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Presentation Notes
Aaron welcome 


Disclaimer

This presentation is based on current Ul legislation. Statements are intended for general information and do not have
the effect of law.

Minnesota Unemployment Insurance Law — MN Statutes 268.001 to 268.23 and Administrative Rules 3310 and 3315
can be accessed through our website at ui.mn.gov
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About Unemployment Insurance(Ul)

Reporting wages

How Ul is funded
Reimbursing employers
Between Terms provision
Coaches and referees
Managing your Ul cost

Ul’s connection to Paid Leave


Presenter Notes
Presentation Notes
Added the last bullet about UI’s connection to PL since we added the PL slides. 
Aaron


About Unemployment Insurance (Ul)

e Ul started in 1935 during the Great Depression

* |t’s a big program that’s very cyclical and manages high
volumes of information at a fast page

e Ul primarily does two things:
1. Pay benefits to eligible, unemployed workers

2. Collect wage information and taxes from employers

* Both are important, but the program exists to pay
unemployment benefits to eligible applicants

* What Ul requirement do employers have?



Presenter Notes
Presentation Notes
•Our purpose is to pay unemployment benefits, but that’s only possible because employers pay Unemployment tax or reimbursement. 
•The Unemployment tax (or reimbursement) employers pay goes to the UI Trust Fund.
•Unemployment tax (or reimbursement) can only be used to pay unemployment benefits.
Aaron


Reporting wages

Covered Employment

* Employers are required to report
wages for their covered employment
every quarter

* We call this data submission ‘wage
detail’

* We're not going into the
mechanics of how to report
wages, but we can answer
guestions

* Most employment that is performed

in the state is covered by Ul (but not
all of it)

4/1/2026

Wages

* We will talk about what types of
compensation must be reported as
‘wages’ and which types don’t

e Generally, most payments you make
through your payroll system are wages
— but there are a few exceptions


Presenter Notes
Presentation Notes
•The basic requirement for employers – tell us how much you paid to your employees in covered employment every quarter.
•We call it “wage detail reporting”.
Aaron



Wages to report to Ul — Most Common

Basic rule: Compensation you give to an employee
should be reported to Ul as wages

Wages including but are not limited to:

Salary Cash wages Commissions Bonuses Profit sharing Tips Back pay Sick pay

4/1/2026
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Wages to report to Ul — Less Common

...but you still need to get it right:
v Reasonable value of meals, rent, housing, or any similar advantage
v’ Cash value of any remuneration paid by a means other than cash

v' Payments made under a deferred compensation or cafeteria plan,
discussed in ‘Employee Benefit Plans’ (see ui.mn.gov)

v" Value of any special discount or markdown allowed to an employee on
goods purchased from/services supplied by the employer, even when the
purchases are optional and do not constitute regular or systematic
payment for services

4/1/2026 7
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Reporting wages to Ul

* You must report the wages you paid to each
employee each quarter

* We use this information in several ways:

* To calculate your Ul taxes

"hlwitdv

T

* To calculate unemployment benefits

|

* For economic measures (in summary form)

As basis of other integrity activities

For the Paid Leave Program


Presenter Notes
Presentation Notes
•When employers submit their quarterly wage detail report, they are providing us with a lot of information. We use it that information in several ways.
Aaron and Amber



Reporting wages

* There are several ways to submit wage detail:

* Manual entry — usually small employers

* Copy names and social security numbers from previous quarters — easiest when
things don’t change much

* File upload — multiple options, your payroll software probably helps

e Zero Wage Report — we don’t know if you paid wages or not until you report
* Are you submitting in the method most efficient for you?

e Refer to ui.mn.gov for details

4/1/2026 9
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We suggest you use the WD method that is most efficient for you. We lightly suggest the option be based on the number of employees you have.
•Manual entry - 3 employees or less
•Copy names and social security numbers from previous quarters - If you don’t have must turn over and have 10 or less employees.
•File upload – If you have more than 10 employees – several options.
•Zero Wage Report – Start up companies, be careful!
Aaron and bantering again


Due dates

* Wage detail information and Ul tax are always due one month after the end of
the quarter.

* Must be received on or before the due date

* |f the due date falls on a weekend or legal holiday, the due date becomes
the following business day

15t Quarter 2" Quarter 3" Quarter 4th Quarter
— April 30 — July 31 - October 31 W - January 31

* 4/1/2026 10
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•This is consistent with several other taxes.
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Questions?

Any questions on wage detail reporting?



Ul is NOT forward funded

When an unemployed worker
receives unemployment benefits,
the amount paid to that worker is
recovered from his or her former
employers; either in the next
quarter or over time.

