gender violence, or any other 
crime of violence, and employees who have a family or household member who is a victim of such violence, with 
unpaid, job-guaranteed leave; reasonable accommodations; and protections from discrimination and retaliation. 
This time may be used if the employee or the employee’s family or household member is: 

• Experiencing an incident of domestic violence, sexual violence, gender violence, or any other crime of violence 
• Recovering from the violence; 
• Seeking or receiving medical help, legal assistance (including participation in legal proceedings), counseling, 

safety planning, or other assistance; 
• Temporarily or permanently relocating;  
• Taking other actions to increase the safety of the victim from future domestic, sexual, or gender violence, or 

any other crime of violence, or to ensure economic security. 
• Attending the funeral or alternative to a funeral if death is caused by crime of violence; 
• Making arrangements necessitated by a death caused by a crime of violence; or 
• Grieving a death caused by a crime of violence. 

NOTICE AND CERTIFICATION Employees must provide the employer with at least 48 hours prior notice, 
unless providing advance notice is not practicable. If an employee is unable to provide advance notice, an employee 
must provide notice when an employee is able to do so, within a reasonable period of time after the absence. 
Certification may be provided by a sworn statement of the employee and upon obtaining such other
documentation the employee shall provide one of the following: 

• Documentation from an employee, agent or volunteer of a victim services organization, an attorney, a member 
of the clergy, or medical or other professional assisting in addressing the violence; 

• A police, court, or military record; 
• A death certificate, published obituary, or written verification of death, burial, or memorial services, or 
• Other corroborating evidence. 

DURATION OF LEAVE Effective January 1, 2024, employees with employers of any size are entitled to 
2 additional weeks (would be additional leave to what the chart below shows) unpaid leave for reasons relating to 
certain family or household member’s death due to a crime of violence to be completed within 60 days after the 
date employee received notice of the death of the victim.  

Victims’ Economic Security 
and Safety Act (VESSA) 

State of Illinois
Illinois Department of Labor

Printed by the Authority of State of Illinois 06/24 IOCI 24-2245

REQUIRED NOTICE FOR EMPLOYERS 

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

1-14 employees
15-49 employees

50 or more employees

4 weeks 
8 weeks
12 weeks

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

or visit the website: labor.illinois.gov/vessa

ACCOMMODATIONS VESSA provides that employees are entitled to reasonable accommodations to address 
the needs of the victim(s). Accommodations include, but are not limited to, an adjustment to the job structure, 
workplace facility, work requirements, or telephone number, seating assignment, or physical security of the work area. 

DISCRIMINATION AND RETALIATION VESSA prohibits employers from discriminating, retaliating, or 
otherwise treating an employee or job applicant unfavorably if the individual involved: 

• Is or is perceived to be a victim of domestic, sexual, or gender violence, or any other crime of violence; 
• Attended, participated in, prepared for, or requested leave to attend, participate in, or prepare for a 

criminal or civil court or administrative proceeding relating to domestic, sexual, or gender violence, or any 
other crime of violence; 

• Requested or took VESSA leave for any reason; 
• Requested an accommodation, regardless of whether the accommodation was granted; 
• The workplace is disrupted or threatened by the action of a person whom the individual states has committed or 

threatened to commit domestic, sexual, or gender violence, or any other crime of violence, against the individual 
or the individual’s family or household member; or

• Exercised any other rights under VESSA.
CONFIDENTIALITY Employers must maintain the confidentiality of all information pertaining to the use of VESSA 
leave, notice of an employee’s intention to take VESSA leave, and certification provided by the employee. 

labor.illinois.gov • DOL.Questions@lllinois.gov

Lincoln Tower Plaza 
524 South 2nd Street, Suite 400 

Springfield, Illinois 62701 
(217) 782-6206 

Fax: (217) 782-0596 

Michael A Bilandic Building 
160 North LaSalle, Suite C-1300 

Chicago, Illinois 60601-3150 
(312) 793-2800 

Fax: (312) 793-5257 

Regional Office Building 
2309 West Main Street, Suite 115 

Marion, Illinois 62959 
(618) 993-7090 

Fax: (618) 993-7258 
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An Equal Opportunity Employer Program. Auxiliary aids and services are available upon request to individuals with disabilities. 1-800-259-5154 (TDD) www.laworks.net

To fi le a new unemployment 
claim, reopen an existing 
claim, fi le for weekly 
unemployment benefi ts, or 
to get answers about your 
Unemployment Insurance 
online, visit us on the Web 
at www.laworks.net.

