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ADMINISTRATIVE POLICIES OF THE
MILWAUKEE PUBLIC SCHOOLS

ADMINISTRATIVE POLICY 6.02
EqQuaL EMPLOYMENT OPPORTUNITY

{1} The Milwaukee Public Schools is committed to an equal employment opportunity and non-
discriminatory workplace, in accordance with the taw for all individuals, regardless of race, color,
ancestry, religion, gender, sex, national origin, disability, age, creed, sexual orientation, marital status,
veteran status, or any other statutorily protected class or protected activity. Milwaukee Public Schools
recognizes that equal employment opportunity must remain one of our foremost goals if we are to
ensure a diverse workforce representation of our community. Efforts shall be taken in recruitment and
in alt phases of employment to address under-representation.

(2} Milwaukee Public Schools has an enduring obligation to consider all qualified applicants
from our diverse community. This includes, but is not limited to, all decisions made on recruiting, hiring,
compensation, benefits, training, education, promotions, transfers, layoffs, discipline, termination, and
other conditions of employment.

{3) The Superintendent shall report monthly to the Board the Affirmative Action Report for
hiring and furnish affirmative-action data for resignations and retirements of the staff.

{4)  This policy is in accordance with not only the full intent of the federal, state, and local faws,
but their spirit as well. Milwaukee Public Schools recognizes that equal employment opportunity must
remain one of our foremost goals if we are to ensure the strengthening and growth of our school
district.

History: Adopted 3-2-76; revised 3-29-95, 4-25-06, 9-18-14

Previous Coding: Admin. Policy GBA, prior to May 1995; Admin. Policy 7.02, May 1995-August 1996

Legal Ref.: Civil Rights Act of 1964, as amended, Title V1, TitleVIl; Executive Order 11246, 1965, as amended by Executive Order
11375; Equat Employment Opportunity Act of 1972, Title VII; Education Amendments of 1972, Title [X (P.L. 92-318); 45
CFR, Parts 81, 86 (Federal Register June 5, 1975, August 11, 1975); W. 5. 111.31-111.37 {(WFEA); Laws of Wisconsin
Relating to Public Schools, 118,195, 118.2,

Cross Ref.: Admin. Policy 1.04 Nondiscrimination
Admin. Proc. 6.02 Equal Employment Gpportunity Complaint Procedure

) —
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ADMINISTRATIVE POLICIES OF THE
MILWAUKEE PUBLIC SCHOOLS

ADMINISTRATIVE POLICY 6.04
EmMPLOYEE CODE OF ETHICS

Employees of the Milwaukee Public Schools (MPS), including the Board, recognize that they are
accountable to the citizens of the City of Milwaukee. As such, they shall seek to maintain standards of
high ethical conduct, avoiding both the actuality and appearance of conflict of interest. This code of
ethics is intended to support the employees in the achievement of such standards.

(1} DEFINITIONS

(a) Consufting. “Consulting” is defined as the process or procedure in which an employee of
MPS confers with and works for an educational or commercial agency other than the MPS for a fee or
payment.

{b) Employee. “Employee” is defined as any individual employed by the MPS. including certified,
classified, and non-classified staff, but excluding independent contractors and volunteers.

(c) Immediate Family. “immediate family” represents employees who are related by blood or
by marriage. “Related by blood” is defined as including father, mother, brother, sister, son, daughter,
uncle, aunt, nephew, niece, grandchild, grandparent, or first cousin, and shall include legal
guardianships as well as legal adoptions. “Related by marriage” is defined as including husband, wife,
son-in-law, daughter-in-law, brother-in-law, wives of brothers-in-law, sister-in-law, husbands of sisters-
in-law, father-in-law, mother-in-faw, stepchild, and stepparent.

(d}  Gifts and Gratuities. Gifts and gratuities are defined as any goods or services, excluding
meals, for which a monetary value may be assessed.

(2) GIFTS AND GRATUITIES

{a) Acceptance of gratuities and gifts is discouraged. An employee of MPS may not accept any
gift or gratuity in excess of $25.00 annually from any person, persons, group, or firm that does business
with, or is attempting to do business, with MPS,

{b)  Existing Administrative Policies 6.06 and 8.40, pertaining to employee gift limitations of a
specific character, remain in effect and are not abrogated by this code.

{3) CONSULTING

{a) Employees of MPS may provide compensated services to other institutions, provided that
such activities do not involve MPS rescurces such as equipment, travel, or time, but not limited thereto.
Employees may receive fees and expenses for their services, provided those services are rendered
during the employee’s own time.

(b) If an employee is authorized by a supervisor to render a service to another public or
educational institution and remains on the schoal district payroll and receives an honorarium payment
or gratuity, that sum should be turned over to the school district; otherwise, honoraria for speeches and
public appearances may be accepted by the MPS employees, provided that the speech or appearance is
performed during the employee’s own time.

(c) If consulting work is entered into by an MPS employee for any person, group, or firm that
does business with MPS, and if that MPS employee has a decision-making role or makes
recommendations for purchase, the employee must remove himself/herself from any purchasing or
decision-making process involving that firm.

(4) EMPLOYEE DISCLOSURE

{a) If consulting work is entered into by an MPS employee, or a member of the employee’s
immediate family, for any person, group, or firm that does business with the MPS, it is the responsibility
of that employee to file a disclosure form with the district within 30 days.
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(b} If a firm that does business with or is attempting to do business with the MPS refers an MPS
employee or a member of the employee’s immediate family to another firm or business as a consultant,
the MPS employee must complete the disclosure form available from the Office of Board Governance
within 30 days of accepting that employment. The employee must remove himself/herself from any
purchasing or decision-making process involving either firm.

{5) IMMEDIATE FAMILY DISCLOSURE

{a) If any member of the immediate family of an employee of MPS is employed by or an agent
of a vendor supplying or seeking to supply goods and services to MPS, and if the employee has authority
to recommend or order the purchase of such goods or services, then the employee shall disclose this
relationship on a form supplied by the Office of Board Governance. Failure to make such disclosure
within a reasonable time after such relationship is created or hecomes known may subject the employee
to sanctions.

(b) It is the employee’s obligation to obtain and file a disclosure form whenever any of the
aforementioned consulting activities occur. To facilitate the reporting requirement and clarify the
reporting procedure, the employee should read carefully and complete the disclosure form. The form
should be procured from, and upon completion be submitted to, the Office of Board Governance.

(6) DECISION MAKING

(a} No employee may profit directly from the decision to purchase goods or services by MPS.
Decisions to purchase such goods and services must be free of even the appearance of bias toward a
company or vendor based on remuneration. For that reason, if any employee has authority to
recommend or order the purchase of goods or services, then that employee shall disciose any
involvement with any vendor seeking to supply such goods and services. This includes any consulting
work performed or any honoraria received either personally or by any member of the employee’s
immediate family.

(b)  An employee who has, either personally or through an immediate family member, received
compensation from a vendor seeking to supply goods or services to the MPS shall not make purchasing
decisions to obtain goods or services from that vendor for a period of 18 months from the date of the
last compensation or honorarium received.

(c) An employee recommending purchase or serving on a committee to review goods or
services being offered to MPS must ensure that all necessary disclosures have been made and are
known to the entire committee relative to that employee’s or any immediate family member’s
involvement (consulting or employment with vendors under consideration by the committee. Such
employee must refrain from any vote involving the company or companies from which compensation
has been received within the previous 18 months,

(7) POLITICAL PARTICIPATION

Employees of the MPS are encouraged to participate in the political process. Employees can be
members of, or officers in, a political party. They may contribute to political candidates, either with
financial resources or in donation of services, provided donations do not utilize MPS’s equipment, time,
or work product, MPS employees may allow their names to be used on lists of supporters for candidates
for public office, but such use of employees’ names must not imply MPS’s endorsement.

(8) VENDOR

(a} Vendors are to be treated by employees in a businesslike manner without favoritism.
Employees are not to accept gifts, favors, or other items of value from a vendor, subject to the
exception noted under the paragraph (2}, “Gifts and Gratuities,” of this policy. Employees are not to
request of vendors special discounts, favors, or donations for private use.

ADMINISTRATIVE POLICIES OF THE MILWAUKEE PUBLIC SCHOOLS
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(b) Vendors’ presentations of products or services to employees should be done at MPS sites.
All vendors should be accorded an equal opportunity to make such presentations. If it is necessary to
visit the vendor’'s site to view products, the employee engaged in such travel shall obtain authorization
and funding from the Board or the Board’s designee. Without such authorization, the employee shall
assume any travel or related expenses. Vendors are not ailowed to pay travel or related expenses.

(¢} Employees may not sell or promote the sale of goods and/or services in which the employee
or his/her immediate family would benefit monetarily to MPS. Educational products with a value of less
than $25.00, produced or developed by an employee, may be made available to other employees or
schools in the district if sold for not more than the cost of production.

(9) NEPOTISM

{a) General

No administrator of MPS shall employ under his or her direct supervision or contract with any
person who is related by blood (whether of whole or half-blood) or who is related by marriage to that
administrator of MPS, or use his/her status as an administrator of MPS to influence the employment,
appointment, evaluation, transfer ,or promotion of any such person to a position of employment within
MPS which is subordinate to that administrator.

{b) Definitions

1.  Administrator. For the purposes of this nepotism section, “administrator” of MPS is defined
as any person who is a principal, an assistant principal, a program administrator, a supervisor, a
coordinator, a staffing specialist, a director, an assistant director, a manager, a division/department
head, a Deputy Superintendent, the superintendent, the chief auditor, ar Director of the Office of Board
Governance.

2. Related by Blood. For the purpaoses of this nepotism section, “related by biood” is defined as
including father, mother, brother, sister, son, daughter, uncle, aunt, nephew, niece, grandchild,
grandparent, or first cousin and shall include legal guardianships as well as legal adoptions.

3.  Related by Marriage. For the purposes of this nepotism section, “related by marriage” is
defined as including husband, wife, son-in-law, daughter-in-law, brother-in-law, wives of brothers-in-
law, sister-in-law, husbands of sisters-in-law, father-in-law, mother-in-law, step-child and step-parent.

{c) Falsification of Employment Application

1. it shall be deemed a falsification of an employment application for an applicant for
employment with MPS to fail to disclose that the applicant is related by blood or related by marriage to
any Board member or administrator of MPS as defined in this section. In the event of such falsification,
the Department of Human Resources reserves the right to reject the application for employment.

2. Upan approval by the Board, any administrator of MPS who is found to have violated this
nepotism section shall be subject to appropriate disciplinary action consistent with Board policies, state
statutes, and applicable contracis.

3. This nepotism section shall be applied consistent with all applicable state laws, federal laws,
city ordinances, city service provisions, and other Board policies regarding non-discrimination in
empioyment and employee rules of conduct.

(10) SANCTIONS

(a)  Persons in violation of the provisions of this code of ethics are subject to disciplinary
procedures, up to and including discharge under either this policy or employee contract provisions.

(b) Employees of the MPS are to be alert to the provisions in the Wisconsin Statutes governing
conduct as a public employee, especially in sections 946.12, 946.13, 118.12 and 119.66.

ADMINISTRATIVE POLICIES OF THE MILWAUXEE PUBLIC SCHOOLS
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{¢) These policies do not supersede agreements which are outlined in collective bargaining
agreements. Contracts for the superintendent and the director of the Office of Board Governance shall
comply with the employee code of ethics.

History: Adopted 12-18-91; updated 1994; reaffirmed 4-20-95; revised 1-29-97, 5-26-99
Previous Coding: Admin. Policy BBF, prior to May 1995; Admin. Policy 2.04, May 1995-August 1996
Cross Ref.: Board Rule 119 Contlicts of Interest
Admin, Policy 6.05 Code of Ethics: Employee Notification
Admin. Proc. 6.05 Code of Ethics: Employee Notification
— )
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ADMINISTRATIVE POLICIES OF THE
MILWAUKEE PUBLIC SCHOOLS

ADMINISTRATIVE POLICY 6.07
EMPLOYEE RULES OF CONDUCT

(1} GENERAL

(a) In order to attain its educational and organizational goals in an efficient and effective
manner, the Board believes it is a sound human resources management practice to fully apprise
employees of the conduct that is expected of them. It is the intent of this policy to set district rules
governing all employees and to publish such rules; therefore the Board finds it necessary to promulgate
rules of conduct for its employees, outlining prohibited conduct.

{b} Any employee who violates any district policy, procedure, rule, or regulation, whether
written or unwritten, shall be subject to disciplinary action, which may, but need not, include oral
warnings, written warnings, suspensions without pay, demotion, or any other discipline, up to and
including termination. The nature of the discipline shall depend on the nature of the violation, the
surrounding circumstances, and any other relevant factors.

[2] PROHIBITED CONDUCT
The following list of prohibited conduct does not, and is not intended to, constitute the entire list
of conduct for which discipline may be imposed:

{a) Insubordination, including disobedience, failure, or refusal to carry out directions,
assignments, or instructions

{b) Falsification, unauthorized modification, or alteration of any district documents or
records, including applications for employment, whether by omission or commission

{c} Damage, unauthorized use, possession, or removal of Board property or another
person’s private property

(d) Possession, use, or sale of any lllegal drugs, drug paraphernalia, intoxicants, narcotics,
or any ather controlled substance on or off Board premises

(e) Possession, sale, or use of alcoholic beverages during assigned work hours or while on
Board premises

{f)  Reporting to work impaired by illegal drugs, aicoholic beverages, or intoxicants,
and/or impaired by the unauthorized consumption of prescription drugs or other legal
substance

{g) Hiegal or prohibited possession of firearms or other weapons during assigned work
hours or while on Board premises

(h) Failure, refusal, or negligence in the performance of assigned duties

{i}  Violation of federal, state, and/or local laws/ordinances which are substantiaily job-
related or render the employee unavaifable for work due to incarceration

{iYy  Unauthorized non-charitable or business-related solicitation{s) for any purpose during
assigned work hours or while on Board premises

{k} Unexcused or excessive absenteeism or tardiness, including failure to follow
appropriate reporting procedures

{I} Loafing, loitering, sleeping, or engaging in unauthorized personal business

{m) Failure to comply with health, safety, and sanitation requirements, rules, and
regulations

{n} Threatening, harassing, intimidating, interfering with, coercing, injuring, or using
abusive language toward students, Board employees, or the public

{o} Unauthorized accessing, disclosure, or copying of confidential information or records

{p) Engaging in activity that significantly detracts from the school district’s image or
reputation
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{q) Failure or refusal to comply with school/departmental work rules, policies, or
procedures.

History: Adopted 10-30-96; revised 09-29-99

ADMINISTRATIVE POLICIES OF THE MILWAUKEE PUBLIC SCHOOLS
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ADMINISTRATIVE POLICIES OF THE
MILWAUKEE PUBLIC SCHOOLS

ADMINISTRATIVE POLICY 6.11
ToBAcco PRoDUCTS USE ON BOARD PROPERTY

The use of tobacco products and electronic nicotine-delivery devices, regardless of whether such
devices actually contain nicotine, shall be prohibited at all times on school premises. [The term schoof
premises includes all property owned by, rented by, or under the control of the Board.) The following
process for enforcement of this policy shall be employed.

(1)  Students. Any violation of Board policy by students shall be subject to current discipiinary
- procedures as listed in the manual for parents and students,

(2) Citizens. Citizens who are observed smoking, using tobacco products, or using electronic
nicotine-delivery devices on school district property shall be asked to refrain from doing so. if the
individuals fail to comply with the request, they shall be asked to leave the buiiding and school district
property.

(3) Employees. Employees who improperly use tobacco products or electronic nicotine-delivery
devices shall be subject to disciplinary action in accordance with the Employee Handbook.

History: Adopted 8-20-90; revised 3-29-95, 9-18.2014
Previous Coding: Admin, Policy GBK, prior to May 1995; Admin, Policy 7.11, May 1995-August 1996

Legal Ref.: Wisconsin Act 209, 1989
Handbook: Employee Handbook, 7-1-13

— ) —
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ADMINISTRATIVE POLICIES OF THE
MILWAUKEE PUBLIC SCHOOLS

ADMINISTRATIVE POLICY 6.12
DRUG-FREE WORKPLACE

All Milwaukee Public Schools workplaces and facilities shall be drug-free, safe working
environments for all employees in accordance with the foilowing.