4/1/2026

It depends on the

type of employer:

Taxpaying employers —
assigned a tax rate
based on their past
experience with Ul

Reimbursing
employers — directly
repay the amount paid
to former workers

12
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The trust fund exists for other reasons.
It is supported by taxes.
Two ways funded:
Taxpaying employers and reimbursing employers.
Today we will focus mostly on reimbursing employers.
Aaron



Reimbursing employers

e Reimbursing employers are billed quarterly on a dollar-for-dollar basis for benefits
received by their former employees in the prior quarter

* Only certain types of employers may be reimbursing employers:

 State of MN and political subdivisions such as school districts default to the
‘reimbursement’ method

* Charitable non-profits default to ‘taxpaying’ but can request reimbursing status

* Tribal Governments
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Reimbursing employers are billed quarterly on a dollar-for-dollar basis for benefits received by their former employees in the prior quarter. 
You get a bill in the mail and must pay it by the due date.
Only certain types of employers may be reimbursing employers:
•State of MN and political subdivisions such as school districts default to the “reimbursement” method
•Charitable non-profits default to “taxpaying” but can request reimbursing status
•Tribal Governments
Aaron



Between Terms provision — Use of Educational Wage Credits

* Federal law requires states to limit the use of wage credits from

educational employers during the Between Terms period (summer)
e Most parts of Ul law are about

* It does not make an individual ineligible for Ul benefits eligible/not eligible

* It makes the wages the applicant’s Ul account would be based on * This provision is about
unavailable during the period Between Termes, if: something else; use of wage
credits

* The employee worked in an instructional, research or

administrative capacity, AND * It’s a lot more complicated and
involves parts of Ul most
people never need to think
about

* Has reasonable assurance they are going back to substantially
the same job

* Wages from other types of employment are available during the
period Between Terms

* 4/1/2026 14
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Between Terms….
This is a phrase or set of terms we use in unemployment insurance.
There is a bunch of history behind this whole provision.
It kind of makes sense, kind of doesn’t. We really need to understand the history here to get the full understanding.
This is an odd part of unemployment insurance that came out of federal law.
This deals with the extension of coverage to government employees. Prior to the 1970’s, government workers were not covered under the unemployment insurance program.
Congress pass something complicated as a result of school workers who are off during the summer. 
This is an indirect way of looking at eligibility. Applicants are not ineligible for benefits, per se. 
Wage credits from the school are just not available during the summer months if they expect to go back to substantially the same job next term.
If the applicant has wage credits in a 2nd job, unrelated to the school employment, those wages can be used during the between term period.
People who say school employees are never available over the summer months. It’s never been the case and it still isn’t the case. It is only a limitation on the wage credits.

Amber



Changes to Between Terms

* Between Terms provision changed in 2023

* The change to the Between Terms provision removed the restriction of wage
credits for non-instructional staff beginning with the 2023 Between
Terms period.

* Non-instructional staff who are laid off at the end of a school term will be able
to use their wages credits in the calculation of their benefit account, even if
they are returning to the same or a similar job during the next school term.

* Also removed restriction to exclude wage credits for school contractors

* Provided for some reimbursement of additional costs incurred by schools
(administered by MN Dept of Education)

* 4/1/2026 15
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Presentation Notes
In 2023 there was a law change. It excluded what we call non-instructional staff, from the between terms language. Non-instructional staff primarily relates to paras, support staff, janitors, bus drivers…
This provision also doesn’t apply to contractors who provide bus drivers to schools.
The change removed this one classification of workers from the between terms provision.
Amber


Applying the Between Terms provision

Non-instructional employees:
= The Between Terms provision does not apply

= \Wages earned from an educational institution will be used in the calculation of the weekly benefit
amount

= This means they will likely get benefits, and you will be charged during the Between Terms period
Instructional, research or administrative employees:

= The wages earned from the educational institution will not be used in the calculation of the weekly

benefit amount if the employee does have reasonable assurance of returning to the same or similar
job during the next school term

= The wages earned from the educational institution will be used in the calculation of the weekly

benefit amount if the employee does not have reasonable assurance of returning to the same or
similar job during the next school term

4/1/2026 16
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Non-instructional employees:
•The Between Terms provision does not apply
•Wages earned from an educational institution will be used in the calculation of the weekly benefit amount
•This means they will likely get benefits and you will be charged during the Between Terms period

Instructional, research or administrative employees: 
•The wages earned from the educational institution will not be used in the calculation of the weekly benefit amount if the employee does have reasonable assurance of returning to the same or similar job during the next school term
•The wages earned from the educational institution will be used in the calculation of the weekly benefit amount if the employee does not have reasonable assurance of returning to the same or similar job during the next school term
Amber



Reasonable Assurance

 The employee has a pretty good level of certainty that they will be working
in the next term.

* Reasonable assurance of continued employment may be written, oral,

implied, or established by custom or practice. This can be from ANY school
employer.

 Changes to reasonable assurance during the Between Terms period

* An employee who initially does not have reasonable assurance can get it.

The ability to use their wage credits will be removed once the offer of
similar work is received.

* Conversely, if an applicant has reasonable assurance and then loses it,
their ability to use their wage credits returns.


Presenter Notes
Presentation Notes
What does ‘reasonable’ mean? It doesn’t mean perfect, it doesn’t have to be perfect, just means not absolute or a guarantee, just a reasonable expectation to be returning to work.
Must be from someone who has the authority to tell them.
Can be oral or written.
Typically done before the end of the year to inform of their status the next school term.
Reasonable assurance CAN disappear over the summer.
Provide example of a substitute. They are considered instructional.
Amber


‘Substantially less favorable’ employment

* What if an instructional staff has reasonable assurance of continued employment
in the following term, but for a much different job?