If you do not have 
access to the internet, 
or prefer to manage 
your Unemployment 
Insurance claim by phone, 
call the Unemployment 
Insurance Call Center at 
1-866-783-5567.

This notice must be posted in 
a convenient and conspicuous 
place in the employer’s place of 
business.

R.S. 23:1621

Revised January 2009

Notice to Workers 
Your employer is subject to the Louisiana Employment Security 
Law and is required to post this notice in a conspicuous place. Your 
employer has contributed to the Louisiana Trust Fund from which 
benefi ts are paid. No amount of contributions to the Trust Fund is 
deductible from your earnings.

Total Unemployment 
You may be eligible to receive unemployment insurance 
benefi ts provided:

1 You are unemployed.

2 You have registered for work.

3 You are able to work, available for work, and actively conducting 
a search for work.

4 You have been paid wages by employers subject to the Louisiana 
Employment Security Law during your base period in an amount 
suffi cient to qualify you under the law.

Disqualifi cation 
You may be disqualifi ed from drawing benefi ts on your claim if:

1 You have left work voluntarily without good cause attributable to 
a substantial change made to the employment by the employer.

2 You have been discharged for misconduct connected with 
your work.

3 You fail without good cause to:  (a) apply for available suitable 
work, (b) accept suitable work when offered, or (c) return to your 
customary self-employment when directed.

4 You have been discharged for the use of illegal drugs.

You may also be disqualifi ed:

1 For any week with respect to which the Administrator fi nds that 
your unemployment is due to a labor strike which is in active 
progress at the factory, establishment or other premises at which 
you are or were last employed, and in which you are participating, 
or in which you are interested.

2 For any week with respect to which or a part of which you 
have received or are seeking unemployment benefi ts under an 
unemployment insurance law of another state or the United States.

3 For any week with respect to which or a part of which you are 
receiving or have received other remuneration (i.e., Workers’ 
Compensation, pensions, vacation pay, wages in lieu of notice, 
or severance pay). 

Penalties 
If you make a false statement knowing it to be false or intentionally 
fail to disclose an important fact in order to receive or increase 
a benefi t amount, you shall be disqualifi ed for not more than the 
52 weeks which immediately follow the week in which such 
determination is made and shall not be entitled to further benefi ts 
until cash repayment has been made or the claim for repayment has 
prescribed.

In addition, the law provides: Whoever makes a false statement or 
representation to the Agency knowing it to be false, or knowingly 
fails to disclose a material fact to obtain or increase any benefi t or 
other payment under this Chapter, or under an employment security 
law of any other State, or the Federal Government, or of a foreign 
government, either for himself or for any other person, shall be guilty 
of a misdemeanor, and shall be fi ned not less than $50 nor more than 
$1,000 or imprisoned for not less than 30 days nor more than 90 
days, or both, in the discretion of the court. Each such false statement 
or representation or failure to disclose a material fact shall constitute a 
separate offense.

Unemployment Insurance





Michigan Department of Labor and Economic Opportunity
Wage and Hour Division 

PO Box 30476
Lansing, MI 48909-7976

GRETCHEN WHITMER REQUIRED POSTER SUSAN CORBIN
GOVERNOR GENERAL REQUIREMENTS - MINIMUM WAGE and OV ERTIME DIRECTOR

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

Minimum Hourly Wage Rate

85 %  Rate
Minors under the age of 18 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 under 20 years of age for the first 90 calendar days of
employment.