(1) The manufacture, distribution, dispensing, possession, or use of controlled substances by
employees is prohibited in school district buildings, on school premises, and in school-owned vehicles or
any other school-approved vehicle used to transport students to and from school or school activities or
off school property during any school-sponsored or school-approved activity, event, or function.

{2)  All employees in the district shall abide by provisions of this policy. Empiloyees engaged in
the performance of a federal grant shall be required to notify the superintendent of any criminal drug
statute conviction occurring in the workplace within five days of the conviction. The district
administrator shall notify the appropriate federal agency.

{3) Any employee who violates this policy shall be discipiined, up to and including dismissal in
accordance with the provisions of the current collective bargaining agreement or other procedures
established by the Board for non-represented employees.

{4) Any employee convicted of a criminal drug statute violation occurring in the workplace and
not dismissed by the district shall be required to satisfactorily participate in the district’s employee
assistance program. Failure to satisfactorily participate in such program shall result in disciplinary action,
up to and including dismissal in accordance with provisions of the current collective bargaining
agreement or other procedures established by the Board for non-represented employees.

{5) All district empioyees shall be informed of this policy, the dangers of drug abuse, the
district’s employee assistance program, and the penalties that may be imposed upon employees for
drug abuse viclations occurring in the workplace.

History: Adopted 1-15-89; revised 3-29-95

Previous Coding: Admin, Policy GBKA, prior to May 1995; Admin. Policy 7.12, May 1995-August 1936
Legal Ref.: Drug-Free Waorkplace Act of 1988

Cross Ref.: Admin. Policy 6.10 Employee Assistance Program
613 Drug and Alcohol Testing
— ) —
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ADMINISTRATIVE POLICIES OF THE
MILWAUKEE PUBLIC SCHOOLS

ADMINISTRATIVE POLICY 6.13
DRUG AND ALCOHOL TESTING

(1)  In recognition of the devastating impact that drug and alcohol abuse has on society as a
whole, and the potential negative impact it can have on the education of students, the Milwaukee Public
Schools shares a vital interest with the public in providing a safe, drug- and alcohol-free educational
envirenment for its students and a safe, drug- and alcohol-free working environment for its employees.
To ensure a safe learning environment and workplace, and to comply with Department of
Transportation regulations and the Drug-Free Workplace Act, the following shall be adhered to with
respect to drug and alcohol testing for all job applicants and current employees.

(2)  The drug and alcohol policy applies to all full- and part-time employees of the Board. All
employees shall be subject to drug and alcohol testing on a random or reasonable-suspicion basis in
accordance with applicable procedures.

(3) Any employee who operates a commercial motor vehicle — including a full-time, a casual,
or an intermittent or occasional driver — is subject to the commercial driver's license {CDL)
requirement,

(4) All job applicants, prior to the appointment to either a full- or part-time position, shall
submit to a drug test.

(5)  Under this policy, the following conduct by employees is prohibited:

(a) reporting to work impaired by, or under the influence of, alcohol or drugs during
working hours, whether due to on- or off-duty conduct;

(b} engaging in the use, sale, manufacture, or possession of illegal drugs;

{c) engaging in the use, sale, manufacture, or possession of alcohol on Board premises;

{d) refusing and failing to submit to a drug-and-alcohol test as required.

{6) Any employee who violates this policy shall be disciplined, up to and including dismissal in
accordance with the provisions of the MPS Employee Handbook.

{(7) Al district employees shall be informed of this policy, the dangers of drug and alcohol
abuse, the district’s employee assistance program, and the penalties that may be imposed upon
employees for viclations of the policy.

History: Adopted 8-23-95; Revised 9-18-14
Cross Ref.: Admin. Policy 6.10 Employee Assistance Program
6.12 Drug-Free Workplace

—_f —
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ADMINISTRATIVE POLICIES OF THE
MILWAUKEE PUBLIC SCHOOLS

ADMINISTRATIVE POLICY 6.03
ANTI-HARASSMENT/ANTI-BULLYING: STAFF

The District does not tolerate workplace harassment/workplace bullying in any form and will take
necessary and appropriate action to eliminate it, up to and including discipline of offenders. Any
violation shall be dealt with promptly.

(1) HARASSMENT/BULLYING (SEXUAL)

(a) It is the policy of the Milwaukee Public Schools to maintain and to ensure a learning and
working environment free of any form of sexual harassment, unwelcome physical contact of a sexual
nature, and other verbal or physical conduct of a sexual nature. Unwelcome verbal or physical conduct
of a sexual nature includes, but is not limited to, the repeated making of unsolicited, inappropriate
gestures or comments and the display of sexually graphic materials not necessary to the work of
Milwaukee Public Schools. All supervisors who receive reports of sexual harassment and/or sexual
assault complaints shall immediately report such complaints to their immediate supervisors and the
Office of Human Capital.

(b)  Sexual harassment exists when:

1.  submission to such conduct is made either explicitly or implicitly a term or condition
of an individual's employment;

2. submission to or rejection of such conduct by an individual is used as the basis for
employment decisions affecting such individual; or

3. such conduct has the purpose or effect of unreasonably interfering with an
individual’'s work performance or creating an intimidating, hostile, or offensive
working -environment. Harassment on the basis of sex is a violation of federal
regulations under Title VIi, Section 703 for employees, and sections 111.31-111.36 of
Wisconsin’s Fair Employment Law.

{c) The Milwaukee Public Schools views sexual harassment and any associated retaliation to be
among the most serious breaches of workplace conduct and does not tolerate sexual harassment in any
form. The District will take all necessary and appropriate action to discipline offenders, up to and
including fermination.

(2) HARASSMENT/BULLYING (NON-SEXUAL)

{a) The District is committed to maintaining and ensuring a workplace that is free from all other
types of workplace harassment. Harassment based on race or any other statutorily protected class or
protected activity (e.g., religion, age, sex, sexual orientation, or complaint reporting} is unlawful.
Harassment or builying based on gender identity, expression, or nonconformity is specifically prohibited.
Harassment or bullying for any reason is inappropriate and may be grounds for disciplinary action.

{b) The District is committed to taking appropriate action to sustain a work environment free
from any and all types of bullying. Bullying is deliberate or intentional behavior using words or actions
intended to cause fear, humiliation, intimidation, harm, or social exclusion. Bullying often involves
repeated behavior and an imbalance of power.

{c} Bullying behavior is prohibited in all schools, school district buildings, educational
environments, and on District property, including any property or vehicle owned, leased or used by the
District. Bullying is also prohibited when perpetrated through electronic means of communication (e.g.,
by telephone or computer), as is bullying in a non-workplace setting through off-duty speech or
behavior {e.g., personal phone calls) that results in substantial disruption of the workplace.

9.17.2015 Page1of2
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(d)  All employees should report complaints of bullying to their immediate supervisors and/or to
the Office of Human Capital.
History: Adopted 9-28-82; revised 10-30-85, 3-29-95, 4-25-06, 9-18-14, 8-27-15

Previous Coding: Admin. Policy GBAA, prior to May 1995; Admin. Policy 7.03, May 1995-August 1996
Legal Ref.: Federal regulations -Title IX, Sec. 106.31{b), students; Title V§, employees W.S. 111.31-111.37, 118.20, 118.46

Cross Ref.: Admin. Policy 8.02 Student Sexual Harassment
8.52 Bullying
Admin, Proc. 6.03 Anti-Harvassment/Anti-Bullying: Staff
8.02 Student Sexual Harassment
— )
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ADMINISTRATIVE POLICIES OF THE
MILWAUKEE PUBLIC SCHOOLS

ADMINISTRATIVE POLICY 6.32
PEPPER SPRAY: USE OF

No person shall possess or use pepper spray at any time on the premises owned or rented by, or
under the control of, the Board. Any Board employee who violates this policy shall be subject to
discipline.

History: Adopted 4-20-95
Previous Coding: Admin. Policy 7.30, May 1995-August 1996

—_ —
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ADMINISTRATIVE POLICIES OF THE
MILWAUKEE PUBLIC SCHOOLS

ADMINISTRATIVE PoLicy 1.04
NONDISCRIMINATION

(1) No person may be denied admission to or participation in the benefits of any public school
in the Milwaukee Public Schools, or be discriminated against in any curricular, extracurricular, student
service, recreational, or other program or activity, because of the person’s sex, gender, gender identity,
gender expression, gender nonconformity, race, color, national origin, ancestry, creed, religion,
pregnancy, marital or parental status, sexual orientation, or physical, mental, emotional, or learning
disability or handicap, or any other characteristic protected by applicable law, including without
limitation by enumeration: section 118.13, Wis. Stats.; Title IX of the Education Amendments of 1972
(sex); Title V! of the Civil Rights Act of 1964 (race, color, and national origin); and section 504 of the
Rehabilitation Act of 1973 (disability). The district may operate single-gender schools and/or provide
single-gender classes, in accordance with sections 118.13(1) and 120.13{37m), Wis. Stats.

(2) Milwaukee Public Schools is committed to equal employment opportunity and non-
discrimination, as required by the law for all individuals in the MPS workplace regardless of race, color,
ancestry, religion, gender, gender identity, gender expression, gender nonconformity, sex, national
origin, disability, age, creed, sexual orientation, marital status, veteran status, or any other legally
protected characteristic or legally protected activity, such as participation in the complaint process. MPS
will not tolerate illegal treatment based on a protected characteristic or activity.

(3) Discrimination complaints in educational or employment policies and practices shall be dealt
with in an expeditious and forthright manner. The superintendent shall establish procedures to process
alleged discrimination complaints to implement administrative policy.

History: Adopted 03-02-76; Revised 1984, (4-20-95, 11-28-05, 08-28-08, 09-18-14, 08-25-16

Previous Coding: Admin. Policy AC, prior to May 1995

Legal Ref.: Civil Rights Act of 1964, as amended in 1972, Title VI, TitleVik Executive Order 11246, 1965, as amended by Executive
Crder 11375; Equal Employment Opportunity Act of 1972, Title VII; Education Amendments of 1972, Title IX (P.L. 92-

318); 45 CFR, Parts B1, 86 (Federal Register Jure 5, 1975, August 11, 1975); Laws of Wisconsin Relating to Public
Schools, 118,195, 118.2

Cross Ref.: Admin. Proc. 1.04 Nondiscriminaticn
Admin. Policy 6.02 Equal Employment Opportunity
8.01 Student Nondiscrimination
Admin. Proc. 6.02 £qual Employment Opportunity Complaint Procedure
—_ O —
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ADMINISTRATIVE POLICIES OF THE
MILWAUKEE PUBLIC SCHOOLS

ADMINISTRATIVE PoLICY 6.38
THEFT, FRAUD, WASTE, ABUSE, ILLEGAL OR
UNETHICAL BEHAVIOR

(1) INTRODUCTION

The purpose of this policy is to provide employees and citizens with a confidential, secure means to
report suspected theft, fraud, waste, abuse, and illegal or unethical behavior in Milwaukee Public Schools.

(2) DEFINITIONS

(a) “Theft” is the intentional removal of district assets for personal use. District assets include,
but are not Bmited to, cash, checks or other cash equivalents, and tangible assets.

(b) “Fraud” is an intentional deception perpetrated by an individual or individuals or
organization(s), either internally or externally, that results in a tangible or intangible benefit to the
individual({s) or organization{s) that causes detriment to others and/or the District. Fraud includes the false
representation of a matter of fact, whether by words or conduct, by false or misleading statements, or by
concealment of facts that should be disclosed which deceives or is intended to deceive.

(c}) “Waste” is the intentional or unintentional, thoughtless or careless, unauthorized
expenditure, consumption, mismanagement, use, or squandering of assets and/or resources owned or
operated by the District to the detriment or potential detriment of the District. Waste also includes
committing or incurring the expenditure of unnecessary costs due to the inefficient and/or ineffective
design and application of financial and operating processes, automated and computerized systems,
and/or internal controls.

(d) “Abuse” is the excessive or improper use of district assets; the use of district assets in a
manner that is contrary to the natural or legal rules for its use; the intentional destruction, diversion,
manipulation, misapplication, maltreatment, or misuse of district assets; or the extravagant or excessive
use of district assets so as to abuse either one’s position with the District or one’s authority related to
oversight within the District.

(e) “IHegal behavior” is any behavior that is in violation of statute, regulation, or ordinance, which
is criminal in nature and which may also negatively affect the District.

(f)  “Unethical behavior” is any behavior that may create or appear to create a conflict of interest.

{3) EMPLOYEE REPORTING REQUIREMENTS

All Milwaukee Public School officials, chiefs, directors, and managers must report any instances of
suspected theft, fraud, waste, abuse, or other illegal or unethical behavior upon becoming aware of such
activity within the Milwaukee Public Schools. This includes any activity described within this policy,
whether the suspect is an employee, a student, or an outside party. Failure to report any of the activities
noted above may subject the employee to disciplinary action, including — but not limited to — discharge
from employment,

All other employees may report any such instances.

History: Adopted 6-29-2017
Cross Ref.: Admin, Policy 6.04 Employee Code of Ethics
6,05 Code of Ethics
Admin. Proc, 6.05 Code of Ethics

6.07 Employee Rules of Conduct

6.35 Whisteblower Protectons

6.38 Theft, Fraud, Waste, Abuse. Illegal or Unethical Behavior
School Accounting Manuai Theft

-
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ADMINISTRATIVE POLICIES OF THE MILWAUKEE PUBLIC
SCHOOLS

ADMINISTRATIVE PoLIcY 8.02
STUDENT ANTI-SEXUAL HARASSMENT

(1) GENERAL PRINCIPLES

{a) Itisthe policy of MHwaukee Public Schools that the learning environment shall be free of any
form of sexual harassment, unwelcome physical contact of a sexual nature, and other verbal or physical
conduct of a sexual nature,

(b) Sexual harassment is generally defined as any unwelcome sexual advances, requests for
sexual favors, physical contact of a sexual nature, or other verbal conduct or communication of a sexual
nature. Sexual harassment exists when such behavior is so frequent or severe that it negatively impacts
upon a student’s ability to learn, when submission to or rejection of such conduct is used as a basis for
academic decision making, or when submission to or rejection of such conduct is used as a basis for a
student’s participation in honors, awards, extra-curricular programs, or other such opportunities.

(c}) Both victim and the harasser can be either a female or a male, and the victim and harasser
can be the same sex.

(d) It shall be a violation of this policy for any student, teacher, administrator, or other school
personnel of the district to harass a student, teacher, administrator, or other school personnel through
conduct or communication of a sexual nature as defined by this policy.

(2) GENDEREQUITY COORDINATORS
(a)  The superintendent shall designate a Central Services administrator to serve as the gender

equity coordinator for student harassment complaints.
(b}  Avoluntary gender equity coordinator shall be designated at every school.

(3) NOTIFICATION

{a) The administration in all schools in the district shall inform all staff and students of the
adoption of the student sexual harassment policy and provide an orientation with information regarding
the definition of sexual harassment, as well as the complaint procedures to be followed.

(b) The discipline chart of the Parent/Student Handbook on Rights, Responsibility and Discipline
shall include sexual harassment as one of the examples of conduct that violates expectations in the
categorical section “ Physical Safety and Mental Well-Being”:

Examples of Conduct Discipline Action
That Viclates Level*
Expectations Definitions Minimum | Maximum
Sexual Harassment Sexual Harassment is generally defined as any unwelcome sexual
advances, requests for sexual favors, physical contact of a sexual 1 3
nature, or other verbal conduct or communication of a sexual nature.

*Kay
Level 1 = Conference/intervention
Level 2 = Suspension
Level 3 = Referral to the department of parent and student services
Level 4 = Expulsion recommendation

(4) MONITORING AND EVALUATION

This policy shall be reviewed for coherence and appropriateness to the present mission of the
district every five years, consistent with Board Governance Policy.