* Wage credits can be used if the work will be “substantially less favorable”

 New employment may be substantially less favorable if the new employment:
e Offers a significant reduction in compensation or benefits
* Moves from full-time to part-time
* Represents a demotion
* Significantly shortens the duration of employment


Presenter Notes
Presentation Notes
Money is one of the things we look at.
New employment may be substantially less favorable if the new employment: 
Offers a significant reduction in compensation or benefits
Moves from full-time to part-time
Represents a demotion
Significantly shortens the duration of employment
Amber


‘Substantially less favorable’ employment

What is NOT substantially less favorable?

* Having to teach at a new grade level or different subject is NOT considered

‘substantially less favorable’, even though it may require a steep learning curve to
do the job.

 Summer school is not considered part of the academic year. It is NOT part of the
comparison when we determine if work offered for the next academic year is
‘substantially less favorable’.

A reduction from a 12-month schedule to a 9-month schedule is NOT considered
‘substantially less favorable’.

* 4/1/2026 19
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Presentation Notes
What is NOT substantially less favorable?
Having to teach at a new grade level or different subject is NOT considered “substantially less favorable”, even though it may require a steep learning curve to do the job.
Summer school is not considered part of the academic year. It is NOT part of the comparison when we determine if work offered for the next academic year is “substantially less favorable.”
A reduction from a 12-month schedule to a 9-month schedule is NOT considered “substantially less favorable.”

Amber


What about break periods within the school term?

Within Terms breaks (winter and spring) works similarly to Between Terms but does
not take in to account the type of work an employee does.

* Regardless of the type of job an employee has, the wages the applicant’s Ul
account are based on are unavailable during the period Within Terms if the
employee is going back to substantially the same job after the break

* Wages from other types of employment are available during the period Within
Terms just like they are Between Terms.

* 4/1/2026 20
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Presentation Notes
Similar provision applies to the breaks. We call this ‘within terms’ and the other is ‘between terms’.
The week must start with the week not having school open, and end with the week not having school open.
Must be a full week off to be considered a week between terms period.
Between terms no longer applies to non-instructional staff.
BUT within terms provision DOES apply to non-instructional staff.
This part of the law did not change.
Amber


.. N
W'’

Unemployment benefits may
not be paid to an applicant
based on
coaching/athletic/training/refer
ee employment during the
period between two successive
sport seasons, or similar
periods, if:

1. the applicant was so employed in

the prior season or similar period,
AND

2. there is a reasonable assurance
that the applicant will be so
employed in the following season or
similar period.

Coaches and referees

This subdivision applies to a
coach employed by an
educational institution whose
only employment with the
educational institution is as a
coach.

L

Both the coaching and between
terms provisions can apply to
someone who was both a coach
and non-coach for the school

21
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This next session covers coaches, athletes and referees.
You may have someone who only works for you as a coach, or they could work for you as a coach and a teacher.
The same principal applies to coaches, only it would work like this: 
If you work for a school (or are paid by a school) the earnings that you make from that school can’t be used to determine your unemployment benefit amount during the time that the coaching job is not in session IF you have reasonable assurance that you will be returning to the same or similar job (coaching)  in the upcoming school year.
Aaron


Offers of employment

An offer of employment occurs when an employer offers an individual a job
(d Must be a real (bona fide) job

d Can’t be just a chance for a job or a sign-up sheet
(J Needs to be a one-to-one offer -- not, “there are openings”
(J Needs to be conveyed to the individual clearly

 There needs to be details
If these elements are not present, no bona fide offer has been made

* Assuming a bona fide offer:
* The offer is either accepted or refused
* Accepted = no problem

* If refused, the question is whether the offered employment was suitable
4/1/2026 22


Presenter Notes
Presentation Notes
Offers of employment are covered under MN law.
There is no special provision for school employers.
Typically, most offers occur AFTER someone applies.
The order of events are pretty clear. All of us here got an offer of employment AFTER we applied for the job.
It’s a bit different here.
The offer has to be for a real job (aka bona fide). It is an actual job. It must actually exist.
Must be more than a sign up sheet or an opening.
Should be details behind the offer.
We have work is not an offer. 
Aaron, I want you to start working on Monday doing XYZ in St. Paul. Here’s what it pays, etc.
Some degree of formality must exist. If it doesn’t, employers can allege all sorts of things which can result in many people getting kicked off of benefits.
If this doesn’t occur, then it may not be considered an actual offer. You can still tell us about it. 
If the work is accepted by the employee, then great!
If it is refused, then we need to look further.
Aaron


Suitability

Mostly compares the offer against labor market and past
employment history for the applicant

Significantly lower net pay is generally not considered suitable

* 4/1/2026 23
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If work is declined, we look to review if the work is considered suitable.
We will review the labor market.
This can tell us if there are jobs in the labor market that have comparable pay and openings.
This isn’t perfect, but it gives us a good idea.
The other test is, is this job offer suitable for the employee?
Not do they like the job.
What are the offer details being made? What did the employee work in the school term?
Large drops in hours or pay may not be considered suitable.
Generally, we look at the conditions of employment, hours and effectively pay.

