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The safety product category promises more sales with existing customers, 
while at the same time it opens the door to whole new customer groups
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EDITORIAL

It was 80 years ago that Kerr Office Group got its start in 
Elizabethtown, Kentucky. Back then the company was known as 
Bean Publishing and traded in the print shop business, producing 
letterheads, envelopes and similar products. The business was 
started by Leonard T. Bean, the mayor of Elizabethtown at the time.

Office Supplies were added to the mix in the 1950s, followed by 
office machines in the 1970s.

Current president Brian Kerr was brought on as general manager in 
1999, and then in 2006 he bought the business and renamed it Kerr 
Office Group. “That same year I purchased a competing dealer, T&W 
Office Products in Radcliff, Kentucky,” recalls. Brian. It was the first of 
what would become a series of acquisitions.

“In 2015 we acquired Chandler’s Office Products, Campbellsville, 
Kentucky,” said Brian. “Founded in 1897 it was the oldest running 
business in Taylor County.” The following year Kerr acquired 
Cornette Office Products in Hopkinsville, Kentucky.

Last year, Kerr Office Group merged with Office Environment 
Company of Louisville. “The merger with Office Environment 
Company significantly expands Kerr Office Group’s presence within 
Kentucky,” said Brian. “In addition to gaining entry into the Louisville 

So, it’s all over bar the shouting, as they say. 
The FTC has approved the deal that has 
caused so much discussion over the last few 
months. Staples has taken control of industry 
wholesaler Essendant after a protracted 
deliberation period that was not helped by the 
government shutdown. And, while technically 
there is still a chance that the decision could 
be reversed if enough dissenting comments 
are received in the 30-day period that ends on 
the 27th of this month, it seems unlikely that 
things will change.

It’s time now to see what happens. The 
noises coming out of both companies suggest 
that they are committed to working with the 
Independent Dealer Channel to increase profits 
for all involved. At present we have no reason to 
believe otherwise, of course, and certainly the 
three-strong majority of the FTC thought that 
this would be the only sensible course of action 
for a company driven by the bottom line, such 
as Staples’ owner Sycamore Partners.

As our news story on page 14 points out, 
however, the other two members of the 
Commission were of the opinion that there 
could be harm done to the IDC by the move. 
Only time will tell.

In the meantime, I expect the speculation 
as to how things will pan out to continue. It 
will certainly make for an interesting time at 
Essendant’s CORE Live event in Denver later 
this month, where no doubt we will hear more 
about the wholesalers’ plans to work with the 
IDC. I will be there and look forward to meeting 
those of you who will be, too.

In Kentucky, Kerr Office Group enjoys 
80 years of growth and success

WINNER’S
CIRCLE

»

CLICK HERE to see why 
independent dealers are 

supporting the great work 
done by City of Hope 

mailto:rowan%40idealercentral.com?subject=
https://youtu.be/CC45M777hdA


FEBRUARY 2019 INDEPENDENT DEALER PAGE 3

Winner’s Circle CONTINUED FROM PAGE 4

Email info@ComplyRightDealer.com for a complimentary,  
one-year subscription service. We will monitor posting laws  
in your state and ship free replacement posters to your  
business whenever a mandatory update occurs.

Don’t Let Labor Law Poster Sales Pass You byContact Us  

for a  FREE  

Subscription! 

($89.99 value)

Businesses Want Easier Posting Compliance —  
You Want New Sales. We Deliver Both! 
A one-year subscription service that provides  
federal and state poster kits to employers,  
with free automatic replacement posters  
whenever a mandatory update occurs.  
An easier, more effective way for  
overwhelmed employers to get —  
and remain — in compliance. 

Introducing the new ComplyRight®  
Labor Law Poster Service Card

The Perfect Sales Opportunity!

CDS239_IOD_Essendant_Ad.indd   1 12/6/18   10:58 AM
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After being 
an active 
member of the 
Dayton Area 
of Chamber of 
Commerce for 
many years, 
Mark Williams, 
president and 
chief executive 
officer at 
Elements IV 
Interiors, will be 
chairman of the organization this year.

“It’s truly an honor and humbling to follow the many great 
business leaders in Dayton who have held this post,” said 
Mark. “I look forward to working with the talented staff at 
the chamber, and all of our great members.”

The Dayton Chamber is nationally recognized as one 
of the most effective chambers in the country, said Mark. 
“Since 1995 we have been five-star accredited by the U.S. 
Chamber of Commerce. Most recently we were credited 
again in 2015. That is the highest rating for any chamber in 
the national organization.”

Mark plans to work on member retention and satisfaction 
and will also oversee the chamber’s move into a new 
facility. He refers to active programs such as Leadership 
Dayton for community leaders, Generation Dayton for 
young professional and a new group, Empower, for the 
female business community, as some of the best the 
chamber has to offer.

What makes the Dayton Chamber so successful? 
Mark points to the outstanding team that makes up the 
chamber staff and the dedication of the volunteers who 
give of their time.

Employees at CFI: The Knoll Source, Philadelphia, spent 
Martin Luther King Day in service to the community. CFI 
employees went to the Mitchell Elementary School in West 
Philadelphia and helped paint the facility.

“We do a Martin Luther King Day of service every year,” 
said Stacy Kerr, marketing and branding manager at CFI. 
“Management decided to give us the day off this year.”

About a dozen CFI employees, some of whom brought 
their children, participated in painting. “Some people 
painted the resource classroom, some people painted 
a corridor wall and some painted a half wall in the 
gymnasium,” said Stacy. “I worked with a bunch of children 
who came with us and painted a classroom door.”

The activity day serves the community and is a good 
exercise in team building, Stacy said. “It is also a great 
opportunity to model behavior of service in the community 
for our own children.”

Winner’s Circle CONTINUED FROM PAGE 2

CFI employees in Philly painted 
a local school on MLK Day

market, Office Environment Company will provide an 
excellent platform upon which to grow our contract furniture 
business throughout Kentucky.“

Currently Kerr Office Group has furniture showrooms in 
Elizabethtown, Hopkinsville and Campbellsville. In the past 
five years the interiors division of Kerr Office has expanded 
to include window treatments and flooring. These products 
have opened the residential market for the dealership.

Brian sees this as an opportunity to diversify and 
recognizes there might still be residential possibilities when 
business is slow on the B2B side.

Floor and window coverings have attracted an upscale 

residential customer who recognizes a certain cachet doing 
business with the dealership. “They see what we do with 
commercial lines and think they will find a better product 
than by going to the local retail store,” says Kerr. “So we are 
gaining that type of profitable business.”

Additionally, Kerr Office Group sells janitorial supplies 
and has experienced double-digit growth in the category 
for the past several years. It recently added the IPC Eagle 
machine line to its cleaning products offering. “It provides 
products that our service department can repair and offers 
a product line that many people need,” says Kerr. “We try to 
look at new products or services that are not commodities.”

»

Ohio dealer to lead Dayton Chamber 
of Commerce



DECEMBER 2018 INDEPENDENT DEALER PAGE 5

»

In 2018, there were over 75 mandatory labor law changes across 37 states. With 
17 mandatory changes already in effect for 2019, keeping posters current is more 
crucial than ever. Every U.S. employer is required to display up-to-date federal and 
state labor law postings in the workplace. This is a daunting task to handle on their 
own, they must research which postings apply to their business and contact multiple 
government agencies to obtain them. If they fall behind and fail to display the correct 
postings, they run the risk of penalties, fines and even lawsuits.

How can an employer keep up with all this? As their office product supplier, you can 
now drive sales with a poster service card connecting customers to an all-inclusive 
federal and state labor law posting service to maintain and keep labor law compliance.

Easy Entry into Lucrative Labor Law Poster Sales:  
The Perfect Sales Opportunity Awaits
Because of the work and risk involved, more employers are looking to outsource 
this responsibility. This represents a perfect sales opportunity. ComplyRIght® Poster 
Subscription Service is a one-year subscription service that provides federal and 
state poster kits. ComplyRight monitors posting laws and whenever a mandatory  
update occurs, we immediately ship free replacement posters to your customers. Not 
only does this represent additional revenue for you, but it also creates a dynamic 
customer relationship with a high retention and renewal rate. 