Printed 7/8/2018 Page 1 of 2
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History: Adopted 7-20-94; Revised 10-31-06, 5-31-18
Previous Coding: Admin. Policy JBAA, prior to May 1995; Admin. Policy 10.02, May 1995-August 1996
Cross Ref.: Admin, Policy 6.03 Sexual Harassment

Admin. Proc. 8.02 Student Sexual Harassment

ADMINISTRATIVE POLICIES OF THE MILWAUKEE PUBLIC SCHOOLS
Printed 7/8/2018



ADMINISTRATIVE POLICIES OF THE
MILWAUKEE PUBLIC SCHOOLS

ADMINISTRATIVE PoLicy 8.52
BULLYING

(1) GENERAL PRINCIPLES

The Milwaukee Public Schools is committed and dedicated to the task of providing a safe
environment for students to attain high academic standards and to promcte healthy human
relationships. Bullying behavior interferes with this mission by obstructing the school district’s ability to
maintain the safety or welfare of students. Bullying interferes with the commitment to a safe
environment for students and adults and disrupts productivity both inside and outside of the classroom.

{2} DEFINITION

(a)  Bullying is deliberate or intentional behavior using words or actions intended to cause fear,
humiliation, intimidation, harm, or social exciusion. Bullying often involves repeated behavior and
involves an imbalance of power. Bullying may be motivated by an actual or perceived distinguishing
characteristic such as, but not limited to, age, national origin, race, ethnicity, religion, sexual orientation,
gender identity/expression/nonconformity, physical attributes, physical or mental ability or disability,
and social, economic, or family status.

(b)  Bullying behavior can be:

. physical (assault, hitting, kicking, theft, etc.};

. verbal (threatening or intimidating language, name-calling, cruel rumors, racist
remarks, etc.);

. indirect {spreading rumors, social exclusion and isolation, using technology in a hurtful
manner — cyber bullying, which includes, but is not limited to, use of email, instant
messaging, text messages, digital pictures or images, cell phones, or website postings);

. builying by proxy (i.e., someone engaging in bullying through another or on behalf of
another); or

. between students and students, students and adults, or adults and adults {see
Administrative Policy 6.03 for bullying involving employees). Included aduits are
defined as, but not limited to, employees, parents, and volunieers.

{3} PROHIBITION

Bullying behavior by an individual student, a group of students, or an adult (including employees
{see Administrative Policy 6.03 for bullying involving employees]} and non-employees) is prohibited in all
schools, in schaol district buildings, in educational environments, and on school district property,
including any property or vehicle owned, leased, or used by the school district. Educational
environments include, but are not limited to, every activity under school supervision. Bullying and
harassment of students or empioyees (see Administrative Policy 6.03 for bullying involving employees) is
also prohibited when perpetrated through electronic means (for example by phone or computer).
Students’ out-of-school speech or behavior that results in a “substantial disruption of the learning
environment” is also prohibited.

(4) PROCEDURE FOR REPORTING AND INVESTIGATION OF BULLYING

(a) It is the responsibility of all students, employees, and other adults who observe or become
aware of acts of bullying to report these acts confidentially to a member of the school staff or
administration.

(b}  The school district will act to investigate all complaints of bullying and will take appropriate
action against any student or adult who is found to have violated this policy.

9.18.2015 Page1of3



Page 2 of 3 Administrative Policy 8.52

{¢) Al schools will follow these procedures for handling reports of bullying when the act
involves a student:

. All staff may receive reports of bullying.

. All reports of bullying must be placed on an Incident Referral Form, which is to be sent
to the principal/school leader.

. Parents/guardians of the accused and the accuser shall be notified by the
principal/school leader that a report has been made.

. The principal/school leader will investigate the report and make a finding. If
necessary, the principai/school leader shall impose appropriate consequences,

(d} In cases involving employee bullying, reports shall be made by contacting the Equal
Employment Opportunity Officer in the Office of Human Capital and following the procedures as
outlined in Administrative Policy 6.03 and the Employee Handbook.

{e) Individuals making such reports in good faith will be supported and protected against
potential retaliation for making such a report.

(fi  The school district will also take appropriate action against any student or adult who
retaliates against any person who makes a good-faith report of alleged bullying or against any person
who testifies, assists, or participates in an investigation or hearing related to such bullying.

(g) The school and the district shall keep the complaint confidential for both the accused and
the accuser, to the extent possible consistent with its investigative responsibilities and consistent with
applicable laws.

(5) SANCTIONS AND SUPPORTS

{a) Where it is determined that a student has participated in bullying behavior in violation of
the policy, the school district may take disciplinary action, including suspension, expulsion, and/or
referral to law-enforcement officials for possible legal action, as appropriate.

(b}  The school district will also take appropriate action against any student of the school district
who retaliates against any person who makes a good-faith report of alleged bullying or against any
person who testifies, assists, or participates in an investigation or hearing related to such bullying.

{c) Whenever possible, attempts will be made to use disciplinary alternatives for students who
engage in bullying or who retaliate against a student who reperts a bullying incident.

(d)  The district will make available evidence-based resources and comprehensive research-
based programs to address bullying. Program support may include coaching training, reporting
templates, surveys and evaluation tools, staff training, student skill training, and program-
implementation support.

{e} Employees found to have participated in bullying behavior or to have been aware that
bullying was taking place and failed to report the behavior are considered to be in violation of
Administrative Policy 8.52(4)(a) and may be subject to disciplinary action as outlined in Administrative
Policy 6.07.

(6} DISCLOSURE AND PUBLIC REPORTING

{a) This policy will be annually distributed to all pupils enrolled in the school district, their
parents and/or guardians, volunteers, and employees in the Parent/Student Handbook on Rights,
Responsibilities and Discipline. 1t will also be distributed to charter and partnership schools and
organizations in the community having cooperative agreements with Milwaukee Public Schoois. The
school district will provide a copy of the policy to any person who requests it.

(b} Records will be maintained by the Department of Family Services on the number of builying
incidents reported through the Incident Referral Form.

History: Adopted 06-24-2010; Revised 9-18-14, 8-27-15
Legal Ref.: W.S. 11846

ADMINISTRATIVE POLICIES OF THE MILWAUKEE PUBLIC SCHOOLS
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Cross Ref.: Handbook an Student Rights and Responsibilities

Admin, Policy 6.03
8.17
8.19
8.22
B8.23
8.31
8.32
Admin. Proc. 8.28
6.03

Anti-Harassment/Anti-Builying

School Rights, Responsibilities and Discipline
Student Conduct

Alcohol Use by Students/Student Drug Abuse
Weapons in the Schools

Student Suspension

Student Expulsion

Student Discipline
Anti-Harassment/Anti-Bullying: Staff

—_ —
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ADMINISTRATIVE PROCEDURES OF THE
MILWAUKEE PUBLiC SCHOOLS

ADMINISTRATIVE PROCEDURE 6.02
EQUAL EMPLOYMENT OPPORTUNITY COMPLAINT PROCEDURE

{1) The Milwaukee Public Schools is committed to equal employment opportunity and a non-
discriminatory workplace, in accordance with board policy, state law {including the WFEA), and federal
law [ including, without limitation by enumeration, Title VI and Title VIl of the Civil Rights Act of 1964, as
amended; the Age Discrimination in Employment Act of 1967, as amended; Title Il of the Genetic
Information Nondiscrimination Act of 2008; Title 1X of the Education Amendments of 1972; the
Americans with Disabilities Act of 1990, as amended; the Rehabilitation Act of 1973, as amended; and
Title 34 C.F.R. Section 104.01, et. seq.) as required by law for all individuals regardless of race, color,
ancestry, religion, gender, sex, national origin, disability, age, creed, sexual orientation, marital status,
veteran status, or any other legally protected characteristic.

{(2) Reasonable goals and specific strategies shall be developed for each job classification in
which groups based on race, gender, or national origin are under-represented to increase the
representation of such groups.

(3) Milwaukee Public Schools will provide reasonable accommodations as required by law to a
qualified individual with a disability to enable such individual to perform the essential functions of the
Milwaukee Public Schools position for which he/she is applying or in which he/she is employed.

{4) Any employee who feels that she/he has been subjected to illegal discrimination under
paragraph (1) of this policy is encouraged to contact her/his immediate supervisor and/or the Equal
Employment Opportunity (EEO) Compliance Officer in the Office of Human Capital with his/her
complaint. The steps identified in this process allow for resolution of complaints of discrimination by the
District Equal Employment Opportunity (EEQ) Compliance Officer or another designee of the Office of
Hurnan Capital, Employee Rights Administration Department. This process is not intended to limit or
prevent individuals from seeking resolution or counseling from other sources.

a.  The process begins with a written complaint and initial interview of the complainant.
The written complaint may be filed with either the complainant’s supervisor or with
the District’s EEO Compliance Officer, in the QOffice of Human Capital {OHC), Employee
Rights Administration Department (ERAD). The complainant should indicate whether
he or she is a Milwaukee Public Schools employee or applicant, the issues involived,
and, if discrimination is alleged, the basis {e.g., race, sex, age} of discrimination.

b. if an employee believes he or she has a dispute with a co-worker or supervisor that
involves discrimination or any other workplace conflict, the employee may request
mediation by submitting a request to the Employee Rights Administration Department
(ERAD), Office of Human Capital. ERAD will determine whether mediation services wiil
be offered. The purpose of voluntary workplace mediation is to allow the parties to
come to an amicable resclution of their workplace dispute. Key parties to the dispute
must voluntarily agree to the mediation process,

(5) The Milwaukee Public Schools does not tolerate discrimination in any form and will take all
necessary and appropriate action to discipline offenders, up to and including termination. Any violation
of this policy shall be dealt with in an expeditious and forthright manner,

History: Adopted 11-24-86; Revised 4-25-06, 9-18-14
Cross Ref.: Admin. Policy 6.02 Equal Employment Opportunity

—_ —
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ADMINISTRATIVE PROCEDURES OF THE
MILWAUKEE PUBLIC SCHOOLS

ADMINISTRATIVE PROCEDURE 6.03
ANTI-HARASSMENT /ANTI-BULLYING: STAFF

(1) GENERAL

The District does not tolerate workplace harassment/workplace bullying in any form and will take
necessary and appropriate action to eliminate it, up to and including discipline of offenders. Any
violation shall be dealt with promptly.

[2] EMPLOYEE COMPLAINT PROCEDURE

{a)  Any employee who feels that she/he has been subjected to sexual harassment or other
forms of workplace harassment/workplace bullying or intimidation should promptly contact her/his
immediate supervisor and/or the Equal Employment Opportunity (EEO) Compliance Officer in the Office
of Human Capital. if the employee believes that the supervisor is the harasser, the employee should
contact the supervisor’s supervisor or the EEQ Compliance Officer. The Milwaukee Public Schools
recognizes the sensitive nature of a sexual harassment incident and the need for confidentiality. All
complaints shall be handled in a manner so as to maintain as far as possible the confidentiality of all
involved parties, including the complainants, the accused, and all witnesses.

{b) No employee who makes a good-faith report (or who assists in inquiries or investigations)
shall be adversely affected in any manner related to his/her employment for having made a complaint
or having assisted in the investigation of a complaint under this section.

{c) Employees who are accused of sexual harassment shall be informed that they have a right
to representation if the Administration believes the nature and circumstances of the accusations could
lead to disciplinary action. Milwaukee Public Schools views sexual harassment and retaliation to be
among the most serious breaches of workplace conduct. As such, MPS will take all necessary and
appropriate action to discipline offenders, up to and including termination.

{d) Employees are strongly encouraged to follow the complaint procedures as outlined above
so that inappropriate conduct can be addressed promptly; however, complaints may alsoc be made to
the U.S. Equal Employment Opportunity Commission and the State of Wisconsin's Department of
Workforce Development, Equal Rights Division.

(3} REPORTING PROCEDURES

All employees who receive sexual harassment and sexual assault complaints shall immediately
report such complaints to their immediate supervisors, their supervisors’ supervisors, or the EEQ
Compliance Officer in the Office of Human Capital.

History: Revised 4-25-06, 5-18-14
Cross Ref.: Admin, Policy 6.03 Anti-Harassment/Anti-Builying: Staff

—_— —
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ADMINISTRATIVE PROCEDURES OF THE
MILWAUKEE PUBLIC SCHOOLS

ADMINISTRATIVE PROCEDURE 6.38
THEFT, FRAUD, WASTE, ABUSE, ILLEGAL OR
UNETHICAL BEHAVIOR

(1) REPORTING THEFT, FRAUD, WASTE, ABUSE, OR ILLEGAL OR UNETHICAL BEHAVIOR

{(a) The Office of Board Governance-Audit Services shall maintain a telephone hotline and
electronic data link for on-line reporting in order to provide any official, employee, vendor, volunteer, or
member of the public the ability to anonymously and confidentially report any suspected theft, fraud,
waste, abuse, o other illegal or unethical behavior.

(b} In addition to a telephone hotline and electronic data link, reports of theft, fraud, waste,
abuse and illegal or unethical behavior will be accepted by email or U.S. mail.

(¢} Reports may be filed anonymously, and Audit Services shall treat such reports confidentially;
however, disclosure to outside agencies or law enforcement may be required in certain cases.

(2) COMMUNICATION OF POLICY

{(a)  The Chief Human Resources Officer or designee shall ensure that this policy is provided to all
active employees as of the effective date of this policy. The Chief Human Resources Officer or designee
shall also ensure that all newly-hired employees receive a copy of this policy.

(b) The Director of the Department of Communications and Outreach or designee shall ensure
that this policy is posted on the Milwaukee Public Schaol’s website. The Director of the Department of
Communications and Outreach shall also ensure that a prominent link to the Milwaukee Public School’s
Audit Services’ reporting tools for theft, fraud, waste, abuse, and other illegal or unethical behavior is
displayed on the Milwaukee Public School’s main webpage.

(3) INVESTIGATIONS OF THEFT, FRAUD, WASTE, ABUSE, OR ILLEGAL OR UNETHICAL
BEHAVIOR

{a} Upon receipt of a report of theft, fraud, waste, abuse, or illegal or unethical behavior, the
Office of Board Governance-Audit Services shall review the report and determine the extent to which an
investigation is warranted. When an investigation is warranted, Audit Services shall conduct the
investigation. When appropriate, Audit Services shall refer the issue to another department, office, or
entity for appropriate action and information.

(b) The Office of Board Governance-Audit Services shall maintain a record of each complaint
received that describes the nature of the investigation and its current status.

(c)  When a full investigation is required, Audit Services shall document the findings and any
recommendations or conclusions in a confidential report.

(4} RECORDS

(a)  Fraud Hotline reports, as well as records pertaining to investigations into theft, fraud, waste,
abuse, or illegal or unethical behavior, shall generally be regarded as confidential. Public access shall not
be granted, except as required by public records law. Access may be granted to law enforcement and
regulatory agencies, as needed.

(b) On an annual basis, the Office of Board Governance-Audit Services shall submit to the
Milwaukee Board of School Directors and the Superintendent a report describing the activities related to
theft, fraud, waste, abuse, and illegal or unethical behavior in the Milwaukee Public Scheools in the
preceding year. Such reports shall also be available to other interested district employees and the general
public on the Milwaukee Public School's main webpage.
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{c} The Office of Board Governance may issue periodic memos to the Board, as needed, to
describe the nature of completed investigations.

{d} Records pertaining to investigations of theft, fraud, waste, abuse, or illegal or unethical
behavior shall be maintained in accordance with the District’s policies and procedures pertaining to
records management.

History: Adopted 6-29-2017
Cross Ref.: Admin. Policy 6.04 Employee Code of Ethics
6.05 Code of Ethics
6.07 Emplovee Rules of Conduct
6.35 Whisteblower Protections
6.38 Theft, Fraud, Waste, Abuse, lllegal or Unethical Behavior
Admin. Proc. 6.05 Code of Ethics
School Accounting Manual Theft

—_
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ADMINISTRATIVE PROCEDURES OF THE
MILWAUKEE PUBLIC SCHOOLS

ADMINISTRATIVE PROCEDURE 8.02
STUDENT SEXUAL HARASSMENT

The following procedures shall be followed concerning student sexual harassment complaints:

(1} SEeEXUAL HARASSMENT BY ANOTHER STUDENT

Step 1

fa) Any student who feels she/he has been subjected to sexual harassment by another student
must contact her/his principal or the gender equity coordinator in her/his school, who will act as a
mediator. The school gender equity coordinater will meet separately with each individual involved in the
complaint. Then a group session between the parties involved in the complaint will be held in an effort
to resolve the complaint on an informal basis.