Amber



* There are times when, as an !
employer, you should not be
“charged” @

* Understanding how \w
unemployment insurance
works can help ensure that

yOU I U | CcOSt your Ul costs are not more
than they should be

Managing
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Managing your Ul tax rate

* You get notified — we tell you when a former employee applies for benefits
* Review the notices and your account
* Raise an Issue if you need to

e Raise an issue when your former employee may not be eligible to receive
unemployment benefits and/or your account shouldn’t be charged

* Itis not necessary to raise an issue if you laid off an employee

 Maintain detailed records — written warnings, dates, etc.

 Respond thoroughly to Ul questionnaires

 Onlyinclude information about the employee in question — Don’t include private
information for other employees (example, SSNs)

* Most issues are raised by applicants — but you need to keep an eye on things too.

4/1/2026 25


Presenter Notes
Presentation Notes
We still send out mail on everything, but everything we mail you is also available inside your account. With lots of people working remotely, we would really like to remind you to look into your online account so you can respond more quickly and more easily. We need to know what you know. Learn to use your online account. It’s fun an you can impress your boss. Questions, talk to us.
Aaron and Amber



Managing your Ul tax rate

Appeal when you receive a

You can see lots of stuff in Determination of Eligibility
DETAILS your Ul account indicating your former
DETAILS APPEALS employee may received Ul

You can view all applicant
DETAILS accounts filed and benefit
charges attributable to you

benefits and you disagree
with the facts or reasoning
of the determination.

Every determination we
make on eligibility and tax
rates is appealable

The employer self-service

REVIEW system is very accurate, but BOthl you arr:d yogr;ormer
BENEFIT it’s always wise to review employee have rights to
CHARGES appeal

charges on your account

4/1/2026 26
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Presentation Notes
Appeal is listed twice.  List it once 
Aaron


Managing your Ul tax rate

How do you know when to raise an issue or appeal a determination to protect your
Ul account?

* In general, Ul provides benefits to people that lose their job due to no fault of
their own

 Basic eligibility requirements for applicants:
d Must have sufficient earnings in their base period (currently $3,900)
(J Must be unemployed or have reduced hours through no fault of their own
d Must be legally authorized to work in the U.S.
J Must be actively seeking suitable work each week

J Must be able and willing to begin suitable work without delay when
offered

4/1/2026 27


Presenter Notes
Presentation Notes
This slide is updated with Oct. 2025 information.
Updated to show the new Oct. 2025 amount - $3900 
Aaron





Presenter Notes
Presentation Notes
You will be asked several true/false questions and then provide an explanation
This may assist you in managing your tax rate and conducting your UI business
Let’s get started!



Ul benefits can be based on
temporary or part-time
employment.

TRUE OR FALSE?



Presenter Notes
Presentation Notes
Amber reads


TRUE

Ul benefits can be based on temporary or part-time employment.
* 53,900 earned any time in 4-quarter “base period”

* The key is that the $3,900 threshold has been crossed

4/1/2026 30


Presenter Notes
Presentation Notes
Updated with Oct. 2025 info. 
Aaron


The longer you keep a new
employee who is struggling to
do their job, the higher your
risk of increased Ul cost.

TRUE OR FALSE?
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TRUE

The longer you keep a new employee who is struggling to do the job, the higher your risk of
increased Ul cost.

e Time does two things:
* The longer you allow an unwanted behavior to continue, the less likely it can be treated as
misconduct.
* The longer someone works for you, the greater the amount of potential future benefit charges
that will be attributed to you.

e The more money you paid the employee during the base period, the greater the potential impact
on your experience rate.

* 52
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Presentation Notes
True.  
Benefits are based on what the applicant was paid by all employers in their 4-quarter base period. We know their earnings from the wage detail reports you submit to us every quarter. You are charged for your pro-rated share of any benefits paid. If you paid half the wages in the base period, you’ll be charged for half the benefits paid. If you paid one-tenth of the base period wages, you’ll be charged for one-tenth of the benefits. We’ll talk later about what circumstances get you off the hook entirely for charges.
So, the takeaway here is that you should hire as well as you can, and not delay the training and evaluation of new hires. If you give someone simple tasks for months because you’re too busy to train them, you might find that when you do get around to training, they aren’t catching on and you must let them go. The longer that takes, the more months of base period wages are adding up, so the higher potential costs to your UI account.
Many employers tell new hires that there’s an initial probation period, maybe 30, 60, or 90 days; maybe longer if the job requires a lot of learning. Then it may be easier for both parties when the hire doesn’t work out. A probation period lets the new hire know their employment is conditional upon learning and becoming competent in the job, or maybe even fitting in with the company culture or coworkers.  However, a probation period does not get you off the hook for potential charges.  If someone works one week for you, and that week of wages is in their base period, you could be charged a tiny amount.   

Amber


If you schedule a worker for
less than half their usual
weekly hours of work, they
may be eligible for partial Ul
benefits that week.