How It Works: 
1)  Upon enrollment in ComplyRIght® Poster Subscription Service, your client  

receives an initial shipment of a Federal and State Poster Combo Kit. 

2)  Your customer will have a personal portal throughout the year where they can 
go to notify us of any address changes, track shipments and learn of upcoming 
changes in advance. 

3)  Whenever a mandatory change occurs, your customer will be notified by e-mail 
explaining the change and a replacement poster is shipped, at no additional 
charge, to your customer. 

4)  When it is time to renew the year-long subscription your customer will be referred 
back you, their office product supplier, to renew that subscription. 

Record Number of Changes in Labor Laws  
Creates Selling Opportunity for Dealers

Why ComplyRIght  
Poster Service? 

Our service card eliminates the need 
for warehouse storage space, produc-
tion, shipping and other operational  
matters. We’ve made it incredibly 
simple and secure for you to offer a 
high-quality labor law posting solution. 

You sell the poster service card – we do 
the rest. Program features include:

•   Program management – You can 
rely on us to manage all aspects of 
the program, including notifications 
and reporting, poster fulfillment and 
timely poster replacements.

•   Marketing support – We provide  
extensive marketing suppor t,  
including messaging and materials 
for seamless acquisition, renewal 
and retention.

•   Legal expertise – Our posters are 
developed by a team of employment 
law attorneys, legal experts and  
researchers who continually monitor 
and interpret posting requirements.

To learn more, email Brett Hall at  
BGHall@ComplyRight.com

Texas
State Labor Law Postings 
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<<< Scan for compliance verification.

EMPLOYER NOTE: Must be posted in a conspicuous place for convenient viewing by all employees and applicants.

Your employer reports your wages to the Texas Workforce Commission. If you become unemployed, you may be eligible for unemployment benefit payments.  
File online at www.texasworkforce.org or call 1-800-939-6631.

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

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

MONTHLY  ______________________________   SEMI-MONTHLY  ________________________________  WEEKLY  _______________________________

OTHER________________________________________________________________________________________________________________________
For more information write or contact the Texas Workforce Commission at Austin, Texas 78778, or contact your nearest Commission office. Commission 
offices are located in major cities throughout the state.

TO EMPLOYERS: The law required that this notice or its equivalent be posted (in full view) at your place of business. Additional posters are available, free of 
charge, by logging on to Unemployment Tax Services http://www.texasworkforce.org/uts and selecting the Account Info tab or by fax at 512-936-3205.

To report suspected fraud, waste or abuse of the program call 800-252-3642.  Y-10C

Texas Workforce Commission
ATTENTION EMPLOYEES

Unemployment and Payday Law

NOTICE TO EMPLOYEES CONCERNING  
ASSISTANCE AVAILABLE IN THE WORKERS’ COMPENSATION SYSTEM  

FROM THE OFFICE OF INJURED EMPLOYEE COUNSEL

Figure 28 TAC §276.5(c) - April 2018

Have you been injured on the job? As an injured employee in Texas, you have the right to free assistance from the Office of 
Injured Employee Counsel (OIEC). OIEC is the state agency that assists unrepresented injured employees with their claim 
in the workers’ compensation system.  

You can contact OIEC by calling its toll-free telephone number: 1-866-393-6432. More information about OIEC and its 
Ombudsman Program is available at the agency’s website (www.oiec.texas.gov).

OMBUDSMAN PROGRAM 

WHAT IS AN OMBUDSMAN? An Ombudsman is an employee of OIEC who can assist you if you have a dispute with 
your employer’s insurance carrier. An Ombudsman’s assistance is free of charge. Each Ombudsman has a workers’ 
compensation adjuster’s license and has completed a comprehensive training program designed specifically to assist you 
with your dispute. 

An Ombudsman can help you identify and develop the disputed issues in your case and attempt to resolve them. If the 
issues cannot be resolved, the Ombudsman can help you request a dispute resolution proceeding at the Texas Department 
of Insurance, Division of Workers’ Compensation. Once a proceeding is scheduled an Ombudsman can:  

• Help you prepare for the proceeding (Benefit Review Conference and/or Contested Case Hearing);
• Attend the proceeding with you and communicate on your behalf; and
• Assist you with an appeal or a response to an insurance carrier’s appeal, if necessary.

CONNECT @OIEC @OIECtube oiec.texas.gov@OIECTexas

AVISO PARA LOS EMPLEADOS SOBRE LA ASISTENCIA DISPONIBLE EN  
EL SISTEMA DE COMPENSACIÓN PARA TRABAJADORES POR PARTE DE  

LA OFICINA DE ASESORÍA PÚBLICA PARA EL EMPLEADO LESIONADO

Título 28 Código Administrativo de Texas §276.5(c) - Abril 2018

¿Se ha lesionado en el trabajo? Como empleado lesionado en Texas, usted tiene derecho a recibir asistencia gratuita por parte 
de la Oficina de Asesoría Pública para el Empleado Lesionado (Office of Injured Employee Counsel –OIEC, por su nombre y 
siglas en inglés). OIEC es la agencia estatal que asiste a los empleados lesionados que no cuentan con representación legal con 
su reclamación en el sistema de compensación para trabajadores.  

Usted puede comunicarse con OIEC llamando a su número de teléfono gratuito: 1-866-393-6432. Más información sobre OIEC 
y sobre el Programa de Ombudsman se encuentra disponible en el sitio web de la agencia (www.oiec.texas.gov).

PROGRAMA DE OMBUDSMAN
¿QUÉ ES UN OMBUDSMAN? Un Ombudsman es un empleado de OIEC que le puede asistir si usted tiene una disputa con la 
aseguradora de su empleador. La asistencia por parte del Ombudsman es gratuita. Cada Ombudsman cuenta con una licencia 
de ajustador de compensación para trabajadores y ha completado un extenso programa de capacitación, el cual ha sido 
diseñado específicamente para asistirle a usted con su disputa.  

Un Ombudsman puede ayudarle a identificar y desarrollar los asuntos en disputa en su caso e intentar resolverlos. Si los 
asuntos no pueden ser resueltos, el Ombudsman puede ayudarle a solicitar un procedimiento de resolución de disputas ante 
el Departamento de Seguros de Texas, División de Compensación para Trabajadores (Texas Department of Insurance, Division 
of Workers’ Compensation, por su nombre en inglés). Una vez que el procedimiento ha sido programado, el Ombudsman 
puede: 
• Ayudarle a prepararse para el procedimiento (Conferencia para Revisión de Beneficios [Benefit Review Conference, por su 

nombre en inglés] y/o Audiencia para Disputar Beneficios [Contested Case Hearing, por su nombre en inglés]);
• Asistir al procedimiento con usted y hablar en su nombre; y 
• Ayudarle con una apelación o con una respuesta a la apelación de una aseguradora,  

si es necesario.

CONÉCTESE @OIEC @OIECtube oiec.texas.gov@OIECTexas

NOTICE TO EMPLOYEES CONCERNING WORKERS’ COMPENSATION IN TEXAS
Aviso a los empleados sobre la compensación para trabajadores en Texas

NOTICE TO EMPLOYEES CONCERNING
WORKERS’ COMPENSATION IN TEXAS

COVERAGE: [Name of employer] _________________________________________________ 

does not have workers’ compensation insurance coverage. As an employee of a non-covered 

employer, you are not eligible to receive workers’ compensation benefits under the Texas Workers’ 

Compensation Act. However, a non-covered (non-subscribing) employer can and may provide other 

benefits to injured employees. You should contact your employer regarding the availability of other 

benefits for a work-related injury or occupational disease. In addition, you may have rights under the 

common law of Texas should you have an on the job injury or occupational disease. Your employer 

is required to provide you with coverage information, in writing, when you are hired or whenever the 

employer becomes, or ceases to be, covered by workers’ compensation insurance.

SAFETY VIOLATIONS HOTLINE: The Division has a 24 hour toll-free telephone number 

for reporting unsafe conditions in the workplace that may violate occupational health and safety 

laws. Employers are prohibited by law from suspending, terminating, or discriminating against any 

employee because he or she in good faith reports an alleged occupational health or safety violation. 

Contact the Division at 1-800-452-9595.