(b} The informal mediation shall continue for a period of no more than 30 days or until
resolution is achieved, if that is less than 30 days. When the school gender equity coordinator can
resolve the complaint informally, no disciplinary action will be taken. A confidential record of the
proceedings in the informal procedure will be maintained at the school.

(¢} If during the period of mediation, and/or following the 30 day pericd of mediation, the
sexual harassment continues or if the harassment creates a fear of another assault to the victim, the
perpetrator of the sexual harassment should be reported to the Department of Parent and Student
Services for disciplinary action.

Step 2

(a) Folowing the period of 30 days, should mediation efforts at the local level fail, or in the
event that the alleged offender does not follow through with the resolution agreed upon, and the
complaint remains unresolved, the complainant may contact the Central Services administrator
designated as the gender equity coordinator for further resolution.

{b) Written response from the district gender equity coordinator will be forwarded to the
complainant within 10 days, with a copy sent to the school gender equity coordinaior.

(2) HARASSMENT BY EMPLOYEES OR PRIVATE CITIZENS

{a) Any student who feels she/he has been subjected to sexual harassment by any Milwaukee
Public Schaols employee or private citizen must contact her/his principal or the gender equity
coordinator. Such allegations will be handled under the misconduct procedures of the appropriate
collective bargaining agreement or reported to the appropriate authorities.

{b) The district will act to investigate all complaints, either formal or informal, verbal or written,
of sexual harassment and to discipline or take appropriate action against any student, teacher,
administrator, or other school personnel who is found to have violated this policy.

History: Adopted 7-20-94
Cross Ref.: Admin. Policy 8.02 Student Sexual Harassment

—_0 —
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iy MILWAUKEE
MPS PUBLIC SCHOOQOLS

ANTI-HARASSMENT/ANTI-BULLYING POLICY: Staff

The Milwaukee Public Schools does not tolerate workplace harassment/iworkplace bullying in any form.
(See: Admin. Policy 6.03)

1. Harassment/Bullying (Sexual)

It is the policy of the Milwaukee Public Schools to maintain and to ensure learning and working
environments free of any form of sexual harassment, unwelcome physical contact of a sexual nature, and
other verbal or physical conduct of a sexual nature. Unwelcome verbal or physical conduct of a sexual
nature includes, but is not limited to, the repeated making of unsolicited, inappropriate gestures or
comments and the display of sexually graphic materials not necessary to the work of Milwaukee Public
Schools. All supervisors who receive reports of sexual harassment and/or sexual assault complaints shall
immediately report such complaints to their immediate supervisors and the Office of Human Capital.
Harassment on the basis of sex is a violation of federal regulations under Title Vi, Section 703 for
employees, and sections 111.31-111.36 of Wisconsin’s Fair Employment Law.

The Milwaukee Public Schools views sexual harassment and any associated retaliation to be among the
mast serious breaches of workplace conduct and does not tolerate sexual harassment in any form. The
District will take all necessary and appropriate action to discipline offenders, up to and including
termination.

2. Harassment/Bullying {(Non-Sexual)

The District is committed to maintaining and ensuring a workplace that is free from all other types of
workplace harassment. Harassment based on race or any other statutorily protected class or protected
activity {e.g., religion, age, sex, sexual orientation, or complaint reporting) is unlawful. Harassment or
bullying based on gender identity and/or expression is prohibited.

Bullying is also prohibited when perpetrated through electronic means of communication (e.g., by
telephone or computer), as is bullying in a non-workpiace setting through off-duty speech or behavior
(.., personal phone calls) that resuits in substantial disruption of the workplace. All employees should
report complaints of bullying to their immediate supervisors and/or to the Equal Employment Opportunity
(EEQ) Compliance Officer in the Office of Human Capital.

The Milwaukee Public Schoals does not tolerate bullying or harassment in any form and will take all
necessary and appropriate action to efiminate it, up to and including, discipline of offenders.

For further information contact:
Yashica Spears
Employee Rights Administration Department
Office of Human Resources
P.Q. Box 2181, Milwaukee, Wl 53201-2181
(414} 475-8427

Rev 8/2021



MILWAUKEE
PUBLIC SCHOOLS

EQUAL EMPLOYMENT OPPORTUNITY POLICY

The Milwaukee Public Schools is committed to an equal employment opportunity
and non-discriminatory workplace, in accordance with the law for all individuals,
regardless of race, color, ancestry, religion, gender, gender identity, gender
expression, gender nonconformity, sex, national origin, disability, age, creed, sexual
orientation, marital status, veteran status, or any other statutorily protected class
or protected activity. Milwaukee Public Schools recognizes that equal employment
opportunity must remain one of our foremost goals if we are to ensure a diverse
workforce representation of our community. Efforts shall be taken in recruitment
and in all phases of employment to address under-representation.

Milwaukee Public Schools has an enduring obligation to consider all qualified
applicants from our diverse community. This includes, but is not limited to, all
decisions made on recruiting, hiring, compensation, benefits, training, education,
promotions, transfers, layoffs, discipline, termination, and other conditions of
employment.

The Superintendent shall report monthly to the Board the Affirmative Action
Report for hiring and furnish affirmative-action data for resignations and
retirements of the staff.

This policy is in accordance with not only the full intent of the federal, state, and
local laws, but their spirit as well. Milwaukee Public Schools recognizes that equal
employment opportunity must remain one of our foremost goals if we are to ensure
the strengthening and growth of our school district.

For further information contact:
Yashica Spears
Employee Rights Administration Depariment
Office of Human Resources
P.O. Box 2181, Milwaukee, WI 53201-2181
(414) 475-8427
Rev 8/2021
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Know Your Rights:

The U.S. Equal Employment Opportunity Commission (EEOC) enforces Federal laws that protect you from
discrimination in employment. If you believe you’ve been discriminated against at work or in applying for

a job, the EEOC may be able to help.

Who is Protected?

* Employees (current and
former), including managers
and temporary employees

¢ Union members and
applicants for membership
in a union

e Job applicants

What Types of Employment Discrimination
are lllegal?

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

® Race disclosure of genetic tests,

e Color genetic services, or family
.. medical histor

* Religion v)

e Retaliation for filing a
charge, reasonably
opposing discrimination,
or participating in a
discrimination lawsuit,
investigation, or proceeding

¢ National origin

e Sex (including pregnancy,
childbirth, and related medical
conditions, sexual orientation,
or gender identity)

e Age (40 and older)

e Disability

e Genetic information

(including employer requests
for, or purchase, use, or

¢ Interference, coercion, or
threats related to exercising
rights regarding disability
discrimination or pregnancy
accommodation

What Organizations are Covered?

¢ Educational institutions
(as employers)

e Most private employers

e State and local governments
(as employers) ¢ Unions

* Staffing agencies

What Employment Practices can be Challenged
as Discriminatory?

All aspects of employment, including:

e Discharge, firing, or lay-off ¢ Obtaining or disclosing
genetic information of

employees

e Harassment (including
unwelcome verbal or
physical conduct)

Requesting or disclosing medical

« Hiring or promotion information of employees

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

e Assignment

* Pay (unequal wages or
compensation)

e Failure to provide
reasonable accommodation
for a disability; pregnancy,
childbirth, or related medical
condition; or a sincerely-held
religious belief, observance
or practice

Conduct that coerces,
intimidates, threatens, or
interferes with someone
exercising their rights, or
someone assisting or
encouraging someone else

to exercise rights, regarding
disability discrimination
(including accommodation)
or pregnancy accommodation

¢ Benefits

e Job training
e Classification
o Referral

What can You Do if You Believe Discrimination has Occurred?

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

Submit an inquiry through the EEOC’s public portal:
https://publicportal.eeoc.gov/Portal/Login.aspx

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

Visit

Additional information about the EEOC,

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

E-Mail info@eeoc.qov

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




EMPLOYERS HOLDING FEDERAL CONTRACTS OR SUBCONTRACTS

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

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

Gender Identity, National Origin Retaliation

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

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

Any person who believes a contractor has violated its

Asking About, Disclosing, or Discussing Pay nondiscrimination or affirmative action obligations under

OFCCP’s authorities should contact immediately:
Executive Order 11246, as amended, protects applicants and

employees of Federal contractors from discrimination based on The Office of Federal Contract Compliance Programs (OFCCP)
inquiring about, disclosing, or discussing their compensation or U.S. Department of Labor
the compensation of other applicants or employees. 200 Constitution Avenue, N.W.

Washington, D.C. 20210
Disability 1-800-397-6251 (toll-free)
Section 503 of the Rehabilitation Act of 1973, as amended, If you are deaf, hard of hearing, or have a speech disability, please dial
protects qualified individuals with disabilities from discrimination 7—-1-1 to access telecommunications relay services. OFCCP may also
in hiring, promotion, discharge, pay, fringe benefits, job be contacted by submitting a question online to OFCCP’s Help Desk
training, classification, referral, and other aspects of employment  at https://ofccphelpdesk.dol.gov/s/, or by calling an OFCCP regional
by Federal contractors. Disability discrimination includes not or district office, listed in most telephone directories under U.S.
making reasonable accommodation to the known physical or Government, Department of Labor and on OFCCP’s “Contact Us”
mental limitations of an otherwise qualified individual with a webpage at https.//www.dol.gov/agencies/ofccp/contact.

disability who is an applicant or employee, barring undue
hardship to the employer. Section 503 also requires that
Federal contractors take affirmative action to employ and
advance in employment qualified individuals with disabilities
at all levels of employment, including the executive level.

PROGRAMS OR ACTIVITIES RECEIVING FEDERAL FINANCIAL ASSISTANCE

Race, Color, National Origin, Sex Individuals with Disabilities

In addition to the protections of Title VII of the Civil Rights Act Section 504 of the Rehabilitation Act of 1973, as amended,

of 1964, as amended, Title VI of the Civil Rights Act of 1964, as prohibits employment discrimination on the basis of disability
amended, prohibits discrimination on the basis of race, color in any program or activity which receives Federal financial assistance.
or national origin in programs or activities receiving Federal Discrimination is prohibited in all aspects of employment against
financial assistance. Employment discrimination is covered by persons with disabilities who, with or without reasonable

Title VI if the primary objective of the financial assistance is accommodation, can perform the essential functions of the job.
provision of employment, or where employment discrimination

causes or may cause discrimination in providing services under If you believe you have been discriminated against in a program
such programs. Title IX of the Education Amendments of 1972 of any institution which receives Federal financial assistance,
prohibits employment discrimination on the basis of sex in you should immediately contact the Federal agency providing
educational programs or activities which receive Federal such assistance.

financial assistance.
(Revised 6/27/2023)



EMPLOYEE RIGHTS

_EMPLOYEE POLYGRAPH PROTEGTION AGT

“”':f'_l'he Employee Polygraph Protection -*Act_:
;_proh:blts fmost prlvate employers from using

fl_ge detector_ tests elther for pre-employment : e

PROHIBITIONS

EXEMPTIONS

EXAMINEE
RIGHTS

ENFORCEMENT

Employers are generally prohibited from requiring or requesting

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

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

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

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

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

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

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

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

WAGE AND HOUR DIVISION . 1-866-487-9243
UNI"_I“ED _S'!_'ATES DEPARTMENT OF LABOR . = www.dol.gov/agencies/whd
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DERECHOS vet EMPLEADO

LEY PARA LA PROTECCION DEL EMPLEADO
___CONTRA LA PRUEBA DEL | OLIGRAFO -
L La Ley F ara La Pr ' | trala
~ Prueba de Pollgrafo le proh:be ala mayoria de los
~ empleadores del sector privado que utilice pruebas

’-tﬁ_;_.con detectores de __mentlras durante_ el periodo
d -el pleo od __rante-* el servncm_-- de empleo e

PROHIBICIONES Generalmente se le prohibe al empleador que le exija o requiera a un
empleado o a un solicitante a un trabajo que se someta a una prueba
con detector de mentiras, y que despida, discipline, o discrimine de
ninguna forma contra un empleado o contra un aspirante a un trabajo por
haberse negado a someterse a la prueba o por haberse acogido a otros
derechos establecidos por la Ley.

EXENCIONES Esta Ley no afecta a los empleados de los gobiernos federal, estatales
y locales. Tampoco se aplica a las pruebas que el Gobierno Federal
les administra a ciertos individuos del sector privado que trabajan en
actividades relacionadas con la seguridad nacional.

La Ley permite la administracién de pruebas de poligrafo (un tipc de
detector de mentiras) en el sector privado, sujeta a ciertas restricciones,
a ciertos aspirantes para empleos en compafifas de seguridad (vehiculos
blindados, sistemas de alarma y guardias). También se les permite el uso
de éstas a compaiifas gue fabrican, distribuyen y dispensan productos
farmacéuticos.

La Ley también permite la administracion de estas pruebas de poligrafo,
sujeta a ciertas restricciones, a empleados de empresas privadas que
estén bajo sospecha razonable de estar involucrados en un incidente
en el sitic de empleo (tal como un robo, desfalco, efc.) que le haya
ocasionado dafios econdmicos al empleador.

La Ley no substituye ninguna provision de cualquier otra ley estatal
o local ni tampoco a tratos colectivos que sean mas rigurosos con
respacto a las pruebas de poligrafo.

DERECHOS En casos en gue se permitan las pruebas de poligrafo, éstas deben

DE LOS ser administradas bajo una cantidad de normas estrictas en cuanto a

EXAMINADOS su admamstramo'n. y duyacnon. Los examinados tienen un n'L’fmero de .
derechos especificos, incluyendo el derecho de advertencia por escrito
antes de someterse a la prueba, el derecho a negarse a someterse a la
prueba o a descontinuarla, al igual que el derecho a negarse a que los
resultados de la prueba estén al alcance de personas no autorizadas

CUMPLIMIENTO El/La Secretario(a) de Trabajo puede entablar pleitos para impedir
violaciones y puede imponer penas pecuniarias civiles contra los
violadores. Los empleados o solicitantes a empleo también tienen
derecho a entablar sus propios plsitos en los tribunales.

LA LEY EXIGE QUE LOS EMPLEADORES EXHIBAN ESTE AVISO DONDE LOS
EMPLEADOS Y LOS SOLICITANTES DE EMPLEO LO PUEDAN VER FACILMENTE.

DIVISIGN DE HORAS Y SALARIOS . o © 1-866-487-9243

DEPAHTAMENTO DE TRABAJO DE LOS FEUY. www.dol. gov/agencles/whd
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Your Employee Rights
Under the Family and
Medical Leave Act

What is FMLA leave?

The Family and Medical Leave Act (FMLA) is a federal law that provides
sligible employeeas with job-protected lsave for qualifying family and
medical reasons. The LS. Department of Labor's Wage and Hour Division
[WHD) enfarces the FMLA for most employees.

Eligible employees can take up to 12 workweeks of FMLA leave

in a 12-month period for:

The birth, adoption or foster placement of a child with you,

Your serlous mentat or physical health condition that makes you
unable to work,

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

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

.

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

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

FMLA leave is pot paid leave, but you may chooss, or be reguired by your
employer, to use any employer-provided paid leave if your employer's
paid leave policy covers the reason for which you need FMLA leave,

Am | eligible to take
FMLA leave?

You are an eligibte employes if afl of the following apply:
* You wark for a covered employer,
+ You have worked for your emplayer at least 12 months,

+ You have at least 1,250 hours of service for your employer during
the 12 months befaore your ieave, and

= Your employer has at {east 50 employees within 75 miles
of your work location.

Airline flight crew employees have different "hours of service”
requiremants.