TRUE OR FALSE?
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TRUE

If you schedule a worker for less than half their usual weekly hours of work, they may be
eligible for partial Ul benefits that week.

 Workers whose hours have been significantly reduced may be eligible for a partial Ul
benefit
 Weekly benefit amount is half their weekly wage

* 50% of part-time earnings reduce the Ul benefit for that week

34
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268.035 –
 
Subd. 26.Unemployed.
 
An applicant is "unemployed" in any week that:
(1) the applicant performs less than 32 hours of service in employment, covered employment, noncovered employment, self-employment, or volunteer work; and
(2) any earnings with respect to that week are less than the applicant's weekly unemployment benefit amount.

Aaron


An on-call, substitute or
seasonal employee who is
between work assignments is,
by law, laid off due to lack of
work.

TRUE OR FALSE?
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TRUE

An on-call, substitute, or seasonal employee who is between work assignments is, by law,
laid off due to a lack of work.

 Lack of work is lack of work - doesn’t matter the cause or that the individual knew
the job would end.

* 36
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Presentation Notes
True. Any time you are not providing work, it’s considered a layoff. �Let’s say you lay off employees in November for the season, to be recalled in the spring. If Joe calls you in February and says he’s moving to Florida and won’t be back, he isn’t quitting. UI law says he’s unemployed because he was laid off in November, due to a lack of work. He can continue to get Minnesota UI benefits while seeking work in Florida. 
It’s different when an applicant refuses recall or an offer of work. Tell us if that happens. We’ll show you how to do it. If someone does not have a good reason for declining suitable work, they can be disqualified for eight weeks. 

Amber


If you provide a consistent,
scheduled amount of part-time
work to an employee, you may

not be charged for Ul benefits
paid if they lose their full-time
or other job.

TRUE OR FALSE?
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TRUE

If you provide a consistent, scheduled amount of part-time work to an employee, you may
not be charged for Ul benefits paid if they lose their full-time or other job.

 Work MUST be scheduled and ongoing - NOT on call or seasonal to avoid potential
charges. Schedule can be weekly, monthly, every other weekend, etc.

38
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•If you have a part-time employee try to assign your worker with a regular and routine schedule in case they lose other employment (different job) due to no fault of their own.
•If you receive a Determine of Benefit Account – be sure to raise an issue and indicate the worker has a regular and routine schedule. Provide examples of their schedule.

Aaron


Most workers who quit their
jobs are not eligible for Ul
benefits.

TRUE OR FALSE?
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TRUE

Most workers who quit their jobs are not eligible for Ul benefits.

e Remember: Unemployed due to no fault of your own

 With a few exceptions, such as:
 Worker quits due to a good reason caused by the employer
 Worker is subjected to adverse working conditions by the employer
 Worker requests employer to correct adverse working conditions
 Employer doesn’t correct the adverse working conditions

Exception — Quit for medical reasons
 Employers are relieved of charges

* 40
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True. 
There are some exceptions listed in law (268.095) - Good reason caused by the employer. Would an average, reasonable worker quit to become unemployed rather than remain in the employment? That’s what we need to consider.  
Note: The employee does need to inform their employer of the problem and give them an opportunity to fix it. Also, quitting employment is not a good reason caused by the employer if the reason for quitting occurred because of the applicant’s misconduct.
Amber


Most workers who are fired
from their jobs are not eligible
for Ul benefits.

TRUE OR FALSE?
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Most workers who are fired from their jobs are not eligible for Ul benefits.

Discharge defined.
A discharge from employment occurs when any words or actions by an employer would lead a reasonable

employee to believe that the employer will no longer allow the employee to work for the employer in any
capacity. A layoff because of lack of work is a discharge.

42
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268.095 Subd. 6
Poor work performance can be disqualifying, BUT usually is not. The reason is that when you fire someone, they are eligible (and you will be charged) UNLESS it was for misconduct, and misconduct is defined in statute. It has two major components. 
Aaron�


Most workers who are fired from their jobs are not eligible for Ul benefits.

Employment misconduct defined.

Employment misconduct means any intentional, negligent, or indifferent conduct, on the job or off the job,
that is a serious violation of the standards of behavior the employer has the right to reasonably expect of
the employee.

Intentional — Did the worker make a negative deliberate choice?
Negligent — Did the worker fail to use care that a normally careful person would take in the situation?

Indifferent — Was the worker apathetic or not caring?

43


Presenter Notes
Presentation Notes
First it must be serious, not a trivial reason, but one that could affect your business or employees, the kind of thing the average employee should expect to be fired for. That’s common sense, and you get that.  
Secondly, and what you might not know, is that for conduct to be misconduct it must be intentional or negligent. 
If a worker is too slow, makes too many errors, or can’t make a sales quota, all that might show is that you have a serious problem. If you think they were negligent, you must describe it for us. What specifically did they do or fail to do that was within their control? Had they been warned about it? Why didn’t they fix their behavior?
Not making sales is not misconduct but failing to make required cold calls or not following a mandatory sales script can be misconduct, especially after being formally warned about it. 
Aaron


Most workers who are fired from their jobs are not eligible for Ul benefits.