Overtime
Employees covered by the IWOWA must be paid 1-1/2 times their regular rate of pay for hours worked over 40 in a workweek.
The following are exempt from overtime requirements: employees exempt from the minimum wage provisions of the Fair 
Labor Standards Act of 1938, 29 USC 201 to 219 (except certain domestic service employees), professional, administrative,
or executive employees; elected officials and political appointees; employees of amusement and recreational establishments 
operating less than 7 months of the year; agricultural employees, and any employee not subject to the minimum wage 
provisions of the act. Public sector and certain private sector employers not covered by the FLSA may be able to use 
compensatory time in lieu of overtime under specific provision. 

Eq ual Pay
An employer shall not discriminate on the basis of sex by paying employees a rate which is less than the rate paid to 
employees of the opposite sex for equal work on jobs requiring equal skill, effort, and responsibility performed under 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.

Enforcement
An employee may either file civil action for recovery of unpaid minimum wages or overtime, or they may file a complaint with 
the Department of Labor and Economic Opportunity. The department may investigate a complaint and file civil action to 
collect unpaid wages or overtime due the employee and all employees of an establishment. Recovery under this act can 
include unpaid minimum wages 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 disabilities. 

www.michigan.gov/wagehour • Toll Free 1-855-4MI-WAGE (1-855-464-9243) 
WHD 9904 (Revised • 9/2024) 

Effective Date Minimum Hourly Wage 
Rate

Tipped Employee
85% ** Rate

Minimum Hourly Rate Reported Average Hourly Tips
February 21, 2025 $12.48 $5.99 $6.49 $10.61

February 21, 2026 $13.29 $7.97 $5.32 $11.30

February 21, 2027 $14.16 $9.91 $4.25 $12.04

February 21, 2028 $14.97 $11.98 $2.99 $12.72

T h e m in im u m  h o u r l y  w a g e r a t e o f  a n  em p l o y ee el ig ib l e t o  b e c o n sider ed t ip p ed em p l o y ee sh a l l  b e 48%  o f  t h e m in im u m  h o u r l y  w a g e r a t e ef f ec t ive F eb r u a r y  21,  2025 ;  
b eg in n in g  F eb r u a r y  21,  2026 ,  it  sh a l l  b e 6 0%  o f  t h e m in im u m  h o u r l y  w a g e r a t e;  b eg in n in g  F eb r u a r y  21, 2027 ,  it  sh a l l  b e 7 0%  o f  t h e m in im u m  h o u r l y  w a g e r a t e;  b eg in n in g  
F eb r u a r y  21,  2028,  it  sh a l l  b e 80%  o f  t h e m in im u m  h o u r l y  w a g e r a t e;  b eg in n in g  F eb r u a r y  21,  2029,  it  sh a l l  b e 90%  o f  t h e m in im u m  h o u r l y  w a g e r a t e;  a n d b eg in n in g  
F eb r u a r y  21,  203 0 a n d t h er ea f t er ,  it  sh a l l  b e 100%  o f  t h e m in im u m  h o u r l y  w a g e r a t e.



Michigan Department of Labor & Economic Opportunity
Wage and Hour Division 

PO Box 30476
Lansing, MI 48909-7976

GRETCHEN WHITMER  REQUIRED POSTER SUSAN CORBIN
GOVERNOR GENERAL REQUIREMENTS – EARNED SICK TIME ACT* DIRECTOR

Your employer’s ‘year’ for the purposes of the Earned Sick Time Act is: ___________________________________________________

Earned Sick Time Accrual
Number of Employees Minimum Accrual Minimum Paid Sick Time Unpaid Sick Time
Less than 10 employees 1 hour for every 30 hours 40 hours in a year 32 hours (if more than 40 accrued)
10 or more employees 1 hour for every 30 hours 72 hours in a year

• Earned sick time shall carry over from year to year, a business with less than 10 employees is not required to permit an employee to 
use more than 40 hours of paid earned sick time and 32 hours of unpaid earned sick time in a single year, employers with 10 or more 
employees are not required to permit an employee to use more than 72 hours of paid earned sick time in a single year.