You work for a covered employer If pne of the foliowing applies:

You work for a private employer that had at least 50 employees during
at least 20 workweeks in the current or previous calendar year,

You work far an elementary or public or private sscondary school, or

You work for 8 public agency, such as a lecal, state or federal
government agency. Most federal employees are covered by Title [l
of the FML.A, administered by the Office of Personnel Managemant,

How do | request
FMLA leave?

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

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

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

The FMLA does not affect any federal or state law prohibiting
discrimination or suparsede any state or local law or collective bargaining
agreement that provides greater famity or medical leave rights,

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

What does my
employer need to do?

if you are eligible for FMLA leave, your employer must:
Allow you to take job-protected time off work for & qualifying reason,

Continue your group health plan coverage while you are on leave on
the same basis as if you had not taken leave, and

Allow you to return to the same job, or a virtually identical job with
the same pay, benefits and other working conditiens, Including shift
and {ocation, at the end of your leave,

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

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

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

» About your FMLA rights and responsibilities, and

» How much of vour requested ieave, if any, will be FMiA-protected
leave,

Where can | find more
information?

Cail 1-866-487-9243 or visit dol.gov/fmla {o learn mere,

If you believe your rights under the FMLA have been violated, you may
file a compiaint with WHD or file & private lewsuit against your employer
in court, Scan the QR code to learn about our WHD complaint process.,

WAGE AND HOUR DIVISION
UNITED STATES DEPARTMENT OF LABOR

WHI420 REV04/23




EMPLOYEE RIGHTS

UNDER THE FAIR LABOR STANDARDS ACT
FEDERAL MINIMUM WAGE

$7.25 ~--

BEGINNING JULY 24, 2009

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

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

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

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

PUMP AT WORK The FLSA requires empioyers to provide reasonable break time for a nursing employee to express
breast milk for thefr nursing child for one year after the child’s birth each time the employee nesds
to express breast milk. Employers must provide a place, other than a bathroom, that is shieided
from view and free from intrusion from coworkers and the public, which may be used by the
employee to express breast mitk.

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

Clvil money penalties may also be assessed for viclations of the FL8A's chlld labor provisions.
Helghtened civil money penalties may be assessed for each child labor violation that results in
the death or serious Injury of any minor employee, and such assessments may be doubled when
the violatlons are determined to be willful or repeated. The law also prohibits retaliating against or
discharging workers who file & complaint or participate in any proceeding under the FLSA.

ADDITIONAL « Certain occupations and establishments are exempt from the minimum wage, and/or overtime
INFORMATION pay provisions. Certain narrow exemptions also apply to the pump at work requirements.

* Special provisions apply 1o workers in American Samoa, the Commanwaealth of the Northern
Mariana Islands, and the Commenweaith of Puerto Rico.

* Some state laws provide greater employee protestions; employers must comply with both,

» Some employers incorrectly classify workers as "Independent contractors” when"they are
actually employees under the FLSA. It is important td know the difference between the two
because employees {unless exempt) are entitled to the FLSA's minlmum wage and overiime
pay protections and correctly classified independent contractors are not. '

* Certain fuil-time students, student iearners, apprentices, and workers with disabilities may be
paid less than the minimum wage under special certificates Issued by the Department of Labar.

WAGE AND HOUR DIVISION 1-866-487-9243

UNITED STATES DEPARTMENT OF LABOR www.dol.gov/agencies/whd :
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DERECHOS DE LOS TRABAJADORES
BAJo LA LEY DE NORMAS JUSTAS DE TRABAJQ rst-saeseninnies

SALARIO MINIMO FEDERAL

$7.25 -

A PARTIR DEL 24 DE JULIO DE 2009

La ley exige que los empleadores exhiban este cartel donde sea visible por los empleados.

PAGO POR Por lo menos tiempe y medio (12 de ia tasa regular de pago por todas las horas trabajadas en exceso de 40

SOBRETIEMPO en una semana laboral.

TRABRAJO DE Bl empleado tiene que tener por lo menos 16 afios para trabajar en fa mayora de los trabajos no agricolas y

MENORES DE porio menos 18 afios para trabaiar en los {rabajos no agricolas declarados pefigrosos por la Secretarfa de
Trabajo. Los menores de 14 v 16 afios pueden trabajar fuera del horario escolar en varias ccupaciones que no

EDAD sean de manufactura, de mineria, ¥ que no sean peligrosas con ciertas restricciones al hararie de trabajo. Se

aplican distintos reglamentos al empleo agricola,

CRED]TO POR Los empleadores de “empleados que reclben propinas” que cumplan con ciertas condiciones, pueden

PROPINAS reclamar un crédite de salario parcial basade en las propinas recibidas por sus empleados, Los empleadores
les tienan que pagar & los empleados qus reciben proptnas un safarlo en efective de por lo menos $2.13

por hora sl ellos reclaman un crédito de propinas contra su obligacién de pagar el sataric minime. Sl las

propinas recibidas por el empleade combinadas con el salario en efective de por lo menos $2.13 por hora del

empleador no equivalen al salario minimo por hera, el empleador tiene que compensar la diferencia.

EXTRACCION EN laFLSA requiere que los empleadores proporcionen un tiempe de descanse razonable para que un empleado
EL TRABAJO pueda sxtraerse leche de los pechos para elfla bebé que esté amamantande durante un afio después

del nacimiento del/de la nifio(a) cada vez que la empleada necesite extraerse leche. Empieadores deben
proveer un lugar, que no sea un cuario de bafio, que esté coultado de Is vista v libre de intrusion de parte de
compafiercs de trabajo y del pdblico, el cual la empleada podria usar para extraerse leche.

CUMPLIMIENTO  E Departamento tiene Ja autoridad de recuperar salarios retroactivos y una cantidad igual en dafios y
perjuicios en casos de incumplimientos con el salario minimo, scbretiempe y otros incumplimientos. El
Departamento puede littgar y/o recomendar un enjuiciamiento criminal. A los empleadores se les pueden
imponer sanciones pecuniarias civiles por cada incumplimiento dellberado o repstido de las disposictones
de ia ley de! pago del salario minime o de sobretismpo. También se pueden imponer sanciones pecuniarias
civiles por incumplimlento con las disposiciones de la FLSA sobre o trabajo de menores de edad. Ademas,
se pueden impaner sanciones pecuniarias clviles incrementadas por cada incumplimiento con el trabajo de
menores que resulte en ka muerte ¢ una lesién seria de un empleado menor de edad, y tales avaiuaciones
pueden duplicarse cuando se determina que Jos incumplimientos fueron delfberados o repetidos. La ley
también prohfbe tomar represalias o despedir a los rabajaderes que presenten una qusja o qua participen en
cualquier proceso bajo la FLSA.

INFORM AC|6N « Clertas ocupaciones y clertos establecimiantos estén exentos de las disposiclones del salario minimo, y/o

ADICIONAL de ias disposiciones del pago de sobretiempo.

Se aplican disposiciones especiales a trabajadores de Samea Arnericana, del Estado Libre Asoclado de las

Istas Martanas del Norte y del Estadc Libre Asoclado de Puerto Rice.

Algunas leyes estatales praporcionan protecclones mds ampfias a los irabajadores; los empleadores tienen

que cumplit cor ambas.

« Algunos empleadores clasifican incorrectamente a sus trabajadores comoe “contratistas independientes”
cuando en realidad son empleados segin la FLSA. s importants conocer ia diferencla entre Jos dos porque
ios empleados {2 menos que estén exentos) tienen derecho a fas proteccicnes del salario minimo y del
pago de sobretiempo bajo la FLSA y los contratistas correctamente clasificados como independientes no lo
tiener. .

« A ciertos estudiantes de tiempo completo, estudiantes alumnos, aprendices, v trabajadores con
discapacidades se ies puede pagar menos que el salaric minime bajo certificados especiales expedidos por
el Dapartamento ds Trabajo.

DIVISION DE HORAS Y SALARIOS 1-866-487-9243

[
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DEPARTAMENTO DE TRABAJO DE LOS EE.UU. www.dol.gov/agencies/whd




YOUR RIGHTS UNDER USERRA

THE UNIFORMED SERVICES EMPLOYMENT
AND REEMPLOYMENT RIGHTS ACT

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

REEMPLOYMENT RIGHTS HEALTH INSURANCE PROTECTION
You have the right ta be reemployed in your civilian job if you leave that T i you leave your job to perform military service, you have the right
job %0 perform service in the uniformed service and: to elect to canginue your existing employer-biased health plan
) . coverage for you and your dependents for up to 24 manths while in
¥ you ensure that your employer receives advance written or verbal the military.
notice of your service,
¥r you have five years or less of cumulative service in the uniformed ¥ Even if you don't elect to continue coverage during your military
services while with that particular employer, service, you have the right to be reinstated in your employer's
% you return to work or apply for reemployment in a timely manner health plan when you are reemployed, generally without any waiting
after conclusion of service; and periods or exclusions [e.q., pre-existing condition exclusions] except
¥r  you have not been separatad from service with a disqualifying for service-connected ilnesses ar injuries.

discharge or under other than honarable conditions.

ENFORCEMENT

If you are eligible to be reemployed, you must be restared to the job

aﬂﬁtg eneﬁss.you W'.ju‘d have attained if you hagl ngtbbeen absent due to % The U.S. Department of Labor, Veterans Employment and Training

rilitary Service or, in SoMme Gases, a comparanle job. Service (VETS) is authorized to investigate and resolve complaints of
USERRA violations.

RIGHT TO BE FREE FROM DISCRIMINATION AND RETALIATION

¥ For assistance in filing a complaint, or for any other information on
USERRA, contact VETS at 1-866-4-USA-DOL or visit its website al

If you:
« ¢ . ber of the uniformed service: https:/fwww.dol.gov/agencies/vets/. An interactive online USERRA
" Er‘e a paall 3" fpresen hrnenl:. er c::ht & U:' or‘mde senvice; Advisor can be viewed at https://webapps.del.gov/elaws/vetsfuserra
ave applied for membership in the uniformed service; or
¥ are obligated to serve in the uniformed service; ¥ Ifyou file a complaint with VETS and VETS is unable to resolve it, you
th | td . may request that your case be referred to the Department of Justice or
en an employar may neL Geny you: the Office of Special Counsel, asapplicable, for representation.
¥ initial empioymant; 5y dsob the VETS dbri ol acti )
: ou may also bypass the process and bring a civil action against
: :::er:gf:?e:nt:npioyment an employer for violations of USERRA. ?
¥ promotian; or
$r  any benefit of employment

because of this status.

In addition, an employer may not retaliate against anyone assisting in
the enforcemant of USERRA rights, including testifying or making a
staterment in cannection with a proceeding under USERRA, evan if that
person has no service connection.

The rights listed here may vary depending on the circumstances, The text of this notice was prepared by VETS, and may be viewed on the internet at this
address: hitps://www.dol.gov/agencies/vets/programs/userra/poster Federal law requires employers to notify employees of their rights under USERRA, and
employers may meet this requirement by displaying the text of this notice where they custemarily place notices for employaes.
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Lus Qhia Cov Neeg Ua Haujlwm Txog Kev Thov

DWD Wisconsin Cov Nyiaj Poob Haujlwm

Thaumtwg Thiaj Thov Tau

= Koj poob haujlwm lawm,

= Koj cov nyiaj ua haujiwm tau los txhua lub limtiam
raug txo, los yog

= Koj yeej npaj tias koj yuav raug tshem tawm
haujlwm tom ntej hauv 13 lub limtiam.

Tsis paub meej tias koj yuav tsim nyog tau kev
pab? Mus thov kom paub seb koj puas tsim nyog tau.
DWD yog cov tuaj yeem txiav txim siab seb koj puas
tau kev pab.

TSEEM CEEB: Koj yuav tsum ua daim ntawv thov
thawj zaug tsis pub dhau 7 hnub ntawm ghov kawg
ntawm lub listiam uas yog Hnub Sunday rau Hnub
Saturday (calendar week) uas koj xav tau txais Nyiaj
Povhwm Poob Haujlwm (UlI).

Yuav Thov Licas

1. Mus rau my.unemployment.wisconsin.gov

2. Mus nyeem thiab txais cov lus thiab txoj cai
(terms and conditions).

3. Tsim ib lub username thiab password.

Tej zaum koj yuav tau txheeb xyuas koj tus kheej
los ua ib feem ntawm ghov kauj ruam no. Yog tias
koj xav txheeb xyuas koj tus kheej, koj yuav tsis tuaj
yeem ua daim ntawv thov kom txog thaum koj
txheeb koj tus kheej tag tso.

4. Nkag mus nkag rau koj ghov Claimant Portal.
5. Ua koj daim ntawv thov thawj zaug kom tiav.

Thov online thaum lub sijhawm no:

Sunday
Monday — Friday

9:00 a.m. —Ib tag hmo
Ncav Cuag (reachable)
24 xuab moos

Saturday Ib tag hmo — 3:00 p.m.

O

O oooo

Yog xav paub ntxiv txog yuav ua li cas thov
Nyiaj Povhwm Poob Haujlwm, mus rau
dwd.wi.gov/uiben/handbook/hmong.htm
losyog scan ntawm no:

Yam Yuav Tsum Paub Thiaj Thov Tau

Rau kev sau ntawv online:
» Lub npe siv nkag (username) thiab tus lus zais nkag
(password).
» |b txoj kev lees pau (authentication) (tus xovtooj losyog
authenticator app).
= |b tug email chaw nyob siv tau losyog tus lej xovtooj
ntawm tes.
Koj tus chaw nyob tam sim no.
Koj tus lej xaus saus.
Koj daim ntawv tsav tsheb Wisconsin lossis tus lej ntawm
koj daim npav ID (yog koj muaj ib tug).
Koj cov keebkwm ua haujlwm rau 18 lub hlis dhau los,
kuj muaj:
= Cov tswv lag luam lub npe.
= Cov tswv ntiav haujlwm chaw nyob (kuj muaj zip code).
= Cov tswv ntiav haujlwm lej xovtoo;.
= Thawj hnub thiab hnub kawg ntawm kev ua haujlwm
nrog txhua tus tswv ntiav haujlwm.
= Yog vim li cas tsis ua haujlwm nrog txhua tus tswv
ntiav haujlwm.
Yog tias koj xav tau Nyiaj Pab Povhwm Poob Haujlwm (UI)
them los ntawm kev tso nyiaj ncaj gha, koj lub txhab nyiaj,
koj tus lej routing thiab koj tus lej account.
Yog koj yog ib tug tswv cuab ntawm lub union, lub npe thiab
tus naj npawb hauv cheeb tsam ntawm koj lub union hall.
Yog tias koj tsis yog neeg xam xaj Asmeskas (U.S. citizen),
koj tus lej sau npe neeg txawv tebchaws (alien registration
number), daim ntawv naj npawb, thiab hnub tas sijhawm.
Yog tias koj ua tub rog hauv 18 lub hlis dhau los, Form
DD-214.
Yog tias koj yog ib tug neeg ua haujlwm hauv tsoomfwv,
Form SF-50 losyog SF-8.

Xav Tau Kev Pab?

Rau kev mus siv lub computer thiab kev
pabcuam neeg ua haujlwm (workforce
services):

DWD yog ib tus tswv num haujlwm thiab muab kev pab muaj vaj huam sib luag rau sawv
daws. Yog koj muaj ib tus mob xiam hoob khab tsis taus thiab xav tau kev pab rau daim
ntawv no, thov hu rau 7-1-1 rau Wisconsin Relay Service. Thov hu rau Fab Saib Xyuas
Kev Them Nyiaj Thaum Poob Hauj Lwm ntawm (414) 435-7069 lossis hu dawb ntawm
(844) 910-3661 mus thov kom muab daim ntawv no kho ua lwm hom kom koj nyeem tau,
nrog rau ghov kom muab txhais ua lwm hom lus.