AVISO A LOS EMPLEADOS SOBRE
LA COMPENSACIÓN PARA TRABAJADORES EN TEXAS

COBERTURA:  [Nombre del Empleador]  _________________________________________________ 

no cuenta con una cobertura de seguro de compensación para trabajadores. Como empleado de 

un empleador que no cuenta con una cobertura, usted no es elegible para recibir beneficios de 

compensación para trabajadores bajo la Ley de Compensación para Trabajadores de Texas. Sin 

embargo, un empleador no cubierto (no suscriptor) puede y debe proporcionar otros beneficios a 

los empleados lesionados. Usted debe comunicarse con su empleador para obtener información 

sobre la disponibilidad de otros beneficios por una lesión o enfermedad ocupacional relacionada 

con el trabajo. Además, usted podría tener derechos bajo la ley de “Derecho Común de Texas” 

(Common Law of Texas, por su nombre en inglés), en caso de que usted llegara a sufrir una 

lesión o enfermedad ocupacional relacionada con el trabajo. Su empleador tiene la obligación de 

proporcionarle a usted información por escrito sobre la cobertura cuando usted es contratado o 

cuando su empleador adquiere o deja de tener una cobertura de seguro de compensación para 

trabajadores.

LÍNEA DIRECTA PARA REPORTAR VIOLACIONES DE SEGURIDAD: La División cuenta 

con una línea gratuita telefónica que está en servicio las 24 horas del día para reportar condiciones 

inseguras en el área de trabajo que podrían violar las leyes ocupacionales de salud y seguridad. 

La ley prohíbe que los empleadores suspendan, despidan o discriminen en contra de cualquier 

empleado porque él o ella de buena fe reporta una alegada violación ocupacional de salud o 

seguridad. Comuníquese con la División al teléfono 1-800-452-9595.

Notice 5   TEXAS DEPARTMENT OF INSURANCE, DIVISION OF WORKERS’ COMPENSATION  Rule 110.101(e)(4)

UNINSURED
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empleado porque él o ella de buena fe reporta una alegada violación ocupacional de salud o 

seguridad. Comuníquese con la División al teléfono 1-800-452-9595.

Notice 5   TEXAS DEPARTMENT OF INSURANCE, DIVISION OF WORKERS’ COMPENSATION  Rule 110.101(e)(4)

AVISO A LOS EMPLEADOS SOBRE LA COMPENSACIÓN PARA 
TRABAJADORES EN TEXAS

COBERTURA: [Nombre del Empleador] ___________________________________________________________ 
tiene cobertura de seguros de compensación para trabajadores con [Nombre de la compañía de seguros] _____________
_______________________________ para protegerle en caso de una lesión o enfermedad ocupacional relacionada con 
el trabajo. Esta cobertura está vigente desde [Fecha en que entra en vigencia la póliza] ____________________. Cualquier 
lesión o enfermedad ocupacional que ocurra en o después de esta fecha será manejada por [Nombre de la compañía de 
seguros]  _________________________________________________________. Un empleado o una persona que 
actúe en nombre del empleado, debe notificar al empleador sobre una lesión o una enfermedad ocupacional a no más tardar de 
treinta (30) días, a partir de la fecha en que ocurrió la lesión o en la fecha en la que el empleado se enteró o debería de haberse 
enterado de la enfermedad ocupacional, al menos que el Departamento de Seguros de Texas, División de Compensación 
para Trabajadores (Texas Department of  Insurance, Division of  Workers’ Compensation – TDI-DWC, por su nombre y siglas 
en inglés) (División) determine que existió una buena causa para que no se haya notificado al empleador dentro del tiempo 
señalado. Su empleador tiene la obligación de proporcionarle a usted información por escrito sobre la cobertura cuando usted 
es contratado o cuando su empleador adquiere o deja de tener una cobertura de seguro de compensación para trabajadores.

ASISTENCIA AL EMPLEADO: La División proporciona información gratuita sobre cómo presentar una reclamación de 
compensación para trabajadores. El personal de la División contestará cualquier pregunta que usted pueda tener sobre la 
compensación para trabajadores y procesará cualquier solicitud de resolución de disputas relacionada con una reclamación. 
Usted puede obtener este tipo de asistencia comunicándose con su oficina local de la División o llamando al teléfono  
1-800-252-7031. La Oficina de Asesoría Pública para el Empleado Lesionado (Office of  Injured Employee Counsel – OIEC,  
por su nombre y siglas en inglés) también ofrece asistencia gratuita a los empleados lesionados y ellos le explicarán cuáles  
son sus derechos y responsabilidades bajo la Ley de Compensación para Trabajadores. Usted puede obtener la asistencia de  
OIEC comunicándose con un representante de servicio al cliente de OIEC en su oficina local de la División o llamando al 
1-866-EZE-OIEC (1-866-393-6432).

LÍNEA DIRECTA PARA REPORTAR VIOLACIONES DE SEGURIDAD: La División cuenta con una línea gratuita 
telefónica que está en servicio las 24 horas del día para reportar condiciones inseguras en el área de trabajo que podrían 
violar las leyes ocupacionales de salud y seguridad. La ley prohíbe que los empleadores suspendan, despidan o discriminen 
en contra de cualquier empleado porque él o ella de buena fe reporta una alegada violación ocupacional de salud o seguridad. 
Comuníquese con la División al teléfono 1-800-452-9595.

Notice 6 TEXAS DEPARTMENT OF INSURANCE, DIVISION OF WORKERS’ COMPENSATION  Rule 110.101(e)(1) 

NOTICE TO EMPLOYEES CONCERNING
WORKERS’ COMPENSATION IN TEXAS

COVERAGE: [Name of  employer]  ________________________________________________________________  
has workers’ compensation insurance coverage from [name of  commercial insurance company]  ______________________
______________________________________________ in the event of  work-related injury or occupational disease. This 
coverage is effective from [effective date of  workers’ compensation insurance policy] _________________. Any injuries or 
occupational diseases which occur on or after that date will be handled by [name of  commercial insurance company] ________
_____________________________________________. An employee or a person acting on the employee’s behalf, must 
notify the employer of  an injury or occupational disease not later than the 30th day after the date on which the injury occurs or the 
date the employee knew or should have known of  an occupational disease, unless the Texas Department of  Insurance, Division of  
Workers’ Compensation (Division) determines that good cause existed for failure to provide timely notice. Your employer is required 
to provide you with coverage information, in writing, when you are hired or whenever the employer becomes, or ceases to be, 
covered by workers’ compensation insurance.

EMPLOYEE ASSISTANCE: The Division provides free information about how to file a workers’ compensation claim. Division 
staff  will answer any questions you may have about workers’ compensation and process any requests for dispute resolution 
of  a claim. You can obtain this assistance by contacting your local Division field office or by calling 1-800-252-7031. The 
Office of  Injured Employee Counsel (OIEC) also provides free assistance to injured employees and will explain your rights and 
responsibilities under the Workers’ Compensation Act. You can obtain OIEC’s assistance by contacting an OIEC customer service 
representative in your local Division field office or by calling 1-866-EZE-OIEC (1-866-393-6432).

SAFETY VIOLATIONS HOTLINE: The Division has a 24 hour toll-free telephone number for reporting unsafe conditions in 
the workplace that may violate occupational health and safety laws. Employers are prohibited by law from suspending, terminating, 
or discriminating against any employee because he or she in good faith reports an alleged occupational health or safety violation. 
Contact the Division at 1-800-452-9595.

AVISO A LOS EMPLEADOS SOBRE LA COMPENSACIÓN PARA 
TRABAJADORES EN TEXAS

COBERTURA: [Nombre del Empleador] ___________________________________________________________ 
tiene cobertura de seguros de compensación para trabajadores con [Nombre de la compañía de seguros] _____________
_______________________________ para protegerle en caso de una lesión o enfermedad ocupacional relacionada con 
el trabajo. Esta cobertura está vigente desde [Fecha en que entra en vigencia la póliza] ____________________. Cualquier 
lesión o enfermedad ocupacional que ocurra en o después de esta fecha será manejada por [Nombre de la compañía de 
seguros]  _________________________________________________________. Un empleado o una persona que 
actúe en nombre del empleado, debe notificar al empleador sobre una lesión o una enfermedad ocupacional a no más tardar de 
treinta (30) días, a partir de la fecha en que ocurrió la lesión o en la fecha en la que el empleado se enteró o debería de haberse 
enterado de la enfermedad ocupacional, al menos que el Departamento de Seguros de Texas, División de Compensación 
para Trabajadores (Texas Department of  Insurance, Division of  Workers’ Compensation – TDI-DWC, por su nombre y siglas 
en inglés) (División) determine que existió una buena causa para que no se haya notificado al empleador dentro del tiempo 
señalado. Su empleador tiene la obligación de proporcionarle a usted información por escrito sobre la cobertura cuando usted 
es contratado o cuando su empleador adquiere o deja de tener una cobertura de seguro de compensación para trabajadores.