• Earned sick time shall begin to accrue on the effective date of this law, or upon commencement of the employee’s employment, 
whichever is later. 

• An employee may use accrued earned sick time as it is accrued. 
• An employer is in compliance with the act if it provides any paid leave in at least the same amounts as that provided under this act 

that may be used for the same purposes and under the same conditions provided in this act and that is accrued at a rate equal to or 
greater than the rate described in subsections (1) and (2) of Section 3 of the act.  Paid leave includes, but is not limited to, paid 
vacation days, personal days, and paid time off.

Earned Sick Time Uses
An employer shall permit an employee to use the earned sick time accrued for any of the following:

• The employee’s or the employee’s family member’s mental or physical illness, injury, or health condition; medical diagnosis, care, or 
treatment of the employee’s mental or physical illness, injury, or health condition; or preventative medical care for the employee.

• If the employee or the employee’s family member is a victim of domestic violence or sexual assault, for medical care or psychological 
or other counseling for physical or psychological injury or disability; to obtain services from a victim services organization; to relocate 
due to domestic violence or sexual assault; to obtain legal services; or to participate in any civil or criminal proceedings related to or 
resulting from the domestic violence or sexual assault.

• For meetings at a child’s school or place of care related to the child’s health or disability, or the effects of domestic violence or sexual 
assault on the child; or

• For closure of the employee’s place of business by order of a public official due to a public health emergency; for an employee’s need 
to care for a child whose school or place of care has been closed by order of a public official due to a public health emergency; or 
when it has been determined by the health authorities having jurisdiction or by a health care provider that the employee’s or employee’s 
family member’s presence in the community would jeopardize the health of others because of the employee’s or family member’s 
exposure to a communicable disease. 

• An employer shall not require an employee to search for or secure a replacement worker as a condition for using earned sick time.
Exercise of Rights

• An employer or any other person shall not interfere with, restrain, or deny the exercise of, or the attempt to exercise, any right 
protected under this act.

• An employer shall not take retaliatory personnel action or discriminate against an employee because the employee has exercised a 
right protected under this act. “Retaliatory personnel action” means any of the following:
 Denial of any right guaranteed under this act.
 A threat, discharge, suspension, demotion, reduction of hours, or other adverse action against an employee or former employee

for exercise of a right guaranteed under this act.
 Sanctions against an employee who is a recipient of public benefits for exercise of a right guaranteed under this act.
 Interference with, or punishment for, an individual’s participation in any manner in an investigation, proceeding, or hearing under 

this act.
• An employer’s absence control policy shall not treat earned sick time taken under this act as an absence that may lead to or result in 

retaliatory personnel action.
Complaint Filing

An employee affected by an alleged violation, at any time within 3 years after the alleged violation or the date when the employee knew 
of the alleged violation, whichever is later, may do any of the following:
(a) Bring a civil action for appropriate relief, including, but not limited to, payment for used earned sick time; rehiring or reinstatement to 

the employee’s previous job; payment of back wages; reestablishment of employee benefits to which the employee otherwise would 
have been eligible if the employee had not been subjected to retaliatory personnel action or discrimination; and an equal additional 
amount as liquidated damages together with costs and reasonable attorney fees as the court allows.

(b) File a claim with the department, which shall investigate the claim. Filing a claim with the department is neither a prerequisite nor a 
bar to bringing a civil action.

*For precise language of the statute, see Public Act 338 of 2018, as amended

Auxiliary aids, services and other reasonable accommodations are available, upon request, to individuals with disabilities. 
www.michigan.gov/wagehour • Toll Free 1-855-4MI-WAGE (1-855-464-9243)

WHD 9911 (Revised  8/22/2024) 
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Notice of Employee Rights, Protections, and Obligations 
 Under Labor Law Section 740

Prohibited Retaliatory Personnel Action by Employers
Effective January 26, 2022

§ 740. Retaliatory action by employers; prohibition.
1. Definitions. For purposes of this section, unless the context specifically indicates otherwise:

(a) “Employee” means an individual who performs services for and under the control and direction of an   
employer for wages or other remuneration, including former employees, or natural persons employed   
as independent contractors to carry out work in furtherance of an employer’s business enterprise who   
are not themselves employers.