Mus xyuas koj ghov Job Center ze tshaj
plaws wisconsinjobcenter.org/directory

Hais Rau Cov Tswv Num: Tag nrho cov tswv num es nyob rau hauv gab lub lav

Wisconsin's Nyiaj Povhwm Poob Haujlwm kev cai lij choj yuav tsum tso saib daim ntawv

Mus nrhiav kev pab siv cov kev pab online
no, losyog koj mus tsis tau online tiag, hu:

Hu rau Wisconsin Lub Chaw Pabcuam Nyiaj
Poob Haujwm (Wisconsin Unemployment
Help Center) ntawm (414) 435-7069 lossis
hu dawb ntawm (844) 910-3661 rau cov
sijhawm ua haujlwm no.

no rau tej thaj tsam es tibneeg ua haujlwm yuav pom nyob rau ntawm txiag ntsia tawv. Yog
cov tswv num tsis muaj ib lub chaws ua haujlwm rau lawv cov tibneeg mus tas li, lawv yuav
tsum muab ib daim ntawv no rau txhua tus tibneeg ua haujlwm. Mus nrhiav kom tau daim
ntawv no ntau ntxiv, mus online rau ntawm: dwd.wi.gov/dwd/publications/ui/notice.htm
losyog hu xovtooj rau (414) 438-7705 thov cov ntawv luam.

Lus Ceebtoom Rau Cov Tibneeg Ua Haujlwm: Txoj cai los ntawm Federal Social
Security hais tias koj yuav tsum muab koj tus Social Security nwaj npawb rau peb. Koj tus
nwaj npawb no yuav ghia hais tias yog koj tiag thiab yuav siv ghia seb koj puas yuav txais

tau nyiaj poob haujlwm. Yog koj tsis muab koj tus Social Security nwaj npawb thaum koj

UCB-7-H-P (R. 10/31/2025)

thov cov nyiaj no, peb yuav pab tsis tau koj.


https://my.unemployment.wisconsin.gov/
https://dwd.wi.gov/dwd/publications/ui/notice.htm
https://www.wisconsinjobcenter.org/directory
https://dwd.wi.gov/uiben/handbook/hmong.htm

Notice to Employees About Applying
for Wisconsin Unemployment Benefits

The directions below are for non-native English speakers who may need to reference
one of the following languages. The text reads:

To ask questions about or to apply for unemployment benefits, call 414-435-7069 between 7:35 AM and 3:30 PM
on Monday - Friday. An interpreter will be provided for Unemployment Insurance services at no cost.

Shqip - Albanian
Pér pyetje lidhur me pérfitimet e papunésisé ose pér t& kérkuar pérfitime papunésie, telefononi:
414-435-7069 nga ora 7:35 paradite deri 3:30 mbasdite nga e héna deri té premten. Do tju vihet né
dispozicion njé pérkthyes falas pér shérbimet e Sigurimit t& Papunésisé.

Bosanski/Hrvatski/Srpski - Bosnian/Croation/Serbian

Za pitanja o beneficijama u toku nezaposlenosti (unemployment benefits) ili da se za njih prijavite,
nazovite 414-435-7069 izmedju 7:35 1 15:30 od ponedelika do petka. Besplatan tumac ¢e biti
obezbeden za usluge osiguranja tokom nezaposlenosti (Unemployment Insurance).

SR "D - Laotian
'-‘nﬂmﬂumgg‘nﬂwmameaﬂuaﬁsa~950ﬁ5Oﬂuaoannﬂwesucmﬁgaumn0531 mﬁmgg
nﬁwsgggcgﬂ%oamﬁﬂungﬂﬂo, T o 414-435-7069 gccr 7:35 T,:ugceﬂ
N1 3:30 Tuacean AL 0 ::megm q:_:qman‘mﬁawﬂaﬂaﬁs‘[.aahmawmuuaﬂﬁu
-m‘ﬁgﬂ‘EUT‘l“IUU“‘ﬂUT\‘WUﬁﬁOSﬁ YowdnaadEnauta Ny zngam

Jezyk polski - Polish
Uzyskaé informacgje o zasitkach dla bezrobotnych albo zlozy¢ podanie o nie mozna dzwonigc na

numer 414-435-7069 miedzy 7.35 a 15.30 od poniedziatku do pigtku. W zatatwianiu spraw
zwigzanych z ubezpieczeniem od bezrobocia zapewniamy bezplatne ustugi ttumacza.

Pycckui - Russian

3anathk BONPOCk 0 Nocobuk no 6eapaboTule Uni NoAaTh 3asBNEHWE O HA3HAYeHUN 3TOro nocobus
MOXHO, MO3BOHUB Mo Tenedonry 414-435-7069 ¢7:35 go 15:30 ¢ noHeaensbHUKA MO NATHALY. YCyTun
nepeBoAYMKa B CBSA3N CO CTpaxoBaHWem ot GespaboTulibl ByayT NpeaocTaBnATLCA GecnnarHo.

Soomaali - Somali

Si aad u codsatid munaafacooyinka shagola’aanta ama aad su'aalo u wedydiisid, waxaad wacdaa
414-435-7069 inta u dhexeeysa 7:35 aroornimo ilaa 3:30 galabnimo ee Isniin ilaa Jimce. Wixii la xiriira
adeegyada Caymiska Shaqola'aanta waxaa si kharash la’aan ah laguugu keeni doona turjubaan.

Tiéng Viét — Vietnamese

Mudn néu cau hdi hoic nap don hwdng tro cép that nghiép, xin goi 414~ 435-7069 tir 7 gior 35 sang
dén 3 g|c 30 chidu, tir thtr Hai dén thtr Sau. Chuing t8i ¢6 phién dich vién mién phi cho nhirng dich vy
Bao hiém Théat nghlep

STATE OF WISCONSIN
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Horas y Horarios del Dia Que Menores
Pueden Trabajar en Wisconsin

Las leyes estatales y federales no limitan las horas en las que menores de 16 afios o mas pueden trabajar, a
excepcion de que no pueden trabajar o no se les debe permitir trabajar durante las horas en las que deben |
aslstir a la escuela bajo el Estatuto de Wisconsin § 118.15,

Las leyes estatales y federales tambien permiten que los menores de menos de 16 afios trabajen hasta siete
dias por semana en el reparto de periddicos y en la agricultura. En la mayoria de otros tipos de trabajos, los
menores de menos de 16 afios solo pueden trabajar seis dfas por semana.

La mayorfa de los empleadores deben obtener permisos de trabajo para menores de 16 afics anfes de pemitir
que {rabajen. Para mas informacion, vea la Guia de Empleo de Menores de Wisconsin, (ERD-4758-P).

Horas hiximas do Trabajopara | Tl S0 ST | P hacta el ol et
de mayo Trabajo

Horas Diarias

Dias sin Clases 8 horas 8 horas

Dias de Clase 3 horas 3 horas
Horas Semanales

Semanas sin Clases 40 horas 40 horas

Semanas de Clase 18 horas 18 horas
Horas Permitidas del Dia 7am-7pm 7am-9pm

Empleadores sujetos tanto a las leyes federales como a las estatales deben cumplir con la seccién mas
exigente de las dos leyes,

Las leyes estatales de trabajo de mencres prohiben que los mencres trabajen durante las horas en las que
deben asistir a la escuela, a excepcion de estudiantes que participen en programas de experiencia labaoral y
orientacién vocacional organizados por su escuela.

Menores de menos de 16 afios estan limitados a las restricciones de horas maximas y de horas permitidas del
dia alin cuando pueden trabajar para mas de un empleador durante ef mismo dfa o [a misma semana.

Menores de menos de 18 afios no pueden trabajar mas de 6 horas consecutivas sin tener un periodo de
comida sin deberes de 30 minutos.

Menoras de 16 y 17 afios de edad que trabajan despues de las 11:00pm deben de tener 8 horas de descanso
entre el fin de un turno y el comiezo del préximo turno.

E] Salario Minimo para menores es $7.25 por hora, Empleadores pueden pagar un *Salario de Oportunidad” de
$5.90 por hora durante los primeros 90 dias de empleo. En el dia 91, el safario debe subir a $7.25 por hora.

Para mas Informaclén sobre las leyes federales de trabajo de menores, llame al (608) 441-5221, o escriba a
U.S. Department of Labor, Wage & Hour, 740 Regent Street, Suite 102, Madison, Wl 53715.

Para més Informacién sobre las leyes estatales de trabajo de menores, lfame a la Equal Rights Division en
Madison al (608) 266-6860 o en Milwaukee al (414) 227-4384.

DEPARTMENT OF WORKFORCE DEVELCPMENT - EQUAL RIGHTS DIVISION
PO BOX 8928 MADISON WI 53708
Telephone: (6G8) 266-6860
\Wehsite; hitps://dwd wisconsin.gov/er/

El Departamento de Desarrollo Laboral provee oporunidades iguales en sus servicios. Si usted necesita
asistencia para tener acceso a los servicios, o necesita materiales en otro formate, por favor péngase en
contacto con nosotros. Las personas sordas o con impedimentos auditivos o del habia pueden llamamos
usando los numeros de TTY provistos.

ERD-9212-P {R. 08/2020)



Hours and Times of Day
Minors May Work in Wisconsin

State and faderal faws do not limit the hours that minors 16 years of age or over may work, except that they may not be employed
or permiited to work during hours of required school atendance under Wis. Stat. § 118,15,

State and federal laws also permit minors under 16 to work up to seven days per week In the delivery of newspapers and
agriculture. In most other types of labor, minars under 16 may only worlk slx days a week.

Most employers must obfain work permits for minors under 16 before permitting them to work, For further information, see the
Wisconsin Employment of Minors Guide (ERD-4758-P),

Maximum Hours of Work for After Lahor Day June 1 through
14 & 15 year-old minors through May 31 Laber Day

Dally Hours

Non-School Days 8 hours 8 hours

Schoal Days 3 hours 3 hours
Weeldy Hours

Non-School Weeks 40 hours 40 hours

Schoal Weeks 18 hours 18 hours
Permitted Time of Day 7am-7pm 7am-3pm

Employers subject fo both federal and state laws must comply with the more stringent section of the two laws.

State child labor laws prohibit work during imes that minors are required fo be in school, except for students participating in work
axperlence and career exploration programs operatad by tha school.

Minors under 16 years of age are limited to the maximum hours and time of day restrictions even though they may work for
mare {han one employer during the same day or week.

Miriors under 14 years of age are allowed to work In certain occupalions (e.g., street trades, agriculture, and work in school
lunch programs, See lhe Wisconsin Employment of Minors Guide, ERD-4758-P, for more detall). These minors are subject to
the same hourly and time of day restrictions as minors who are 14 or 15 years of age.

Minors under 18 years of age may not work more than & sonsecutive hours without having a 30-minute, duty free meal period.

Miriors 16 & 17 years of age who are employed after 11:00 pm must have 8 hours of rest between the end of one shift and the
starl of the next shift.

Minimum Wage for minors is $7.25 per hour. Employers may pay an “Opportunity Wage" of $5.90 per hour for the first 50 days
of amployment. On the 91% day, the wage must increase to $7.25 per hour,

For further information about the federal child labor laws call (608) 441-5221, or wtlte to U.S, Department of Labor, Wage &
Hour, 740 Regant Street, Suite 102, Madlson, Wl 53716,

For further information about the state child laber laws, call the Equal Rights Division In Madison (B08) 266-6860 or Milwaukee
{414) 227-4384,

DEPARTMENT OF WORKFORCE DEVELOPMENT ~ EQUAL RIGHTS DIVISION
PO BOX 8928 MADISON Wt 53708
Telephone; (808) 266-6860
Website: https://dwd.wisconsin.govier/

DWO Is an equal opportunity employer and service provider. If you have a disabllity and need assistance with this
Information. Please contact the Equal Rights Division at (608) 266-6861 to request information In an afternate formal,

including transiated to another language.

ERD-8212-P (R, 08/2020)



TARIFAS DE SALARIO MINIMO DE WISCONSIN
Efectivas el 24 de Julio de 2009

Tarifas Generales De Salario Minimo

Empleados que no son de Oportunidad: Empleados de Oportunidad:
$7.25 Por Hora $5.90 Por Hora

Tarifas De Salario Minimo Para Empleados Que Reciben Propinas

Empleados que no son de Oportunidad: Empleados de Oportunidad:
$2.33 Por $2.13 Por Hora

Nota: “Empleado de oportunidad” se refiere a un empleado que todavfa no tiene 20 afios de edad, el
cual ha estado empleado con el empleador o patrono en particular durante 90 o menos dias de
calendario consecutivos a partir de la fecha en que comenz6 su empleo.

Tarifas De Salaric Minimo Para Empleados Agricolas

Adultos $7.25 Por Hora
Menores $7.25 Por Hora

Tarifas Minimas Para Caddies
9 Hoyos $5.90 18 Hoyos  $10.50

Para mayor informacion péngLase en contacto:

STATE OF WISCONSIN
DEPARTMENT OF WORKFORCE DEVELOPMENT
EQUAL RIGHTS DIVISION
LABOR STANDARDS BUREAU

201 E WASHINGTON AVE ROOM A100 819 N 6th ST

PO BOX 8928 ROOM 723

MADISON WI 53708 MILWAUKEE WI 53203
Telephone: (608) 266-6860 Telephone: (414) 227-4384

Website: hitps://dwd.wisconsin.gov/er/

The Department of Workforce Development is an equal opportunity employer and service provider. If you have
a disability and need to access this information in an alternate format or need it translated to another languags,
please contact us.

ERD-9247-S-P (R, 06/2020)




ASIGNACIONES MAXIMAS POR ALIMENTOS Y ALOJAMIENTO EN WISCONSIN
Efectivas el 24 de Julio de 2009

EMPLEO FUERA DE LA AGRICULTURA

EMPLEADOS QUE NO SON EMPLEADOS DE
DE OPORTUNIDAD OCPORTUNIDAD

$87.00 Por Semana $70.80 Por Semana

Comidas $4.15 Por Comida $3.35 Por Comida

$58.00 Por Semana $47.20 Por Semana

Alojamiento $8.30 Por Dia $6.75 Por Dia

EMPLEO AGRICOLA

Todos los Empleados

$87.00 Por Semana

Comidas $4.15 Por Comida

., $58.00 Por Semana
Alojamiento $8.30 Por Dia

EMPLEO DE CONSEJEROS DE CAMPAMENTO

Salario Semanal para Todos los Empleados

Comida y Alojamiento Comida Solamente Sin Comida ni
Alojamiento
Salario $210.00 $265.00 $350.00

Cuando un empleado acepta y recibe la comida o el alojamiento provisto por el empleador o patrono,
estd permitido que el empleador o patrono deduzca del cheque del trabajador hasta el monto
carrespondiente como se lo indica arriba. Las cantidades deducidas son usadas para determinar si el
empleado esta recibiendo las tarifas de salario minimo requeridas.



Wisconsin Minimum Wage Rates
Effective July 24, 2009 (Wis. Stat. ch, 104)

General Minimum Wage Rates
Non-Opportunity Employees: Opportunity Employees:
$7.25 per Hour $5.90 per Hour
Minimum Wage Rates for Tipped Employees
Non-Opportunity Employees: Opportunity Employees:

$2.33 per Hour $2.13 per Hour

Note: “Opportunity employee” means an employee who is not yet 20 years old and who has been in employment
status with a particular employer for 90 or fewer consecutive calendar days from the date of initial employment.

Minimum Wage Rates for All Agricultural Employees
Adults $7.25 per Hour

Minors $7.25 per Hour

Minimum Rates for Caddies

9 Holes $5.90 18 Holes $10.50

For more information contact:

STATE OF WISCONSIN
DEPARTMENT OF WORKFORCE DEVELOPMENT
EQUAL RIGHTS DIVISION

201 E WASHINGTON AVE, ROOM A100 819 N 6TH 5T ROOM 723
MADISON WI 53703 MILWAUKEE W1 53203

PO BOX 8928
MADISON W1 53708-8928
Telephone: (608} 266-6860 Telephone: (414) 227-4384

Website: https://dwd.wisconsin.gov/er/

The Department of Workforce Development s an equal opportunity employer and service provider. {fyouhave a
disability and need to access this information in an alternate format or need It translated to another language,

please contact us,

ERD-9247-B (R, 06/2020)



WISCONSIN MAXIMUM ALLOWANCES
FOR BOARD AND LODGING

Effective July 24, 2009

NOn'AgnCUIturaI Emplovment e

Opp_,__tumty Employees::.:_;
~$70.80 Per Week

- $3 35 PerMeal =

o ;$58 00 Per Week
| $8 30 Per Day

S $47_ 2'0” Per' wee'k

Agricultural Employment
All Employees:

$87.00 Per Week

Meals
$4.15 Per Meal
Lodging $58 00 Per Week
$8.30 Per Day

Camp Counselor Employment |

e ' r . No Board or Lodgmg .....