ASISTENCIA AL EMPLEADO: La División proporciona información gratuita sobre cómo presentar una reclamación de 
compensación para trabajadores. El personal de la División contestará cualquier pregunta que usted pueda tener sobre la 
compensación para trabajadores y procesará cualquier solicitud de resolución de disputas relacionada con una reclamación. 
Usted puede obtener este tipo de asistencia comunicándose con su oficina local de la División o llamando al teléfono  
1-800-252-7031. La Oficina de Asesoría Pública para el Empleado Lesionado (Office of  Injured Employee Counsel – OIEC,  
por su nombre y siglas en inglés) también ofrece asistencia gratuita a los empleados lesionados y ellos le explicarán cuáles  
son sus derechos y responsabilidades bajo la Ley de Compensación para Trabajadores. Usted puede obtener la asistencia de  
OIEC comunicándose con un representante de servicio al cliente de OIEC en su oficina local de la División o llamando al 
1-866-EZE-OIEC (1-866-393-6432).

LÍNEA DIRECTA PARA REPORTAR VIOLACIONES DE SEGURIDAD: La División cuenta con una línea gratuita 
telefónica que está en servicio las 24 horas del día para reportar condiciones inseguras en el área de trabajo que podrían 
violar las leyes ocupacionales de salud y seguridad. La ley prohíbe que los empleadores suspendan, despidan o discriminen 
en contra de cualquier empleado porque él o ella de buena fe reporta una alegada violación ocupacional de salud o seguridad. 
Comuníquese con la División al teléfono 1-800-452-9595.

Notice 6 TEXAS DEPARTMENT OF INSURANCE, DIVISION OF WORKERS’ COMPENSATION  Rule 110.101(e)(1) 

NOTICE TO EMPLOYEES CONCERNING
WORKERS’ COMPENSATION IN TEXAS

COVERAGE: [Name of  employer]  ________________________________________________________________  
has workers’ compensation insurance coverage from [name of  commercial insurance company]  ______________________
______________________________________________ in the event of  work-related injury or occupational disease. This 
coverage is effective from [effective date of  workers’ compensation insurance policy] _________________. Any injuries or 
occupational diseases which occur on or after that date will be handled by [name of  commercial insurance company] ________
_____________________________________________. An employee or a person acting on the employee’s behalf, must 
notify the employer of  an injury or occupational disease not later than the 30th day after the date on which the injury occurs or the 
date the employee knew or should have known of  an occupational disease, unless the Texas Department of  Insurance, Division of  
Workers’ Compensation (Division) determines that good cause existed for failure to provide timely notice. Your employer is required 
to provide you with coverage information, in writing, when you are hired or whenever the employer becomes, or ceases to be, 
covered by workers’ compensation insurance.

EMPLOYEE ASSISTANCE: The Division provides free information about how to file a workers’ compensation claim. Division 
staff  will answer any questions you may have about workers’ compensation and process any requests for dispute resolution 
of  a claim. You can obtain this assistance by contacting your local Division field office or by calling 1-800-252-7031. The 
Office of  Injured Employee Counsel (OIEC) also provides free assistance to injured employees and will explain your rights and 
responsibilities under the Workers’ Compensation Act. You can obtain OIEC’s assistance by contacting an OIEC customer service 
representative in your local Division field office or by calling 1-866-EZE-OIEC (1-866-393-6432).

SAFETY VIOLATIONS HOTLINE: The Division has a 24 hour toll-free telephone number for reporting unsafe conditions in 
the workplace that may violate occupational health and safety laws. Employers are prohibited by law from suspending, terminating, 
or discriminating against any employee because he or she in good faith reports an alleged occupational health or safety violation. 
Contact the Division at 1-800-452-9595.

INSURED*

AVISO A LOS EMPLEADOS SOBRE LA COMPENSACIÓN PARA 
TRABAJADORES EN TEXAS

COBERTURA: [Nombre del Empleador] ___________________________________________________________ 
tiene cobertura de seguros de compensación para trabajadores con [Nombre de la compañía de seguros] _____________
_______________________________ para protegerle en caso de una lesión o enfermedad ocupacional relacionada con 
el trabajo. Esta cobertura está vigente desde [Fecha en que entra en vigencia la póliza] ____________________. Cualquier 
lesión o enfermedad ocupacional que ocurra en o después de esta fecha será manejada por [Nombre de la compañía de 
seguros]  _________________________________________________________. Un empleado o una persona que 
actúe en nombre del empleado, debe notificar al empleador sobre una lesión o una enfermedad ocupacional a no más tardar de 
treinta (30) días, a partir de la fecha en que ocurrió la lesión o en la fecha en la que el empleado se enteró o debería de haberse 
enterado de la enfermedad ocupacional, al menos que el Departamento de Seguros de Texas, División de Compensación 
para Trabajadores (Texas Department of  Insurance, Division of  Workers’ Compensation – TDI-DWC, por su nombre y siglas 
en inglés) (División) determine que existió una buena causa para que no se haya notificado al empleador dentro del tiempo 
señalado. Su empleador tiene la obligación de proporcionarle a usted información por escrito sobre la cobertura cuando usted 
es contratado o cuando su empleador adquiere o deja de tener una cobertura de seguro de compensación para trabajadores.

ASISTENCIA AL EMPLEADO: La División proporciona información gratuita sobre cómo presentar una reclamación de 
compensación para trabajadores. El personal de la División contestará cualquier pregunta que usted pueda tener sobre la 
compensación para trabajadores y procesará cualquier solicitud de resolución de disputas relacionada con una reclamación. 
Usted puede obtener este tipo de asistencia comunicándose con su oficina local de la División o llamando al teléfono  
1-800-252-7031. La Oficina de Asesoría Pública para el Empleado Lesionado (Office of  Injured Employee Counsel – OIEC,  
por su nombre y siglas en inglés) también ofrece asistencia gratuita a los empleados lesionados y ellos le explicarán cuáles  
son sus derechos y responsabilidades bajo la Ley de Compensación para Trabajadores. Usted puede obtener la asistencia de  
OIEC comunicándose con un representante de servicio al cliente de OIEC en su oficina local de la División o llamando al 
1-866-EZE-OIEC (1-866-393-6432).

LÍNEA DIRECTA PARA REPORTAR VIOLACIONES DE SEGURIDAD: La División cuenta con una línea gratuita 
telefónica que está en servicio las 24 horas del día para reportar condiciones inseguras en el área de trabajo que podrían 
violar las leyes ocupacionales de salud y seguridad. La ley prohíbe que los empleadores suspendan, despidan o discriminen 
en contra de cualquier empleado porque él o ella de buena fe reporta una alegada violación ocupacional de salud o seguridad. 
Comuníquese con la División al teléfono 1-800-452-9595.

Notice 6 TEXAS DEPARTMENT OF INSURANCE, DIVISION OF WORKERS’ COMPENSATION  Rule 110.101(e)(1) 

NOTICE TO EMPLOYEES CONCERNING
WORKERS’ COMPENSATION IN TEXAS

COVERAGE: [Name of  employer]  ________________________________________________________________  
has workers’ compensation insurance coverage from [name of  commercial insurance company]  ______________________
______________________________________________ in the event of  work-related injury or occupational disease. This 
coverage is effective from [effective date of  workers’ compensation insurance policy] _________________. Any injuries or 
occupational diseases which occur on or after that date will be handled by [name of  commercial insurance company] ________
_____________________________________________. An employee or a person acting on the employee’s behalf, must 
notify the employer of  an injury or occupational disease not later than the 30th day after the date on which the injury occurs or the 
date the employee knew or should have known of  an occupational disease, unless the Texas Department of  Insurance, Division of  
Workers’ Compensation (Division) determines that good cause existed for failure to provide timely notice. Your employer is required 
to provide you with coverage information, in writing, when you are hired or whenever the employer becomes, or ceases to be, 
covered by workers’ compensation insurance.