(b) “Employer” means any person, firm, partnership, institution, corporation, or association that employs one   
or more employees.

(c) “Law, rule or regulation” includes: (i) any duly enacted federal, state or local statute or ordinance or   
executive order; (ii) any rule or regulation promulgated pursuant to such statute or ordinance or executive 
order; or (iii) any judicial or administrative decision, ruling or order.

(d) “Public body” includes the following:
(i) the United States Congress, any state legislature, or any elected local governmental body, or any   

member or employee thereof;
(ii) any federal, state, or local court, or any member or employee thereof, or any grand or petit jury;
(iii) any federal, state, or local regulatory, administrative, or public agency or authority, or instrumentality   

thereof;
(iv) any federal, state, or local law enforcement agency, prosecutorial office, or police or peace officer;
(v)  any federal, state or local department of an executive branch of government; or
(vi) any division, board, bureau, office, committee, or commission of any of the public bodies described in 

subparagraphs (i) through (v) of this paragraph.
(e)  “Retaliatory action” means an adverse action taken by an employer or his or her agent to discharge, 

threaten, penalize, or in any other manner discriminate against any employee or former employee 
exercising his or her rights under this section, including (i) adverse employment actions or threats to 
take such adverse employment actions against an employee in the terms of conditions of employment 
including but not limited to discharge, suspension, or demotion; (ii) actions or threats to take such actions 
that would adversely impact a former employee’s current or future employment; or (iii) threatening to 
contact or contacting United States immigration authorities or otherwise reporting or threatening to report 
an employee’s suspected citizenship or immigration status or the suspected citizenship or immigration 
status of an employee’s family or household member, as defined in subdivision two of section four 
hundred fifty-nine-a of the social services law, to a federal, state, or local agency.

Division of Labor Standards
Harriman State Office Campus 
Building 12, Albany, NY 12226

LS 740 (02/22) Page 1 of 3
To Be Posted Conspicuously in easily accessible and well-lighted places 

customarily frequented by employees and applicants for employment.



(f)  “Supervisor” means any individual within an employer’s organization who has the authority to direct 
and control the work performance of the affected employee; or who has managerial authority to take 
corrective action regarding the violation of the law, rule or regulation of which the employee complains.

2. Prohibitions. An employer shall not take any retaliatory action against an employee, whether or not within the 
scope of the employee’s job duties, because such employee does any of the following:
(a)  discloses, or threatens to disclose to a supervisor or to a public body an activity, policy or practice of 

the employer that the employee reasonably believes is in violation of law, rule or regulation or that the 
employee reasonably believes poses a substantial and specific danger to the public health or safety;

(b)  provides information to, or testifies before, any public body conducting an investigation, hearing or inquiry 
into any such activity, policy or practice by such employer; or

(c)  objects to, or refuses to participate in any such activity, policy or practice.
3. Application. The protection against retaliatory action provided by paragraph (a) of subdivision two of this 

section pertaining to disclosure to a public body shall not apply to an employee who makes such disclosure 
to a public body unless the employee has made a good faith effort to notify his or her employer by bringing 
the activity, policy or practice to the attention of a supervisor of the employer and has afforded such employer 
a reasonable opportunity to correct such activity, policy or practice. Such employer notification shall not be 
required where:
(a)  there is an imminent and serious danger to the public health or safety;
(b)  the employee reasonably believes that reporting to the supervisor would result in a destruction of 

evidence or other concealment of the activity, policy or practice;
(c)  such activity, policy or practice could reasonably be expected to lead to endangering the welfare of a 

minor;
(d)  the employee reasonably believes that reporting to the supervisor would result in physical harm to the 

employee or any other person; or
(e)  the employee reasonably believes that the supervisor is already aware of the activity, policy or practice 

and will not correct such activity, policy or practice.
4. Violation; remedy.