When board or lodging provided by an employer is accepted and received by an employee, the employer is
permitted to deduct up to the above amounts from the worker’s paycheck. The amounts deducted are used to
determine if the employee is receiving the required minimum wage rates.



Employee Rights under Wisconsin’s Business
Closing/Mass Layoff Notification Law

Under Wisconsin law, employees have certain rights and employers have certain obligations to give proper
notice ta their employees and others hefore taking certain actions.

What is a “business closing” or “mass layoff?”
A “business closing” requires notice if there is a permanent or temporary shutdown of an employment site or of one or more
facilities or operating units at an employment site or within a single municipality that affects 25 or more employees (not
including “new” or “low-hour” employees).
A “mass layoff” requires notice if there Is a reduction in the workforce that is not a “business closing” and which affects the
following number of employees {excluding new or low hour employees) at an employment site or within a single municipality:
1, At least 25% of the employer's workforce or 25 employees, whichever is greater or
2. At least 500 employees.
Employees are counted if their employment is terminated (not including discharges for cause, voluntary departures, or
retirements), {f they are laid off for more than 6 months, or {f their hours are reduced more than 50 percent during each month
of any 6-month period, as the result of a business closing or mass layoff. New or low-hour employees - who have been
employed for fewer than & of the 12 months preceding the date on which a notice is required or who average fewer than 20
hours of work per weak - are not counted,

Who must provide notice and when?

With certain exceptions, businesses employlng 50 or more persons in the State of Wisconsin must provide written notice 60
days before lmplementing a “business closing” or “mass layoff” in this state. The federal or state government {and their
political subdivisions), charitable or tax exempt institutions and organizations, and independent contractors are not covered
under this law and do not have to provide notice. Additional exceptions exist in various situations involving strikes or
lockouts, sales, relocations, temporary or seasonal employment, unforeseeable circumstances, natural or man-made disasters,
temporary cessation in operations, or businesses in financial trouble.

What employees are entitled to receive notice?
Employees are entitled to receive notice If they are counted as part of “business closing” or “mass layo ff" New or low-hour

employees may also be entitled to receive notice In situations where there is a “business closing” or "mass layaff.”

What can employees recover if notice is required and not given?

If an employer Implements a “business closing” or "mass layoff’ without providing required notice, an affected employee may
recover back pay and benefits for each day that required notice was not provided (up to a maximum of 60 days). An affected
employee may also recover attorney fees and costs tn a lawsuit,

If you have gquestions regarding this law or wish to file a complaint, call or write us at:

STATE OF WISCONSIN
DEPARTMENT OF WORKFORCE DEVELOPMENT
EQUAL RIGHTS DIVISION
201 E WASHINGTON AVE ROOM A100 819 N 6th ST
PO BOX 8928 ROOM 723
MADISON W1 53708 MILWAUKEE WI 53203
Telephone; (608) 266-6860 Telephone: (414) 227-4384

Website: https://dwd.wisconsin.gov/er/

The Department of Workforce Development is an equal opportunity employer and service provider, I[f you havea
disability and need to access this information {n an alternate format or need it translated to another language,

please contact us.

ERD-3006-P (R. 08/2020)




Derechos de los Empleados a Recibir Notificacion de un Cierre de
Negocios y de Despido en Masa bajo la Ley de Wisconsin

La Ley de Wisconsin (Wis. Stat. § 109.07) otorga ciertos derechos a las personas que trabajan en este estado y ciertas
responsabilidades a los negocios que los emplean. Ciertos negocios tienen la obligacién de notificar a los empleados afectados
por escrito antes de mplementar un “cierre de negocio” o despido en masa’, y esos empleados afectados tienen derecho a
recibir esa notificacién

1Qué constituye un "cierre de negocio™?
"Cierre de negocio” es la cesacién, permanente o temporaria, de trabajo en una o mas fibricas, plantas o locales de operacién
en un lugar de empleo o dentro de los limites de una municipalidad, la cual afecta a 25 o més empleados*,

:Qué constituye un "despido en masa"?
"Despido en masa" es una reduccién de la fuerza laboral que no constituye un “cierre de negocios” de acuerdo a su definicién,
la cual afecta, ent un lugar de trabajo o dentro de los lfmites de una municipalidad:
1. Apor lo menos 25 por ciento de la fuerza laboral de! empleador ¢ patrono, o 25 empleados, cualquiera sea la cantidad
més grande*, 0
2. Aporle menos 500 empleados*,

!Cudles son los empleados que el negocio debe contar?

El negocio debe contar a los empleados que despedird o dejard cesantes por mds de 6 meses. También debe contar a aquelltos
empleados cuyas horas serdn reducidas ms del 50 por ciento durante cada mes de cualquier perfodo de 6 meses como
resultado de un clerre de negocio o despido en masa.

;Cudles son los empleados que ef negocio no debe contar?

Empleados nuevos, o sea aquellos que han estado empleados durante menos de 6 meses durante los 12 meses que precedena
la fecha en la cual la notificacidn es requerida,

Empleados con un nitmero hajo de horas de trabajo, o sea aquellos que trabajan un promedio de menos de 20 horas por
semana, ,

1Qué tipo de negocios deben proveer la notificacién requerida por estaley? :Cudndo deben hacerlo?

Con ciertas excepciones, los negocios que emplean 50 o mds personas en el Estado de Wisconsin deben proveer una
notificacién por escrito 60 dias antes de implementar un "cierre de negocio” o un "despido en masa” en este estado.
Excepciones existen en situaciones que envuelven huelgas o paros, ventas, traslados, empleo de temporada o temporal,
circunstancias imprevistas, desastres naturales o de causa humana, cese temporal de operaciones, 0 negocios en dificultades
financieras.

;Qué tipo de organizaciones estdn exentas del requisito de proveer notificacién?

El gobierno federal o estatal (y sus subdivisiones polfticas), instituciones y organizaciones de caridad y las que estén exentas
de impuestos, y los contratistas independientes no estén sujetos a ley y no tienen que dar notificacidn.

;Cudles son los empleados que tienen derecho a ser notificados?

Para tener derecho a recibir una notificacién, un empleado deber haber sido contado como parte del "cierre de negocio” o
"despido en masa". Los empleados nuevas o aguellos con un nimero bajo de horas de trabajo puaden tener derecho ala
notificacién en clertas ocasiones

£ Qué pueden recobrar los empleados si la notificacién es requerida pero no es provista?

Si un negocio implementa un "cierre de negocio” o un "despido en masa” sin proveer Ia notificacién requerida, los empleados
afectados pueden recobrar su paga retrasada y beneficios por cada dfa en que la notificacion requerida no fue provista hasta
un maximo de 60 dfas. Los empleados afectados también pueden recobrar honorarios de abogado o procurador y costos de

litigio o juicio,
Si tiene preguntas acerca de esta ley o desea presentar una queja, lldmenos o escribanos a:

201 E WASHINGTON AVE ROOM A100
PO BOX 8928
MADISON W1 53708

Telephone: {608} 266-6860
Website: https://dwd.wisconsin.gov/er/
Las oficinas estan abiertas 2l piblico de las 7:45 a.m. a las 4:30 p.m. de lunes a viernes.

E! Departamento de Desarrollo Laboral provee oportunidades iguales en sus servicios. Si usted necesita asistencia para tener
acceso a los servicios, o necesita materiales en otro formato, por favor péngase en contacto con nosotros. Las personas sordas
o con impedimentos auditivos o del habla pueden llamarnos usando los ntuneros de TTY provistos.

ERD-9006-S-P {R, 06/2020)




Public Employee Safety andHealth

Authority

Wisconsin statute section 101.055 requires the Wisconsin Department of Safety and Professional
Services to adopt and enforce safety and health standards that will provide protection to public
employees at least equal to that provided to private sector employees under standards promulgated by
Federal Occupational Safety and Health Administration (OSHA).

Inspection

A public employee or public employee representative who believes that a safety or health standard is
being violated, or that a situation exists which poses a recognized hazard likely to cause death or
serious physical harm, may request the department to conduct an inspection. If the requestor so
designates, the identity of the requestor will be kept confidential. If the department decides not to make
an inspection, the requestor will be notified.

A representative of the employer and a public employee representative will be permitted to accompany
the department inspector during the inspection. The employee shall not be discriminated against with
respect to either pay received or withheld for time spent on the inspection.

Enforcement
If the department finds a violation of state standards, abatement orders will be issued to the employer.
The employer shall post a copy of the orders at or near the site of the violations for 3 days or until the
violation is corrected, whichever is longer. Copies of the order will be sent to the top elected official, the
bargaining unit and to the person requesting the inspection.

If the department decides not to issue orders in response to a request, a written notice of that decision
shall be sent to the public employee who requested the investigation. If decisions are disputed they will
be reviewed.

Discrimination

No public employer may discriminate against or discharge any public employee for exercising any right
afforded by his section. A state employee who believes he or she has been discriminated against may
file a complaint with the personnel commission within 30 days of employee’s receipt of knowledge of
the discrimination. A public employee, other than a state employee, may file a complaint with the state
Division of Equal Rights within 30 days.

For more information, contact:

Wisconsin Department of Safety and Professional Services
Industry Services Division

PO Box 7302

4822 Madison Yards Way

Madison, WI 53707

Phone 608-266-2112

Web https://dsps.wi.gov

PUBLICEMPLOYERSARE REQUIRED TO POSTTHISNOTICE
WHERENOTICESTOEMPLOYEES ARE USUALLYPOSTED

SBD-9301P (R.10/2/2023)



Wisconsin Family and Medical Leave
Act

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

Under state law all employers with 50 or more permanent employees must allow employees of either
sex:

« Up to six (6) weeks leave in a calendar year for the birth or adoption of the employee's
child, providing the leave begins within sixteen (18) weeks of the birth or placement of that
child,

« Up to two (2) weeks of leave in a calendar year for the care of a child, spousa, domestic
partner, as defined in § 40.02(21c) or 770.01(1) or parent or a parent of a domestic partner
with a serious health condition.

« Up to two (2) weeks leave in a calendar year for the employee's own serious health
condition.

This law only applies to an employee who has worked for the employer more than 52 consecutive
weeks and for at least 1000 hours during that 52-week period. The law also requires that employees
be allowed to substitute pald or unpaid leave provided by the emplayer for Wisconsin Family and
Medical Leave. Employers may have leave palicles, which are more generous than leaves required

by the law.

A complaint concerning a denlal of rights under this law must be filed within 30 days after the
violation occurs or the employee should have reasonably known that the violation occurred,

whichever is later.

For answers to questions about the law, a complete copy of the law, or to make a complaint
about a denial of rights under the law contact:

STATE OF WISCONSIN
DEPARTMENT OF WORKFORCE DEVELOPMENT
EQUAL RIGHTS DIVISION
201 E WASHINGTON AVE ROOM A100 819 N 6th ST
PO BOX 8928 ROOM 723
MADISON W 53708 MILWAUKEE Wt 53203
Telephone: (608) 266-6860 Telephane; (414) 227-4384

Website: https://dwd.wisconsin.govier/

The Department of Workforce Development is an equal oppartunity employer and service provider, If you have
a disability and need to access this information In an alternate format or need it translated to another language,

please contact us,

ERO-7983-P (R-06/2020)




Ley De Derecho De Ausencia Familiar Y
Médica De Wisconsin

La Seccién 103.10 de la Ley estatal requiere que todas las compaiifas/agencias con mas de
cincuenta (50) empleados pongan este aviso en un sitio visible en el area de trabajo. Las
compafiias/agencias con mas de veinticinco (25) empleados también tienen a obligacién de
poner ala vista un aviso de sus propias reglas para ausencias.

Bajo la ley estatal, todas las compafifas/agencias con mds de cincuenta {50) empleados permanentes tienen que

darles a sus empleados de cualquier sexo:

« hasta seis (6) semanas de derecho de ausencia debida al nacimiento o adopcién de un nifio(a) del
empleado. La ausencia tiene que empezar en las primeras dieciséis (16) semanas del nacimiento o
adopcién del nifio(a).

« hasta dos (2) semanas de derecho de ausencia para cuidar a un hijo(a), esposo(a), pareja de hecho o
padre/madre que sufren de una enfermedad seria.

« hasta dos (2) semanas de derecho de ausencia si el empleado(a) sufre de una enfermedad seria.

Esta ley es aplicable solamente si el empleado(a) ha trabajado para la misma compaiifa/agencia por mis de

cincuenta y dos (52) semanas consecutivas y por lo menos mil (1000) horas durante esas 52 semanas, La ley

también requiere que se permita a los empleados sustituir licencia con paga o impago provista por el empleador o

patrono para el propésito de Ausencia Familiar y Médica de Wisconsin. Las compatfifas/agencias pueden tener

reglas propias que ofrecen perfodos de ausencia mds generosos que los que son requeridos por laley.

Una queja referente a que le hayan negado tos derechos otorgados por esta ley debe presentarse dentro de treinta
(30} dias después de que haya ocurrido la violacién, o de que el empleado(a) deberfa haber sabido, dentro de lo
razonable, que la violacién ocurrié, cualquiera de las dos situaciones haya ocurrido ultima.

Para obtener respuestas a sus preguntas acerca de esta Ley, obtener una copia completa de la Ley,
o para hacer una queja acerca de una violacién de derechos bajo la Ley, pbéngase en contacto con:

STATE OF WISCONSIN
DEPARTMENT OF WORKFORCE DEVELOPMENT
EQUAL RIGHTS DIVISION
201 E WASHINGTON AVE, ROOM A100 819 N 6th ST
PO BOX 8928 ROOM 723
MADISON WI 53708 MILWAUKEE WI 53203
Telephone: (608) 266-6860 Telephone: (414} 227-4384

Website: https://dwd.wisconsin.gov/er/

El Departamento de Workforce Development (Desarrolle de la Fuerza Laboral) no discrimina con respecto
a incapacidad en la provisién de servicios o en el empleo. 51 usted necesita la informacién de este folleto
en un formato diferente, o que se la interpreten, o necesita ayuda para usar el servicio, por favor péngase
en contacto con nosotros. Las personas que son sordas, o tienen dificultad para oir o hablar, pueden
comunicarse usando los nimeros de TTY dados arriba.

ERD-7983-S-P {R. 06/2020}




NOTICE TO WISCONSIN WORKERS WITH
DISABILITIES PAID AT SPECIAL MINIMUM WAGE

Wisconsin Minimum Wage, Hours of Work and Overtime Laws
Generally, employees are covered by Wisconsin's minimum wage and overtime law provisions. The law
requires payment of not less than the minimum wage for all hours worked, and payment of time and one-half
an employee's regular rate of pay for all hours worked over forty in a work week. There may be other
requirements. Child labor law provisions apply to employees under 18 years of age.

Special Minimum Wages under DWD 272.09
Workers whose disabilities impair their ability to perform their work may be employed under a special minimum
wage license issued by the Department of Workforce Development. This establishment has such a license.
The rates must reflect the productivity of the worker compared to the productivity of a worker not disabled for
similar work, and to the wages paid to experienced workers performing the same or similar work in the vicinity.

To be able to pay less than the standard applicable minimum wage, this facility must also have a certificate
under Section 14(c) of the Fair Labor Standards Act (FLSA), issued by the US Department of Labor.

Effective July 22, 2016, the FLSA prevents this establishment from employing persons 24 years of age or
younger at a special minimum wage unless certain conditions are met. The Division of Vocational
Rehabilitation (DVR) will provide documentation that these conditions have been met. DVR will also provide
career counseling and information and referral services designed to promote opportunities for competitive,
integrated employment, regardless of age, to individuals who are known to be employed at special minimum
wages every six months for the first year of the individual's subminimum wage employment and annually
thereafter for the duration of such employment.