* We decide who is eligible based on the information we get from you and your
former employee

 Don’t tell us “it was misconduct.” Tell us what happened and why it mattered
to YOUR business

* Responding to Ul questionnaires is critical to help us tell the difference

44
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Presentation Notes
268.095 Subd. 6
Poor work performance can be disqualifying, BUT usually is not. The reason is that when you fire someone, they are eligible (and you will be charged) UNLESS it was for misconduct, and misconduct is defined in statute. It has two major components. 
�First it must be serious, not a trivial reason, but one that could affect your business or employees, the kind of thing the average employee should expect to be fired for. That’s common sense, and you get that.  
Secondly, and what you might not know, is that for conduct to be misconduct it must be intentional or negligent. 
If a worker is too slow, makes too many errors, or can’t make a sales quota, all that might show is that you have a serious problem. If you think they were negligent, you must describe it for us. What specifically did they do or fail to do that was within their control? Had they been warned about it? Why didn’t they fix their behavior?
Not making sales is not misconduct but failing to make required cold calls or not following a mandatory sales script can be misconduct, especially after being formally warned about it. 

Aaron


What employment misconduct is not...

(b) Regardless of paragraph (a), the following is not employment misconduct:

(1) conduct that was a consequence of the applicant's mental illness or impairment;

(2) conduct that was a consequence of the applicant's inefficiency or inadvertence;

(3) simple unsatisfactory conduct;

(4) conduct an average reasonable employee would have engaged in under the circumstances;
(5) conduct that was a consequence of the applicant's inability or incapacity;

(6) good faith errors in judgment if judgment was required;

(7) absence because of illness or injury of the applicant, with proper notice to the employer;

(8) absence, with proper notice to the employer, in order to provide necessary care because of the illness, injury, or disability of an immediate family
member of the applicant;

(9) conduct that was a consequence of the applicant's substance use disorder, unless the applicant was previously diagnosed with substance use disorder or
had treatment for substance use disorder, and since that diagnosis or treatment has failed to make consistent efforts to control the substance use disorder;
or

(10) conduct that was a consequence of the applicant, or an immediate family member of the applicant, being a victim of domestic abuse, sexual assault, or
harassment or stalking. For the purposes of this subdivision, "domestic abuse," "sexual assault," and "harassment" or "stalking" have the meanings given
them in subdivision 1.
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268.095 Subd. 6(b)
Poor work performance can be disqualifying, BUT usually is not. The reason is that when you fire someone, they are eligible (and you will be charged) UNLESS it was for misconduct, and misconduct is defined in statute. It has two major components. 
�First it must be serious, not a trivial reason, but one that could affect your business or employees, the kind of thing the average employee should expect to be fired for. That’s common sense, and you get that.  
Secondly, and what you might not know, is that for conduct to be misconduct it must be intentional or negligent. 
If a worker is too slow, makes too many errors, or can’t make a sales quota, all that might show is that you have a serious problem. If you think they were negligent, you must describe it for us. What specifically did they do or fail to do that was within their control? Had they been warned about it? Why didn’t they fix their behavior?
Not making sales is not misconduct but failing to make required cold calls or not following a mandatory sales script can be misconduct, especially after being formally warned about it. 
Aaron


Being fired for a ‘no call-no
show’ absence disqualifies one
from Ul benefits.

TRUE OR FALSE?
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IT DEPENDS

Being fired for a “no call-no show” absence may or may not disqualify one from Ul benefits.

* This part sometimes annoys employers — it can be messy
* Notcallingin IS serious
* Injail? = Not an excuse
* Inthe hospital? - Maybe
e Commonly heard:
e “Told my girlfriend to call...”
e “| called but they didn’t get the message...”
 \We must accept statements from you AND the applicant

* 47
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That is true. Even one no call-no show is serious and negligent, unless you as an employer are lackadaisical about it. It’s serious because you don’t know if they’re going to show today, tomorrow, or ever. 
Being in jail is no excuse.  “My girlfriend didn’t call in for me, like I asked her to.” That’s no excuse. 
But do try to find out what’s going on before you discharge someone. They could be in a hospital in serious condition. Try to contact them, let a few days go by. The more days that pass, the more likely we’ll consider it misconduct for not calling in, or even job abandonment, which is a quit. 
Amber



Congrats! You passed!
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Minnesota Paid Leave

Paid Leave benefits started for Minnesotans on January 1, 2026.

It provides paid time off for workers when:

A serious health When a worker needs Time off is needed for There is a need for time
condition prevents a time to care for a family certain military-related off for certain personal
worker from working member or a new child events safety issues

4/1/2026
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Minnesota Paid Leave
Paid Leave benefits started for Minnesotans on January 1, 2026.
Minnesota Paid Leave is different from Earned Sick and Safe Time and Family Medical Leave Act (FMLA)
It provides paid time off for workers when:
A serious health condition prevents a worker from working
When a worker needs time to care for a family member or a new child
Time off is needed for certain military-related events; OR
There is a need for time off for certain personal safety issues

There are two main types of leave:
Family Leave to care for a family member with a serious health condition, or if you're bonding with a new baby or child in your family.
Medical Leave when your own serious health condition prevents you from working.
Additionally, you will be able to take leave to support a family member called to active duty, or if you or a family member are facing a significant personal safety issue.