(a)  An employee who has been the subject of a retaliatory action in violation of this section may institute a 
civil action in a court of competent jurisdiction for relief as set forth in subdivision five of this section within 
two years after the alleged retaliatory action was taken.

(b)  Any action authorized by this section may be brought in the county in which the alleged retaliatory action 
occurred, in the county in which the complainant resides, or in the county in which the employer has its 
principal place of business. In any such action, the parties shall be entitled to a jury trial.

(c)  It shall be a defense to any action brought pursuant to this section that the retaliatory action was 
predicated upon grounds other than the employee’s exercise of any rights protected by this section.

5. Relief. In any action brought pursuant to subdivision four of this section, the court may order relief as follows: 
(a)  an injunction to restrain continued violation of this section;
(b)  the reinstatement of the employee to the same position held before the retaliatory action, or to an 

equivalent position, or front pay in lieu thereof;
(c)  the reinstatement of full fringe benefits and seniority rights;
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(d)  the compensation for lost wages, benefits and other remuneration;
(e)  the payment by the employer of reasonable costs, disbursements, and attorney’s fees;
(f)  a civil penalty of an amount not to exceed ten thousand dollars; and/or
(g)  the payment by the employer of punitive damages, if the violation was willful, malicious or wanton.

6. Employer relief. A court, in its discretion, may also order that reasonable attorneys’ fees and court costs and 
disbursements be awarded to an employer if the court determines that an action brought by an employee 
under this section was without basis in law or in fact.

7. Existing rights. Nothing in this section shall be deemed to diminish the rights, privileges, or remedies of any 
employee under any other law or regulation or under any collective bargaining agreement or employment 
contract.

8. Publication. Every employer shall inform employees of their protections, rights and obligations under this 
section, by posting a notice thereof. Such notices shall be posted conspicuously in easily accessible and 
well-lighted places customarily frequented by employees and applicants for employment. 
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Attention Miscellaneous
Industry Employees

Minimum Wage hourly rates effective 1/1/2025 – 12/31/2025

New York City

Large Employers (11 or more employees) Small Employers (10 or less employees)

Minimum Wage $16.50 Minimum Wage $16.50
Overtime after 40 hours $24.75 Overtime after 40 hours $24.75

Tipped workers $16.50 Tipped workers $16.50 

Overtime after 40 hours $24.75 Overtime after 40 hours $24.75

Long Island and
Westchester County

Remainder of
New York State

Minimum Wage $16.50 Minimum Wage $15.50
Overtime after 40 hours $24.75 Overtime after 40 hours $23.25

Tipped workers $16.50 Tipped workers $15.50

Overtime after 40 hours $24.75 Overtime after 40 hours $23.25

If you have questions, need more information or want to file a complaint, please visit
www.labor.ny.gov/minimumwage or call: 1-888-469-7365.

Credits and Allowances that may reduce your 
pay below the minimum wage rates shown
above:
• Tips – Beginning December 31, 2020, your

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

• Meals and lodging – Your employer may claim
a limited amount of your wages for meals and 
lodging that they provide to you, as long as they 
do not charge you anything else. The rates and 
requirements are set forth in wage orders and 
summaries, which are available online.

Extra Pay you may be owed in addition to the minimum wage rates
shown above:
• Overtime – You must be paid 1½ times your regular rate of pay

(no less than amounts shown above) for weekly hours over 40 (or
44 for residential employees).
Exceptions: Overtime is not required for salaried professionals, or 
for executives and administrative staff whose weekly salary is
more than 75 times the minimum wage rate.

• Call-in pay – If you go to work as scheduled and your employer
sends you home early, you may be entitled to extra hours of pay at
the minimum wage rate for that day.

• Spread of hours – If your workday lasts longer than ten hours,
you may be entitled to extra daily pay. The daily rate is equal to
one hour of pay at the minimum wage rate.