EMPLOYEE ASSISTANCE: The Division provides free information about how to file a workers’ compensation claim. Division 
staff  will answer any questions you may have about workers’ compensation and process any requests for dispute resolution 
of  a claim. You can obtain this assistance by contacting your local Division field office or by calling 1-800-252-7031. The 
Office of  Injured Employee Counsel (OIEC) also provides free assistance to injured employees and will explain your rights and 
responsibilities under the Workers’ Compensation Act. You can obtain OIEC’s assistance by contacting an OIEC customer service 
representative in your local Division field office or by calling 1-866-EZE-OIEC (1-866-393-6432).

SAFETY VIOLATIONS HOTLINE: The Division has a 24 hour toll-free telephone number for reporting unsafe conditions in 
the workplace that may violate occupational health and safety laws. Employers are prohibited by law from suspending, terminating, 
or discriminating against any employee because he or she in good faith reports an alleged occupational health or safety violation. 
Contact the Division at 1-800-452-9595.

NOTICE TO EMPLOYEES CONCERNING
WORKERS’ COMPENSATION IN TEXAS

COVERAGE: Effective on [effective date of certificate] ___________________ [name of employer] _____________________
_______________________________________has been certified by the Texas Department of Insurance, Division of Workers’ 
Compensation (Division) as a self-insured employer providing workers’ compensation insurance in the event of work-related injury 
or occupational disease. Claims for injuries or occupational diseases which occur on or after that date will be handled by [name of 
third party administrator] _____________________________________________________________. An employee or a person 
acting on the employee's behalf, must notify the employer of an injury or occupational disease not later than the 30th day after 
the date on which the injury occurs or the date the employee knew or should have known of an occupational disease, unless the 
Division determines that good cause existed for failure to provide timely notice. Your employer is required to provide you with 
coverage information, in writing, when you are hired or whenever the employer becomes, or ceases to be, covered by workers’ 
compensation insurance.

EMPLOYEE ASSISTANCE: The Division provides free information about how to file a workers’ compensation claim. Division 
staff will answer any questions you may have about workers’ compensation and process any requests for dispute resolution of 
a claim. You can obtain this assistance by contacting your local Division field office or by calling 1-800-252-7031. The Office 
of Injured Employee Counsel (OIEC) also provides free assistance to injured employees and will explain your rights and 
responsibilities under the Workers’ Compensation Act. You can obtain OIEC’s assistance by contacting an OIEC customer service 
representative in your local Division field office or by calling 1-866-EZE-OIEC (1-866-393-6432).

SAFETY VIOLATIONS HOTLINE: The Division has a 24 hour toll-free telephone number for reporting unsafe conditions in the 
workplace that may violate occupational health and safety laws. Employers are prohibited by law from suspending, terminating, 
or discriminating against any employee because he or she in good faith reports an alleged occupational health or safety violation. 
Contact the Division at 1-800-452-9595.

AVISO A LOS EMPLEADOS SOBRE LA  
COMPENSACIÓN PARA TRABAJADORES EN TEXAS

COBERTURA: A partir de [fecha en que entra en vigencia el certificado] ________________, [nombre del empleador] ___
________________________________________ ha sido certificado por el Departamento de Seguros de Texas, División de 
Compensación para Trabajadores (Texas Department of Insurance, Division of Workers’ Compensation – TDI-DWC, por su 
nombre y siglas en inglés) (División) como empleador auto asegurado (self-insured employer, por su nombre en inglés), para 
proporcionar un seguro de compensación para trabajadores para protegerle en caso de una lesión o enfermedad ocupacional 
relacionada con el trabajo. Las reclamaciones por lesiones o enfermedades ocupacionales que ocurran en o después de esta 
fecha serán manejadas por [nombre del administrador externo] _________________________________________________
________________. Un empleado o una persona que actúe en nombre del empleado, debe notificar al empleador sobre una 
lesión o una enfermedad ocupacional a no más tardar de treinta (30) días, a partir de la fecha en que ocurrió la lesión o en la 
fecha en la que el empleado se enteró o debería de haberse enterado de la enfermedad ocupacional, al menos que la División 
determine que existió una buena causa para que no se haya notificado al empleador dentro del tiempo señalado. Su empleador 
tiene la obligación de proporcionarle a usted información por escrito sobre la cobertura cuando usted es contratado o cuando su 
empleador adquiere o deja de tener una cobertura de seguro de compensación para trabajadores.

ASISTENCIA AL EMPLEADO: La División proporciona información gratuita sobre cómo presentar una reclamación de 
compensación para trabajadores. El personal de la División contestará cualquier pregunta que usted pueda tener sobre la 
compensación para trabajadores y procesará cualquier solicitud de resolución de disputas relacionada con una reclamación. 
Usted puede obtener este tipo de asistencia comunicándose con su oficina local de la División o llamando al teléfono 1-800-252-
7031. La Oficina de Asesoría Pública para el Empleado Lesionado (Office of Injured Employee Counsel – OIEC, por su nombre 
y siglas en inglés) también ofrece asistencia gratuita a los empleados lesionados y ellos le explicarán cuáles son sus derechos y 
responsabilidades bajo la Ley de Compensación para Trabajadores. Usted puede obtener la asistencia de OIEC comunicándose 
con un representante de servicio al cliente de OIEC en su oficina local de la División o llamando al 1-866-EZE-OIEC (1-866-393-
6432).

LÍNEA DIRECTA PARA REPORTAR VIOLACIONES DE SEGURIDAD: La División cuenta con una línea gratuita telefónica 
que está en servicio las 24 horas del día para reportar condiciones inseguras en el área de trabajo que podrían violar las leyes 
ocupacionales de salud y seguridad. La ley prohíbe que los empleadores suspendan, despidan o discriminen en contra de 
cualquier empleado porque él o ella de buena fe reporta una alegada violación ocupacional de salud o seguridad. Comuníquese 
con la División al teléfono 1-800-452-9595.

Notice 7                         TEXAS DEPARTMENT OF INSURANCE, DIVISION OF WORKERS’ COMPENSATION  Rule 110.101(e)(2)

NOTICE TO EMPLOYEES CONCERNING
WORKERS’ COMPENSATION IN TEXAS

COVERAGE: Effective on [effective date of certificate] ___________________ [name of employer] _____________________
_______________________________________has been certified by the Texas Department of Insurance, Division of Workers’ 
Compensation (Division) as a self-insured employer providing workers’ compensation insurance in the event of work-related injury 
or occupational disease. Claims for injuries or occupational diseases which occur on or after that date will be handled by [name of 
third party administrator] _____________________________________________________________. An employee or a person 
acting on the employee's behalf, must notify the employer of an injury or occupational disease not later than the 30th day after 
the date on which the injury occurs or the date the employee knew or should have known of an occupational disease, unless the 
Division determines that good cause existed for failure to provide timely notice. Your employer is required to provide you with 
coverage information, in writing, when you are hired or whenever the employer becomes, or ceases to be, covered by workers’ 
compensation insurance.

EMPLOYEE ASSISTANCE: The Division provides free information about how to file a workers’ compensation claim. Division 
staff will answer any questions you may have about workers’ compensation and process any requests for dispute resolution of 
a claim. You can obtain this assistance by contacting your local Division field office or by calling 1-800-252-7031. The Office 
of Injured Employee Counsel (OIEC) also provides free assistance to injured employees and will explain your rights and 
responsibilities under the Workers’ Compensation Act. You can obtain OIEC’s assistance by contacting an OIEC customer service 
representative in your local Division field office or by calling 1-866-EZE-OIEC (1-866-393-6432).

SAFETY VIOLATIONS HOTLINE: The Division has a 24 hour toll-free telephone number for reporting unsafe conditions in the 
workplace that may violate occupational health and safety laws. Employers are prohibited by law from suspending, terminating, 
or discriminating against any employee because he or she in good faith reports an alleged occupational health or safety violation. 
Contact the Division at 1-800-452-9595.