Paid Leave benefits will be funded by premiums paid by employers and workers. Paid Leave requires that employers submit a quarterly wage detail report – just like they do for UI – and pay Paid Leave Premiums quarterly – just like they do for UI. 
Aaron



Joint Ul / Paid Leave Account

* If you already have a Ul account:

* We automatically changed your account to a
Joint Ul / Paid Leave account

e Submit your wage detail like usual (in the
current Ul system)

* Your wage detail submission will be
applied to MN Ul and Paid Leave

All employees Joint Ul / Paid ° Pay your Ul tax like usual

covered by Ul reave Account * Your first Paid Leave premium will be due
April 2026

* If you aren’t registered for Ul yet, then you will
register for a Joint Ul / Paid Leave account.

* 4/1/2026 50
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We are updating the functionality of our Minnesota Unemployment Insurance system to collect wage detail reports and payments for both UI and Paid Leave programs.

This means if you have:
Already registered with UI and have been reporting wage detail for all your employees, you do not need to register again. You are already in compliance with Minnesota’s Paid Leave law. We will automatically make your account a Joint UI/Paid Leave account. 
Not already registered with UI, you will register once for a Joint UI/Paid Leave account.

For now, just submit wage detail quarterly. Everything will work the same way. Wage detail submission and the collection of Unemployment Insurance taxes and Paid Leave premiums will take place in the current UI system. 

You will submit a single electronic wage detail report each quarter. The amounts due for Unemployment Insurance taxes and Paid Leave premiums will be calculated for you. 

Calculation of Paid Leave premiums will begin with your first quarter 2026 wage detail submission. First premiums for Paid Leave will not be due until April 2026. 

Amber



Paid Leave ONLY Account

* If you have no employees covered by Ul:

* Wage detail submissions began in Oct.
2024

* Paid Leave wage detail submissions
are made in the current Ul system

* Paid Leave premiums are due in April
2026

No employees Paid Leave ONLY
Covered by Ul Account * Paying the Paid Leave premium will

be done within your account in the
Ul system
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For Paid Leave, nearly all employment is “covered employment.” 
This means if you have any employees, even if they are not covered by Unemployment Insurance, they are likely covered by Paid Leave.

You can register for an account now by visiting our website at uimn.org. We will ask you questions that will allow us to assign you the right kind account - either a Paid-Leave-ONLY account or a Joint UI/Paid Leave account. 

Starting in October 2024, Paid-Leave-ONLY employers will begin reporting wage detail on a quarterly basis. 
Wage detail submission and the collection of Unemployment Insurance taxes and Paid Leave premiums will take place in the current UI system. 
The Paid-Leave-ONLY account will allow you to report wages through the UI system without being liable for UI taxes. 
Calculation of Paid Leave premiums will begin with your first quarter 2026 wage detail submission. 
First premiums for Paid Leave will not be due until April 2026. 
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*

Joint Ul / Paid Leave Account AND Paid Leave ONLY Account

Some employees
covered by Ul,
Some employees
NOT covered by Ul

4/1/2026

Two Employer Accounts:
Joint Ul / Paid Leave and
Paid-Leave-ONLY

* If you have some employees covered by Ul and
some employees NOT covered by Ul:

* Your Joint Ul / Paid Leave account and Paid-
Leave ONLY account have different account
numbers

* They will share the same FEIN

* You will need to have two wage detail
submissions each quarter

* One for your employees that are covered
for Ul

* One for your employees that are covered
for Paid Leave

* You will be required to pay Ul taxes like usual
Paid Leave premiums are due in April 2026 -
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For Paid Leave, nearly all employment is “covered employment.” You may have some employees who are covered by both UI and Paid Leave, and some who are covered only by Paid Leave. 

If you have some employees that are covered by both UI and Paid Leave and some employees that are only covered by Paid Leave, you will need to have two separate accounts: one Joint UI/Paid Leave account and one Paid-Leave-ONLY account. This will make sure that you do not pay UI taxes on your non-covered UI employees' wages; you will only pay Paid Leave premiums on their wages.

The two accounts need to have the same Federal Employer Identification Number (FEIN). We have added functionality that will allow you to create two employer accounts with a single FEIN.
First account – is your Joint UI/Paid Leave account. This account is used  to report your employees who are covered by UI and Paid Leave. We will automatically set this account up for you.
Second account – is your Paid-Leave-ONLY account. This account is used to report your employees who are not covered by UI but are covered by Paid Leave. You will need to register for this account.

This means if you have:
Already registered with UI - you will need to register for a Paid-Leave-ONLY account for employees not covered by UI once the functionality is ready. 
Not already registered with UI - you will need to register twice. You will register for both a Joint UI/Paid Leave account and a Paid-Leave-ONLY account.
You can register for your second account (Paid-Leave-ONLY) now.
Once you have two accounts, you will submit two electronic wage detail reports each quarter. The amounts due for Unemployment Insurance taxes and Paid Leave premiums will be calculated for you. 
The Paid-Leave-ONLY account will allow you to report wages through the UI system without being liable for UI taxes. 
Calculation of Paid Leave premiums will begin with your first quarter 2026 wage detail submission. 