• Uniform maintenance – If you clean your own uniform, you may
be entitled to additional weekly pay. The weekly rates are available 
online.
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Division of Labor Standards
Harriman State Office Campus 
Building 12, Albany, NY 12226

Deductions from Wages
Section 193 of the New York State Labor Law

§ 193. Deductions from wages.
1. No employer shall make any deduction from the wages of an employee, except deductions which:

a) are made in accordance with the provisions of any law or any rule or regulation issued by any 
governmental agency including regulations promulgated under paragraph c and paragraph d of this 
subdivision; or

b) are expressly authorized in writing by the employee and are for the benefit of the employee, provided 
that such authorization is voluntary and only given following receipt by the employee of written notice of 
all terms and conditions of the payment and/or its benefits and the details of the manner in which 
deductions will be made. Whenever there is a substantial change in the terms or conditions of the
payment, including but not limited to, any change in the amount of the deduction, or a substantial 
change in the benefits of the deduction or the details in the manner in which deductions shall be made, 
the employer shall, as soon as practicable, but in each case before any increased deduction is made 
on the employee's behalf, notify the employee prior to the implementation of the change. Such 
authorization shall be kept on file on the employer's premises for the period during which the employee 
is employed by the employer and for six years after such employment ends. Notwithstanding the 
foregoing, employee authorization for deductions under this section may also be provided to the 
employer pursuant to the terms of a collective bargaining agreement. Such authorized deductions shall 
be limited to payments for:

(i) insurance premiums and prepaid legal plans;

(ii) pension or health and welfare benefits;

(iii) contributions to a bona fide charitable organization;

(iv) purchases made at events sponsored by a bona fide charitable organization affiliated 
with the employer where at least twenty percent of the profits from such event are being 
contributed to a bona fide charitable organization;

(v) United States bonds;

(vi) dues or assessments to a labor organization;

(vii) discounted parking or discounted passes, tokens, fare cards, vouchers, or other items 
that entitle the employee to use mass transit;

(viii) fitness center, health club, and/or gym membership dues;

(ix) cafeteria and vending machine purchases made at the employer's place of business and 
purchases made at gift shops operated by the employer, where the employer is a 
hospital, college, or university;

(x) pharmacy purchases made at the employer's place of business;  

(xi) tuition, room, board, and fees for pre-school, nursery, primary, secondary, and/or post- 
secondary educational institutions;

(xii) day care, before-school and after-school care expenses;

(xiii) payments for housing provided at no more than market rates by non-profit hospitals or 
affiliates thereof; and  

(xiv) similar payments for the benefit of the employee.

www.labor.ny.gov
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c) are related to recovery of an overpayment of wages where such overpayment is due to a mathematical 
or other clerical error by the employer. In making such recoveries, the employer shall comply with 
regulations promulgated by the commissioner for this purpose, which regulations shall include, but not 
be limited to, provisions governing: the size of overpayments that may be covered by this section; the 
timing, frequency, duration, and method of such recovery; limitations on the periodic amount of such 
recovery; a requirement that notice be provided to the employee prior to the commencement of such 
recovery; a requirement that the employer implement a procedure for disputing the amount of such 
overpayment or seeking to delay commencement of such recovery; the terms and content of such a 
procedure and a requirement that notice of the procedure for disputing the overpayment or seeking to 
delay commencement of such recovery be provided to the employee prior to the commencement of 
such recovery. 

d) repayment of advances of salary or wages made by the employer to the employee. Deductions to cover 
such repayments shall be made in  accordance with regulations promulgated by the commissioner for 
this purpose, which regulations shall include, but not be limited to, provisions governing: the timing, 
frequency, duration, and method of such repayment; limitations on the periodic amount of such 
repayment; a requirement that notice be provided to the employee prior to the commencement of such 
repayment; a requirement that the employer implement a procedure for disputing the amount of such 
repayment or seeking to delay commencement of such repayment; the terms and content of such a 
procedure and a requirement that notice of the procedure for disputing the repayment or seeking to 
delay commencement of such repayment be provided to the employee at the time the loan is made. 

  2. Deductions made in conjunction with an employer sponsored pre-tax contribution plan approved by the IRS  
or other local taxing authority, including those falling within one or more of the categories set forth in  
paragraph b of subdivision one of this section, shall be considered to have been made in accordance  
with paragraph a of subdivision one of this section. 
   