Worker Notification
The employer shall inform orally and in writing, each worker with a disability, and parent and/or guardian if
appropriate, of the terms of the special minimum wage license under which the worker is employed.

Review Process, Complaints, or Questions
A request for reconsideration or review under this law must be filed within 60 days after learning of the action.
To file such a request, make a complaint, for answers to questions about the law, or for a complete
copy of the law, contact:

STATE OF WISCONSIN
DEPARTMENT OF WORKFORCE DEVELOPMENT
EQUAL RIGHTS DIVISION

201 E WASHINGTON AVE ROOM A100 819 N 6th ST ROOM 723
MADISON WI 53708 MILWAUKEE WI 53203

PO BOX 8928

MADISON WI 53708-8928

Telephone: (608) 266-6860 Telephone: (414) 227-4384

Website: https://dwd.wisconsin.gov/er/
The Department of Workforce Development is an equal opportunity employer and service provider. If you have
a disability and need to access this information in an alternate format or need it translated to another language,
please contact us:

ERD-9116-P (R. 12/2024)




Employee Protections Against Use of Honesty
Testing Devices (Wis. Stat. § 111.37)

Employers who use honesty testing must display this poster in one or more conspicuous places where
notices to employees are customarily posted.

Under Wisconsin law, requiring or requesting that an employee or applicant take an honesty test (lie detector)
is untawful or heavily regulated. Further, employers may not discriminate against a person who refuses to take

a test or objects to its use.

Exceptions

An employer may request that an employee take a test in connection with an investigation involving economic
loss or injury to a business if the employee is a reasonable suspect.

Honesty tests can be used by law enforcement agencies and certain businesses engaged in providing
security services, alarm systems, and who manufacture, distribute or seli controlled substances.

Employee & Applicant Rights

Any legally permitted honesty test is subject to strict safeguards, including an examinee’s right to proper notice,
the right to discontinue a test at any time and the right to advance written notice of the questions to be asked.

Enforcement

Victims of unlawful honesty testing may file a complaint within 300 days after the date the unfair honesty
testing occurred, at one of the offices below,

STATE OF WISCONSIN
DEPARTMENT OF WORKFORCE DEVELOPMENT
EQUAL RIGHTS DIVISION

STREET ADDRESS:
201 E WASHINGTON AVE ROOM A100 819 N 6th ST ROOM 723
MADISON W1 53703 MILWAUKEE WH 53203

MAILING ADDRESS:
PO BOX 8928
MADISON, W| 53708-8928

Telephone: (608) 266-6860 Telephone: (414) 227-4384

Website: https://dwd.wisconsin.gov/er/

The Department of Workforce Development is an equal opportunity employer and service provider. If you have a
disability and need to access this information in an alternate format or need It translated to another language, please

contact us.

ERD-10861-P (R, 06/2020)



Advance Notice Required When Employers Decide to

Cease Providing a Health Care Benefit Plan

Wisconsin law (Wis. Stat. § 109.075) requires employers who plan to discontinue health care benefits to
current employees, retirees, and dependents of employees or retirees in some instances to provide the
affected individuals with 60 days' notice of the cessation of benefits,

Qs
Al

Which employers must comply with this requirement?
An employer who operates a business enterprise in Wisconsin that employs 50 or mare persons in the
state must provide written notice of its intention to cease providing health care benefits to affected parties.

Who is an affected individual entitled to this notice?
Bmployees, any union representing employees of the business, retirees, and dependents of employees and
retires currently covered by the health care plan are entitled to receive 60 days’ written notice that the

benefits will cease,

Why should an affected person file a complaint about not receiving 60 days’ notice of the cessation
of a health care benefit plan?

A person who did not receive proper notlce may receive either the value of the {nsurance premium(s] for
the period without notice or the actual value of medical expenses incurred during the non-notification

period (maximum of 60 days).

If I have questions concerning this requirement or If 1 wish to file a complaint about not recelving

notice, whom should 1 contact?
Contact either the Equal Rights Division in Milwaukee or Madison listed below.

STATE OF WISCONSIN
DEPARTMENT OF WORKFORCE DEVELOPMENT
EQUAL RIGHTS DIVISION
201 E WASHINGTON AVE, ROOM A100 819 N 6th ST
PO BOX 8928 ROOM 723
MADISON WI 53708 MILWAUKEE W1 53203
Telephone: (608) 266-6860 Telephone: (414} 227-4384

Website: https://dwd.wisconsin.gov/er/

The Department of Workforce Development is an equal opportunity empioyer and service provider. If you have a
disability and need to access this information in an alternate format or need it translated to another fanguage,
please contact us.

ERP~11054-F (R. 06/2020)




Proteccion contra las Represalias para Trabajadores del
Cuidado de la Salud en Wisconsin

Cualquier establecimiento, segln se lo define en s. 647.01 (4), o cualquier hospital, hogar o
residencia de ancianos o enfermos, establecimiento residencial comunitario, hogar o residencia
mantenido por un condado, enfermerfa de un condado, hospital de un condado, sanatorio, clinica u
hospital de salud mental de un condado u otro lugar licenciado o aprobado por el departamento de -
salud y servicios para familias, debe exhibir este anuncio en un lugar (o mas de uno) conspicuo
donde se acostumbra a exhibir anuncios para los empleados.

Bajo la Seccidn 146.997 de los Estatutos de Wisconsin, en su capacidad de empleado de un
proveedor o de un establecimiento que provee cuidado de salud, usted no puede ser disciplinado en
el trabajo coma resultado de haber reportado de buena fe:

« cualquier violacion potencial de 1a ley estatal o federal por el proveedor o por el establecimiento
que provee cuidado de salud, o

» cualquier situacion en la cual se provee cuidado de una manera que viola los reglamentos o leyes
estatales o federales o las narmas clinicas o éticas reconocidas,

La ley cubre los siguientes tipos de reportes: reportes internos a cualquier director, oficial o
supervisor del proveedor o del establecimiento que provee cuidado de salud, o reportes a una
agencia o a una entidad que acredita, certifica, o aprueba al establecimiento o al proveedor, a menos
que una ley prohiba esa revelacion.

Las victimas de represalias ilegales pueden presentar una queja dentro de los 300 dias de que la
represalia o una amenaza de represalia hayan tomado lugar a una de las siguientes oficinas.

Para mayor informacién poéngase en contacto con nosotros:

STATE OF WISCONSIN
DEPARTMENT OF WORKFORCE DEVELOPMENT
EQUAL RIGHTS DIVISION

201 E WASHINGTON AVE ROOM A100 819 N 6th ST

PO BOX 8928 ROOM 723

MADISON WI 53708 MILWAUKEE Wi 53203
Telephone: (608) 266-6860 Telephone; (414) 227-4384

Website: https://dwd.wisconsin.gov/er/

El Departamento de Desarrollo Laboral provee oportunidades iguales en el empleo y en los servicios que
brinda. Si usted tiene una discapacidad y necesita esta informacién en otro formato o si lo necesita fraducido
a otro idioma, por favor pangase en contacto con nosotros. Las personas sordas o con impedimentos
auditives o del habla pueden lamarnos usando los niimeros de TTY provistos en este anuncio.

ERD-12210-3-P (R. 06/2020)




Retaliation Protection for Health Care Workers
in Wisconsin

Any facility, as defined in s, 647.01 (4), or any hospital, nursing home, community based residential
Facility, county home, county infirmary, county hospital, county mental health complex or other place
licensed or approved by the department of health and family services must display this poster in one or
more conspicuous places where notices to employees are customarily posted.

Under section 146.997 of Wisconsin Statutes, as an employee of a health care facility or provider,
you may not be disciplined at werk for good faith reporting of:

« any potential violations of state or federal law by the health care facility or provider,
« any situation where care is provided in a manner that violates state or federal standards, laws, or

recognized clinical or ethical standards.

Covered reporting includes internal reports to any director, officer, or supervisor of the health care
facility or provider, or reports to an agency or body that accredits, certifies, or approves the facility or
provider, unless disclosure is prohibited by law.

Victims of unlawful retaliation may file a complaint, within 300 days of the date the retaliation or threat
of retaliation occurred, at one of the offices below.

STATE OF WISCONSIN
DEPARTMENT OF WORKFORCE DEVELOPMENT
EQUAL RIGHTS DIVISION
201 E WASHINGTON AVE, ROOM A100 819 N 6th ST
PO BOX 8928 ROOM 723
MADISON W1 53708 MILWAUKEE WI 53203
Telephone: (608) 266-6860 Telephone: (414)227-4384

Website: https://dwd.wisconsin.gov/er/

The Department of Workforce Development is an equal opportunity employer and service provider. If you havea
disability and need to access this information in an alternate format or need it translated to another language,
please contact us,

ERD-12210-P (R. 06/2020)




Wisconsin Fair Employment Law

Section 111.31-111.395 Wisconsin Statutes and DWD 218 Wisconsin Administrative Code
requires that all employers prominently display this Poster in ail places of employment.

It is unlawful to discriminate against employees and job applicants because of their:

e« Sex s Use of Lawful Products
« Color s Arrest or Conviction

+ Ancestry « Honesty Testing

= Disability « National Origin

« Marital Status « Pregnancy or Childbirth
e« Race « Sexual Orientation

« Creed (Religion) » Genetic Testing

= Age (40 or Over) » Military Service

+ Declining to Attend a Meeting or Participate in any Communication About
Religious or Political Matters

This law applies to employers, employment agencies, labor unions and licensing agencies.

Employers may not require certain types of honesty testing or genetic testing as a condition of
employment, nor discipline an employee because of the results.

Employees may not be harassed in the workplace based on their protected status nor retaliated
against for filing a complaint, for assisting with a complaint, or for opposing discrimination in the

workplace,
There is a 300-day time limit for filing a discrimination complaint.

For more information or a copy of the law and the administrative rules contact:

STATE OF WISCONSIN
DEPARTMENT OF WORKFORCE DEVELCPMENT

EQUAL RIGHTS DIVISION
201 E WASHINGTON AVE ROOM A100 819 N6TH ST
PO BOX 8928 ROOM 723
MADISON W1 53708 MILWAUKEE W1 53203
Telephone: (608) 266-6860 Telephone: (414) 227-4384

Wehsite: https://dwd.wisconsin.gov/er/

The Department of Workforce Development is an equal oppartunity employer and service provider. If you have
a disability and need to access this information in an alternate format or need it translated to another language,

please contact us.

ERD-4531-P (R. 062020}




Ley De Empleo Justo De Wisconsin

Seccién 111.31-111.395 estatutos de Wisconsin y el cddigo administrativo de DWD 218
Wisconsin requiere que todos los patrones exhiban prominente este cartel en todos los

lugares del empleo.

Es contra la ley el discriminar contra trabajadores(as) o personas que solicitan empleo debido a su:

¢ Sexo s Uso De Productos Legales
s Color « Antecedentes De Arresto O
» Ascendencia Conviccién

» [Impedimento Fisico o Mental « Examenes De Honestidad

o Estado Civil s Nacionalidad De Origen

* Raza « Embarazo O Nacimiento

o Credo (Religion) s Orientacion Sexual

« Edad (40 Y Mayor) « Examen Genético

« Negarse a asistir a una reunién o » Participacién En La Reserva
participar en cualquier comunicacion Militar O Guardia Nacional

("sobre” o “en relacién” con) asuntos
religiosos o politicos

lLas empresas o patrones no pueden requerir ciertos tipos de examenes como condicidén de empleo, ni pueden
disciplinar a un empleado basandose solamente en los resultados de esos examenes.

Los trabajadores no pueden ser hastigados o amendentrados en su lugar de trabajo, ni ser sometidos a
represalias como resultado de presentar una queja, o ayudar con una queja, o por opanerse al discrimen en
&l lugar de emplec.

Esta ley aplica a patrones, lugares de trabajo, agencias de empleo, unicnes laboraies (gremios), y agencias
que certifican o dan licencias, Existe un perfodo Ifmite de 300 dias para presentar una queja.

Para mayor informacién, o para obtener una copia de la ley o del reglamento administrativo, pongase
en contacto con:

STATE OF WISCONSIN
DEPARTMENT OF WORKFORCE DEVELOPMENT
EQUAL RIGHTS DIVISION

201 E WASHINGTON AVE ROOM A100 819 N 6th ST

PO BOX 8928 ROOM 723

MADISON W| 53708 MILWAUKEE Wi 53203
Telephone; (608) 266-6860 Telephone: (414) 227-4384

Website: http://dwd.wisconsin.gov/er/

El Departamento de Workforce Development (Desarrollo de la Fuerza Laboral) no discrimina con respecto a incapacidad
en la provisién de servicios o en el emplec. Si usted necesita la informacion de este folleto en un formato diferente, o que
se la interpreten, o necesita ayuda para usar el servicio, por favor pangase en contacto con nosotros, Las personas que
son sordas, o tienen dificultad para oir o hablar, pueden comunicarse usando los nlmeros de TTY dados arriba

ERD 4531-8-P (R. 06/2020)




WISCONSIN BONE MARROW AND
ORGAN DONATION

LEAVE ACT

Under state law all employers with 50 or more permanent employees must allow employees of
either sex:

® Up to six {6) weeks leave In a 12-month period for the purpose of serving as a bone marrow or
organ donor, provided that the employee provides his or her employer with written verification
that the employee is to serve as a bone marrow or organ donor and so fong as the leave is only for
the period necessary for the employee to undergo the bone marrow or organ donation procedure
and to recover from the procedure.

This {aw applies only to an employee who has worked for the employer more than 52 consecutive weeks
and for at least 1000 hours during that 52-week period. The law also requires that employees be allowed to
substitute paid or unpaid leave provided by the employer for Wisconsin Bone Marrow or Organ Donation
Leave. Employers may have |leave policies, which are more generous than leaves required by the law,

A complaint concerning a denial of rights under this law must be filed within 30 days after the violation
occurs or the employee should have reasonably known that the violation occurrad, whichever is later.

?\For nswerstg yestions

1€
ar?

h

ERD-18114-E-P (06/2020)




LEY DE LICENCIA POR DONACION DE
MEDULA OSEA Y ORGANOS
DE WISCONSIN

Segun la ley estatal, todos los empleadores con 50 empleados permanentes o mids deben permitir
a los empleados de cualquier sexo:

» Hasta seis {6) semanas de licencia en un periodo de 12 meses por ser donante de médula 6sea u
4rgano, siempre que el empleado le dé a su empleador una verificacién por escrito de que el
empleado serd donante de médula ésea o de un drgano y siempre que la licencia sea por el
perfodo necesario para que et empleado se someta al procedimiento de donacién de médula
dsea u drgano y para recuperarse del procedimiento,

Esta ley es aplicable solamente si un empleado ha trabajado para el empleador mas de 52 semanas
consecutivas y por lo menos 1000 horas durante ese periodo de 52 semanas. La ley también requiere que
se permita a los empleados sustituir ficencia paga o impaga proporcionada por el empleador por licencia
por donacidn de médula 6sea u érganos de Wisconsin. Los empleadores pueden tener politicas de licencia
gue son més generosas que las licencias requeridas por la ley.

Una queja referente a la denegacién de los derechos segtn esta ley se debe presentar dentro de fos 30 dias
después de que ocurra la violacién o de que el empleado deba haber sabido, dentro de lo razonable, que fa
violacién ocurrid, lo que haya ocurrido Gitimo.

ERD-18114-E-8-P (06/2020)



lazardous Chemicals in the
Workplace?

You as a public employee have the right, under the Wisconsin public
employees' right-to-know law, to be informed about hazardous chemicals
and substances in the workplace. *

EMPLOYEES MUST BE PROVIDED WITH:

¢ A list of all hazardous chemicals and information on toxic substances,
pesticides, and infectious agents in the workplace.

¢+ Access to Material Safety Data Sheets and container labels.

¢ Formal training in proper procedures for managing hazardous chemicals.

¢ A written chemical hazard communication program.

For more information contact;

Wis. Dept. of Safety and Professional Services
Industry Services Division

1400 E Washington Avenue

Madison, W| 53703

608-266-2112

* State Statute 101.581(1)
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