Amber



Compliance requirements

Minnesota

Paid Leave

Register for an
account

Designate a
Paid Leave
Administrator

Create your
Paid Leave
Administrator
account

Submit
quarterly wage
detail reports

Pay quarterly Ul
taxes and
premiums
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If you haven’t already done so, a Paid Leave Administrator will need to be designated for each of the Employer Accounts you have.
The Paid Leave Administrator is the person who will have access to the separate Paid Leave Administrator account where the paid leave applications and benefit determinations will be.
Only the System Administrator will be able to designate the Paid Leave Administrator. 
You can have as many Paid Leave Administrators you want. 
The administrator(s) you designate will receive emailed instructions to sign in to the Paid Leave Administrator account
The Paid Leave Administrator account requires the use of Multi-Factor Authentication (MFA). 
The MFA prompt is not related to the Joint UI – Paid Leave employer system.
For help setting up your Paid Leave Administrator account, or if you have questions about the multi-factor authentication process you will need to contact Paid Leave

Quarterly wage detail reports must be reported if you have employees who are covered by UI OR by Paid Leave.
The process for submitting quarterly wage detail reports varies slightly depending on the type of employees you have. 
If ALL your employees are covered by both UI and Paid Leave: you will provide a single wage detail submission using your Joint UI - Paid Leave employer account. Most employers in Minnesota will use this option. 
If SOME of your employees are covered by both UI and Paid Leave, but some employees are covered ONLY by Paid Leave: you will provide two wage detail submissions - one using your Joint UI - Paid Leave employer account, the other using your Paid-Leave-ONLY employer account. 
If your employees are ONLY covered ONLY by Paid Leave, not by UI: you will provide a single wage detail submission using your Paid-Leave-ONLY employer account. 
Be sure the right workers are reported on the right accounts to ensure you are being charged correctly for UI taxes and paid leave premiums. Errors could result in credit or debt owed for the account.

After you submit a quarterly wage detail report, you will see screens that automatically calculate both your UI taxes/reimbursements and your Paid Leave premiums. 
You can make payments electronically from your employer account. 
Paid Leave premium payments will be due beginning in April 2026 and will look very similar to paying UI taxes. 
You will have two payments to make, one for your paid leave premiums and one for your UI taxes (if you have UI liability).
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Paid Leave Premium Rate Notices

Sent annually to all employers covered by Paid Leave

Ul taxes and Paid Leave premiums are calculated differently

Premiums due beginning in April 2026
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Employers covered by Paid Leave will receive their Paid Leave Premium Rate Notice  by U.S. mail in a separate mailing from the UI Tax Rate Notice. 
Premium Rate Notices will be sent on an annual basis, typically in November.
The first premiums will be based on wage detail reported between January 1, 2026, and March 31, 2026. 

If you have questions or need assistance with Paid Leave topics, you must contact Paid Leave or visit their website for more information. 

Aaron



Paid Leave Resources

More information available at:

m :‘:l‘g‘ L":io TA Individuals v Employers v  Self-employed + Certifiers ~  Resources ~  Contact m“ MINNESOTA

UNEMPLOYMENT INSURANCE

Applicants Employers & Agents

Home > Employers & Agents

PAID LEAVE MAKES
CAREG IVI NG Benefit charges
POSSIBLE.

Paid Leave helps you be there when it matters.
Because no matter who you are—a friend, a Agent information
neighbor, a spouse or a family member—we all
need time to take care of ourselves and the ones Raise an issue or appeal

Wages & Taxes
Paid Leave Premium Rate Notice
Questions? Call Paid Leave for assistance

Employer account
> Get help now

we love. ] MlNNeSOTA
PAID LEAVE

Shared Work - alternative to
O[] E

layoff

pl.mn.gov ui.mn.gov

Paid Leave Minnesota MN Unemployment
website Insurance website
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Stay informed! There’s a lot happening.
You have the option to receive email updates for the paid leave newsletter or to as a question directly by visiting Paid Leave’s website at pl.mn.gov.
We also have resources available on our website at ui.mn.gov.
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Employer Handbook

Employer User Guidel

Assistive information is available on ui.mn.gov

I Employer Handbook

Employer User Guide

Resources

Employer account
Agent information

Raise an issue or appeal

Due Dates Due Dates
New Account New Account Shared Work - alternative to layoff
Information Information Paid Leave
ilabili System Availabili
System Availability y ty Vides library

[T | EYTY

Employer User Guide Employer Handbook Informational Videos

Overview of Minnesota Topically-based Ul videos
Unemployment

Insurance law

Step-by-step instructions
for accessing/using your
online employer account

* 3/25/2026 56


Presenter Notes
Presentation Notes
Amber


Customer Service Center

e Staff available to answer your
guestions

* Telephone 651-296-6141
(option 4)

* Monday — Friday, 8 a.m. to 4:30
p.m. (except holidays)
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m EMPLOYMENT AND
ECONOMIC DEVELOPMENT

Questions?

Thank you!
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