  3. a. No employer shall make any charge against wages, or require an employee to make any payment by    
       separate transaction unless such charge or payment is permitted as a deduction from wages under the  
       provisions of subdivision one of this section or is permitted or required under any provision of a current  
       collective bargaining agreement. 

     b. Notwithstanding the existence of employee authorization to make deductions in accordance with  
subparagraphs (iv), (ix), and (x) of paragraph b of subdivision one of this section and deductions 
determined by the commissioner to be similar to such deductions in accordance with subparagraph (xiv) of 
paragraph b of subdivision one of this section, the total aggregate amount of such deductions for each pay 
period shall be subject to the following limitations: (i) such aggregate amount shall not exceed a maximum 
aggregate limit established by the employer for each pay period; (ii) such aggregate amount shall not 
exceed a maximum aggregate limit established by the employee, which limit may be any amount (in ten 
dollar increments) up to the maximum amount established by the employer under subparagraph (i) of this 
paragraph; (iii) the employer shall not permit any purchases within these categories  of deduction by the 
employee that exceed the aggregate limit established by the employee or, if no limit has been set by the 
employee, the limit set by the employer; (iv) the employee shall have access within the workplace  to  
current  account  information  detailing individual expenditures within these categories of deduction and a 
running total of the amount that will be deducted from the employee's pay during the next applicable pay 
period. Information shall be available in printed form or capable of being printed should the employee wish 
to obtain a listing. No employee may be charged any fee, directly or indirectly, for access to, or printing of, 
such account information. 

   c. With the exception of wage deductions required or authorized in a current existing collective bargaining   
agreement, an employee's authorization for any and all wage deductions may be revoked in writing at any 
time. The employer must cease the wage deduction for which the employee has revoked authorization as 
soon as practicable, and, in no event more than four pay periods or eight weeks after the authorization has 
been withdrawn, whichever is sooner. 
   

4.  Nothing in this section shall justify noncompliance with article three-A of the personal property law relating to 
assignment of earnings, with section two hundred twenty-one of this chapter relating to company stores or with 
any other law applicable to deductions from wages. 

5.  There is no exception to liability under this section for the unauthorized failure to pay wages, benefits or wage 
supplements.  

     



LS 605 (9/23)           Page 3 of 3 
 

 
  
For more information, call or write the nearest office of the Division of Labor Standards: 
 

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

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

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

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

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

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

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

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

 





Texas Workforce Commission 
ATTENTION EMPLOYEES

Your employer reports your wages to the Texas Workforce Commission. If you become unemployed or your work 
hours are reduced, you may be eligible for unemployment benefit payments. File online at www.twc.texas.gov or call 
1-800-939-6631. Additional assistance may be available at your local Workforce Solutions Office; please visit the
directory at: www.twc.texas.gov/directory-workforce-solutions-offices-services.

Unemployment Insurance (UI) benefits are available to workers who are unemployed and who meet the requirements of state 
UI eligibility laws.  

To file, you will need to provide your full legal name and your social security number or your authorization to work. 

The Texas Payday Law, Title II, Chapter 61, Texas Labor Code, requires Texas employers to pay their employees who are exempt 
from the overtime pay provisions of the Fair Labor Standards Act of 1938 at least once per month. All other employees must 
be paid at least twice a month and each pay period must consist as nearly as possible of an equal number of days. 

Scheduled paydays: (You must indicate date or dates of the month for employees paid monthly or semi-monthly, and day of 
the week for employees paid weekly or at other times.) 

MONTHLY: SEMI-MONTHLY: WEEKLY: OTHER:

TO EMPLOYERS: Texas Labor Code section 208.001(b) and 40 T.A.C. 815.1(14)(A) & (B) require that this notice, or its equivalent, 
be displayed in a location reasonably calculated to be encountered by all employees, and that an employer provide such 
information, individually, to an employee upon separation from employment. 

To report suspected fraud, waste or abuse of the program call 800-252-3642. 

Y-10C(0420)


