AVISO A LOS EMPLEADOS SOBRE LA  
COMPENSACIÓN PARA TRABAJADORES EN TEXAS

COBERTURA: A partir de [fecha en que entra en vigencia el certificado] ________________, [nombre del empleador] ___
________________________________________ ha sido certificado por el Departamento de Seguros de Texas, División de 
Compensación para Trabajadores (Texas Department of Insurance, Division of Workers’ Compensation – TDI-DWC, por su 
nombre y siglas en inglés) (División) como empleador auto asegurado (self-insured employer, por su nombre en inglés), para 
proporcionar un seguro de compensación para trabajadores para protegerle en caso de una lesión o enfermedad ocupacional 
relacionada con el trabajo. Las reclamaciones por lesiones o enfermedades ocupacionales que ocurran en o después de esta 
fecha serán manejadas por [nombre del administrador externo] _________________________________________________
________________. Un empleado o una persona que actúe en nombre del empleado, debe notificar al empleador sobre una 
lesión o una enfermedad ocupacional a no más tardar de treinta (30) días, a partir de la fecha en que ocurrió la lesión o en la 
fecha en la que el empleado se enteró o debería de haberse enterado de la enfermedad ocupacional, al menos que la División 
determine que existió una buena causa para que no se haya notificado al empleador dentro del tiempo señalado. Su empleador 
tiene la obligación de proporcionarle a usted información por escrito sobre la cobertura cuando usted es contratado o cuando su 
empleador adquiere o deja de tener una cobertura de seguro de compensación para trabajadores.

ASISTENCIA AL EMPLEADO: La División proporciona información gratuita sobre cómo presentar una reclamación de 
compensación para trabajadores. El personal de la División contestará cualquier pregunta que usted pueda tener sobre la 
compensación para trabajadores y procesará cualquier solicitud de resolución de disputas relacionada con una reclamación. 
Usted puede obtener este tipo de asistencia comunicándose con su oficina local de la División o llamando al teléfono 1-800-252-
7031. La Oficina de Asesoría Pública para el Empleado Lesionado (Office of Injured Employee Counsel – OIEC, por su nombre 
y siglas en inglés) también ofrece asistencia gratuita a los empleados lesionados y ellos le explicarán cuáles son sus derechos y 
responsabilidades bajo la Ley de Compensación para Trabajadores. Usted puede obtener la asistencia de OIEC comunicándose 
con un representante de servicio al cliente de OIEC en su oficina local de la División o llamando al 1-866-EZE-OIEC (1-866-393-
6432).

LÍNEA DIRECTA PARA REPORTAR VIOLACIONES DE SEGURIDAD: La División cuenta con una línea gratuita telefónica 
que está en servicio las 24 horas del día para reportar condiciones inseguras en el área de trabajo que podrían violar las leyes 
ocupacionales de salud y seguridad. La ley prohíbe que los empleadores suspendan, despidan o discriminen en contra de 
cualquier empleado porque él o ella de buena fe reporta una alegada violación ocupacional de salud o seguridad. Comuníquese 
con la División al teléfono 1-800-452-9595.

Notice 7                         TEXAS DEPARTMENT OF INSURANCE, DIVISION OF WORKERS’ COMPENSATION  Rule 110.101(e)(2)

NOTICE TO EMPLOYEES CONCERNING
WORKERS’ COMPENSATION IN TEXAS

COVERAGE: Effective on [effective date of certificate] ___________________ [name of employer] _____________________
_______________________________________has been certified by the Texas Department of Insurance, Division of Workers’ 
Compensation (Division) as a self-insured employer providing workers’ compensation insurance in the event of work-related injury 
or occupational disease. Claims for injuries or occupational diseases which occur on or after that date will be handled by [name of 
third party administrator] _____________________________________________________________. An employee or a person 
acting on the employee's behalf, must notify the employer of an injury or occupational disease not later than the 30th day after 
the date on which the injury occurs or the date the employee knew or should have known of an occupational disease, unless the 
Division determines that good cause existed for failure to provide timely notice. Your employer is required to provide you with 
coverage information, in writing, when you are hired or whenever the employer becomes, or ceases to be, covered by workers’ 
compensation insurance.

EMPLOYEE ASSISTANCE: The Division provides free information about how to file a workers’ compensation claim. Division 
staff will answer any questions you may have about workers’ compensation and process any requests for dispute resolution of 
a claim. You can obtain this assistance by contacting your local Division field office or by calling 1-800-252-7031. The Office 
of Injured Employee Counsel (OIEC) also provides free assistance to injured employees and will explain your rights and 
responsibilities under the Workers’ Compensation Act. You can obtain OIEC’s assistance by contacting an OIEC customer service 
representative in your local Division field office or by calling 1-866-EZE-OIEC (1-866-393-6432).

SAFETY VIOLATIONS HOTLINE: The Division has a 24 hour toll-free telephone number for reporting unsafe conditions in the 
workplace that may violate occupational health and safety laws. Employers are prohibited by law from suspending, terminating, 
or discriminating against any employee because he or she in good faith reports an alleged occupational health or safety violation. 
Contact the Division at 1-800-452-9595.

AVISO A LOS EMPLEADOS SOBRE LA  
COMPENSACIÓN PARA TRABAJADORES EN TEXAS

COBERTURA: A partir de [fecha en que entra en vigencia el certificado] ________________, [nombre del empleador] ___
________________________________________ ha sido certificado por el Departamento de Seguros de Texas, División de 
Compensación para Trabajadores (Texas Department of Insurance, Division of Workers’ Compensation – TDI-DWC, por su 
nombre y siglas en inglés) (División) como empleador auto asegurado (self-insured employer, por su nombre en inglés), para 
proporcionar un seguro de compensación para trabajadores para protegerle en caso de una lesión o enfermedad ocupacional 
relacionada con el trabajo. Las reclamaciones por lesiones o enfermedades ocupacionales que ocurran en o después de esta 
fecha serán manejadas por [nombre del administrador externo] _________________________________________________
________________. Un empleado o una persona que actúe en nombre del empleado, debe notificar al empleador sobre una 
lesión o una enfermedad ocupacional a no más tardar de treinta (30) días, a partir de la fecha en que ocurrió la lesión o en la 
fecha en la que el empleado se enteró o debería de haberse enterado de la enfermedad ocupacional, al menos que la División 
determine que existió una buena causa para que no se haya notificado al empleador dentro del tiempo señalado. Su empleador 
tiene la obligación de proporcionarle a usted información por escrito sobre la cobertura cuando usted es contratado o cuando su 
empleador adquiere o deja de tener una cobertura de seguro de compensación para trabajadores.

ASISTENCIA AL EMPLEADO: La División proporciona información gratuita sobre cómo presentar una reclamación de 
compensación para trabajadores. El personal de la División contestará cualquier pregunta que usted pueda tener sobre la 
compensación para trabajadores y procesará cualquier solicitud de resolución de disputas relacionada con una reclamación. 
Usted puede obtener este tipo de asistencia comunicándose con su oficina local de la División o llamando al teléfono 1-800-252-
7031. La Oficina de Asesoría Pública para el Empleado Lesionado (Office of Injured Employee Counsel – OIEC, por su nombre 
y siglas en inglés) también ofrece asistencia gratuita a los empleados lesionados y ellos le explicarán cuáles son sus derechos y 
responsabilidades bajo la Ley de Compensación para Trabajadores. Usted puede obtener la asistencia de OIEC comunicándose 
con un representante de servicio al cliente de OIEC en su oficina local de la División o llamando al 1-866-EZE-OIEC (1-866-393-
6432).

LÍNEA DIRECTA PARA REPORTAR VIOLACIONES DE SEGURIDAD: La División cuenta con una línea gratuita telefónica 
que está en servicio las 24 horas del día para reportar condiciones inseguras en el área de trabajo que podrían violar las leyes 
ocupacionales de salud y seguridad. La ley prohíbe que los empleadores suspendan, despidan o discriminen en contra de 
cualquier empleado porque él o ella de buena fe reporta una alegada violación ocupacional de salud o seguridad. Comuníquese 
con la División al teléfono 1-800-452-9595.

Notice 7                         TEXAS DEPARTMENT OF INSURANCE, DIVISION OF WORKERS’ COMPENSATION  Rule 110.101(e)(2)

SELF-INSURED*

AVISO A LOS EMPLEADOS SOBRE LA COMPENSACIÓN PARA 
TRABAJADORES EN TEXAS

COBERTURA: [Nombre del Empleador] ___________________________________________________________ 
tiene cobertura de seguros de compensación para trabajadores con [Nombre de la compañía de seguros] _____________
_______________________________ para protegerle en caso de una lesión o enfermedad ocupacional relacionada con 
el trabajo. Esta cobertura está vigente desde [Fecha en que entra en vigencia la póliza] ____________________. Cualquier 
lesión o enfermedad ocupacional que ocurra en o después de esta fecha será manejada por [Nombre de la compañía de 
seguros]  _________________________________________________________. Un empleado o una persona que 
actúe en nombre del empleado, debe notificar al empleador sobre una lesión o una enfermedad ocupacional a no más tardar de 
treinta (30) días, a partir de la fecha en que ocurrió la lesión o en la fecha en la que el empleado se enteró o debería de haberse 
enterado de la enfermedad ocupacional, al menos que el Departamento de Seguros de Texas, División de Compensación 
para Trabajadores (Texas Department of  Insurance, Division of  Workers’ Compensation – TDI-DWC, por su nombre y siglas 
en inglés) (División) determine que existió una buena causa para que no se haya notificado al empleador dentro del tiempo 
señalado. Su empleador tiene la obligación de proporcionarle a usted información por escrito sobre la cobertura cuando usted 
es contratado o cuando su empleador adquiere o deja de tener una cobertura de seguro de compensación para trabajadores.

ASISTENCIA AL EMPLEADO: La División proporciona información gratuita sobre cómo presentar una reclamación de 
compensación para trabajadores. El personal de la División contestará cualquier pregunta que usted pueda tener sobre la 
compensación para trabajadores y procesará cualquier solicitud de resolución de disputas relacionada con una reclamación. 
Usted puede obtener este tipo de asistencia comunicándose con su oficina local de la División o llamando al teléfono  
1-800-252-7031. La Oficina de Asesoría Pública para el Empleado Lesionado (Office of  Injured Employee Counsel – OIEC,  
por su nombre y siglas en inglés) también ofrece asistencia gratuita a los empleados lesionados y ellos le explicarán cuáles  
son sus derechos y responsabilidades bajo la Ley de Compensación para Trabajadores. Usted puede obtener la asistencia de  
OIEC comunicándose con un representante de servicio al cliente de OIEC en su oficina local de la División o llamando al 
1-866-EZE-OIEC (1-866-393-6432).

LÍNEA DIRECTA PARA REPORTAR VIOLACIONES DE SEGURIDAD: La División cuenta con una línea gratuita 
telefónica que está en servicio las 24 horas del día para reportar condiciones inseguras en el área de trabajo que podrían 
violar las leyes ocupacionales de salud y seguridad. La ley prohíbe que los empleadores suspendan, despidan o discriminen 
en contra de cualquier empleado porque él o ella de buena fe reporta una alegada violación ocupacional de salud o seguridad. 
Comuníquese con la División al teléfono 1-800-452-9595.

Notice 6 TEXAS DEPARTMENT OF INSURANCE, DIVISION OF WORKERS’ COMPENSATION  Rule 110.101(e)(1) 

NOTICE TO EMPLOYEES CONCERNING
WORKERS’ COMPENSATION IN TEXAS

COVERAGE: [Name of  employer]  ________________________________________________________________  
has workers’ compensation insurance coverage from [name of  commercial insurance company]  ______________________
______________________________________________ in the event of  work-related injury or occupational disease. This 
coverage is effective from [effective date of  workers’ compensation insurance policy] _________________. Any injuries or 
occupational diseases which occur on or after that date will be handled by [name of  commercial insurance company] ________
_____________________________________________. An employee or a person acting on the employee’s behalf, must 
notify the employer of  an injury or occupational disease not later than the 30th day after the date on which the injury occurs or the 
date the employee knew or should have known of  an occupational disease, unless the Texas Department of  Insurance, Division of  
Workers’ Compensation (Division) determines that good cause existed for failure to provide timely notice. Your employer is required 
to provide you with coverage information, in writing, when you are hired or whenever the employer becomes, or ceases to be, 
covered by workers’ compensation insurance.

EMPLOYEE ASSISTANCE: The Division provides free information about how to file a workers’ compensation claim. Division 
staff  will answer any questions you may have about workers’ compensation and process any requests for dispute resolution 
of  a claim. You can obtain this assistance by contacting your local Division field office or by calling 1-800-252-7031. The 
Office of  Injured Employee Counsel (OIEC) also provides free assistance to injured employees and will explain your rights and 
responsibilities under the Workers’ Compensation Act. You can obtain OIEC’s assistance by contacting an OIEC customer service 
representative in your local Division field office or by calling 1-866-EZE-OIEC (1-866-393-6432).

SAFETY VIOLATIONS HOTLINE: The Division has a 24 hour toll-free telephone number for reporting unsafe conditions in 
the workplace that may violate occupational health and safety laws. Employers are prohibited by law from suspending, terminating, 
or discriminating against any employee because he or she in good faith reports an alleged occupational health or safety violation. 
Contact the Division at 1-800-452-9595.

AVISO A LOS EMPLEADOS SOBRE LA COMPENSACIÓN PARA 
TRABAJADORES EN TEXAS

COBERTURA: [Nombre del Empleador] ___________________________________________________________ 
tiene cobertura de seguros de compensación para trabajadores con [Nombre de la compañía de seguros] _____________
_______________________________ para protegerle en caso de una lesión o enfermedad ocupacional relacionada con 
el trabajo. Esta cobertura está vigente desde [Fecha en que entra en vigencia la póliza] ____________________. Cualquier 
lesión o enfermedad ocupacional que ocurra en o después de esta fecha será manejada por [Nombre de la compañía de 
seguros]  _________________________________________________________. Un empleado o una persona que 
actúe en nombre del empleado, debe notificar al empleador sobre una lesión o una enfermedad ocupacional a no más tardar de 
treinta (30) días, a partir de la fecha en que ocurrió la lesión o en la fecha en la que el empleado se enteró o debería de haberse 
enterado de la enfermedad ocupacional, al menos que el Departamento de Seguros de Texas, División de Compensación 
para Trabajadores (Texas Department of  Insurance, Division of  Workers’ Compensation – TDI-DWC, por su nombre y siglas 
en inglés) (División) determine que existió una buena causa para que no se haya notificado al empleador dentro del tiempo 
señalado. Su empleador tiene la obligación de proporcionarle a usted información por escrito sobre la cobertura cuando usted 
es contratado o cuando su empleador adquiere o deja de tener una cobertura de seguro de compensación para trabajadores.

ASISTENCIA AL EMPLEADO: La División proporciona información gratuita sobre cómo presentar una reclamación de 
compensación para trabajadores. El personal de la División contestará cualquier pregunta que usted pueda tener sobre la 
compensación para trabajadores y procesará cualquier solicitud de resolución de disputas relacionada con una reclamación. 
Usted puede obtener este tipo de asistencia comunicándose con su oficina local de la División o llamando al teléfono  
1-800-252-7031. La Oficina de Asesoría Pública para el Empleado Lesionado (Office of  Injured Employee Counsel – OIEC,  
por su nombre y siglas en inglés) también ofrece asistencia gratuita a los empleados lesionados y ellos le explicarán cuáles  
son sus derechos y responsabilidades bajo la Ley de Compensación para Trabajadores. Usted puede obtener la asistencia de  
OIEC comunicándose con un representante de servicio al cliente de OIEC en su oficina local de la División o llamando al 
1-866-EZE-OIEC (1-866-393-6432).

LÍNEA DIRECTA PARA REPORTAR VIOLACIONES DE SEGURIDAD: La División cuenta con una línea gratuita 
telefónica que está en servicio las 24 horas del día para reportar condiciones inseguras en el área de trabajo que podrían 
violar las leyes ocupacionales de salud y seguridad. La ley prohíbe que los empleadores suspendan, despidan o discriminen 
en contra de cualquier empleado porque él o ella de buena fe reporta una alegada violación ocupacional de salud o seguridad. 
Comuníquese con la División al teléfono 1-800-452-9595.

Notice 6 TEXAS DEPARTMENT OF INSURANCE, DIVISION OF WORKERS’ COMPENSATION  Rule 110.101(e)(1) 

NOTICE TO EMPLOYEES CONCERNING
WORKERS’ COMPENSATION IN TEXAS

COVERAGE: [Name of  employer]  ________________________________________________________________  
has workers’ compensation insurance coverage from [name of  commercial insurance company]  ______________________
______________________________________________ in the event of  work-related injury or occupational disease. This 
coverage is effective from [effective date of  workers’ compensation insurance policy] _________________. Any injuries or 
occupational diseases which occur on or after that date will be handled by [name of  commercial insurance company] ________
_____________________________________________. An employee or a person acting on the employee’s behalf, must 
notify the employer of  an injury or occupational disease not later than the 30th day after the date on which the injury occurs or the 
date the employee knew or should have known of  an occupational disease, unless the Texas Department of  Insurance, Division of  
Workers’ Compensation (Division) determines that good cause existed for failure to provide timely notice. Your employer is required 
to provide you with coverage information, in writing, when you are hired or whenever the employer becomes, or ceases to be, 
covered by workers’ compensation insurance.

EMPLOYEE ASSISTANCE: The Division provides free information about how to file a workers’ compensation claim. Division 
staff  will answer any questions you may have about workers’ compensation and process any requests for dispute resolution 
of  a claim. You can obtain this assistance by contacting your local Division field office or by calling 1-800-252-7031. The 
Office of  Injured Employee Counsel (OIEC) also provides free assistance to injured employees and will explain your rights and 
responsibilities under the Workers’ Compensation Act. You can obtain OIEC’s assistance by contacting an OIEC customer service 
representative in your local Division field office or by calling 1-866-EZE-OIEC (1-866-393-6432).

SAFETY VIOLATIONS HOTLINE: The Division has a 24 hour toll-free telephone number for reporting unsafe conditions in 
the workplace that may violate occupational health and safety laws. Employers are prohibited by law from suspending, terminating, 
or discriminating against any employee because he or she in good faith reports an alleged occupational health or safety violation. 
Contact the Division at 1-800-452-9595.

Employer MUST check one of the four boxes below for appropriate insurance type

NOTICE TO EMPLOYEES CONCERNING
WORKERS’ COMPENSATION IN TEXAS

COVERAGE: Effective on [effective date of  certificate] _____________ [name of  employer] _____________________ 
_______________________________ provides workers’ compensation insurance coverage as a member of a self-
insurance group under Labor Code Chapter 407A in the event of  work-related injury or occupational disease. Claims for injuries 
or occupational diseases which occur on or after that date will be handled by [name of third party administrator] __________ 
___________________________________. An employee or a person acting on the employee’s behalf, must notify the 
employer of  an injury or occupational disease not later than the 30th day after the date on which the injury occurs or the 
date the employee knew or should have known of  an occupational disease, unless the Texas Department of  Insurance, 
Division of  Workers’ Compensation (Division) determines that good cause existed for failure to provide timely notice. Your 
employer is required to provide you with coverage information, in writing, when you are hired or whenever the employer 
becomes, or ceases to be, covered by workers’ compensation insurance.

EMPLOYEE ASSISTANCE: The Division provides free information about how to file a workers’ compensation claim. 
Division staff  will answer any questions you may have about workers’ compensation and process any requests for dispute 
resolution of  a claim. You can obtain this assistance by contacting your local Division field office or by calling 1-800-252-
7031. The Office of  Injured Employee Counsel (OIEC) also provides free assistance to injured employees and will explain 
your rights and responsibilities under the Workers’ Compensation Act. You can obtain OIEC’s assistance by contacting an 
OIEC customer service representative in your local Division field office or by calling 1-866-EZE-OIEC (1-866-393-6432).

SAFETY VIOLATIONS HOTLINE: The Division has a 24 hour toll-free telephone number for reporting unsafe conditions 
in the workplace that may violate occupational health and safety laws. Employers are prohibited by law from suspending, 
terminating, or discriminating against any employee because he or she in good faith reports an alleged occupational health 
or safety violation. Contact the Division at 1-800-452-9595

AVISO A LOS EMPLEADOS SOBRE LA  
COMPENSACIÓN PARA TRABAJADORES EN TEXAS

COBERTURA: A partir de [effective date of  certificate] ________________, [name of  employer] ________________
___________________________ proporciona cobertura de seguro de compensación para trabajadores como miembro 
de un grupo auto asegurado bajo el Código Laboral Capítulo 407A para protegerle en caso de una lesión o enfermedad 
ocupacional relacionada con el trabajo. Las reclamaciones por lesiones o enfermedades ocupacionales que ocurran en o 
después de esta fecha serán manejadas por [name of  third party administrator] ________________________________
_________________________________________________________________________________________ .
Un empleado o una persona que actúe en nombre del empleado debe notificar al empleador sobre una lesión o una 
enfermedad ocupacional a no más tardar de treinta (30) días, a partir de la fecha en que ocurrió la lesión o en la fecha en 
la que el empleado se enteró o debería de haberse enterado de la enfermedad ocupacional, al menos que el Departamento 
de Seguros de Texas, División de Compensación para Trabajadores (Texas Department of  Insurance, Division of  Workers’ 
Compensation – TDI-DWC, por su nombre y siglas en inglés) (División) determine que existió una buena causa para que 
no se haya notificado al empleador dentro del tiempo señalado. Su empleador tiene la obligación de proporcionarle a usted 
información por escrito sobre la cobertura cuando usted es contratado o cuando su empleador adquiere o deja de tener una 
cobertura de seguro de compensación para trabajadores.

ASISTENCIA AL EMPLEADO: La División proporciona información gratuita sobre cómo presentar una reclamación 
de compensación para trabajadores. El personal de la División contestará cualquier pregunta que usted pueda tener 
sobre la compensación para trabajadores y procesará cualquier solicitud de resolución de disputas relacionada con una 
reclamación. Usted puede obtener este tipo de asistencia comunicándose con su oficina local de la División o llamando 
al teléfono 1-800-252-7031. La Oficina de Asesoría Pública para el Empleado Lesionado (Office of  Injured Employee 
Counsel – OIEC, por su nombre y siglas en inglés) también ofrece asistencia gratuita a los empleados lesionados y ellos 
le explicarán cuáles son sus derechos y responsabilidades bajo la Ley de Compensación para Trabajadores. Usted puede 
obtener la asistencia de OIEC comunicándose con un representante de servicio al cliente de OIEC en su oficina local de la 
División o llamando al 1-866-EZE-OIEC (1-866-393-6432).

LÍNEA DIRECTA PARA REPORTAR VIOLACIONES DE SEGURIDAD: La División cuenta con una línea gratuita 
telefónica que está en servicio las 24 horas del día para reportar condiciones inseguras en el área de trabajo que podrían 
violar las leyes ocupacionales de salud y seguridad. La ley prohíbe que los empleadores suspendan, despidan o discriminen 
en contra de cualquier empleado porque él o ella de buena fe reporta una alegada violación ocupacional de salud o 
seguridad. Comuníquese con la División al teléfono 1-800-452-9595.

Notice 10                         TEXAS DEPARTMENT OF INSURANCE, DIVISION OF WORKERS’ COMPENSATION  Rule 110.101(e)(3)

NOTICE TO EMPLOYEES CONCERNING
WORKERS’ COMPENSATION IN TEXAS

COVERAGE: Effective on [effective date of  certificate] _____________ [name of  employer] _____________________ 
_______________________________ provides workers’ compensation insurance coverage as a member of a self-
insurance group under Labor Code Chapter 407A in the event of  work-related injury or occupational disease. Claims for injuries 
or occupational diseases which occur on or after that date will be handled by [name of third party administrator] __________ 
___________________________________. An employee or a person acting on the employee’s behalf, must notify the 
employer of  an injury or occupational disease not later than the 30th day after the date on which the injury occurs or the 
date the employee knew or should have known of  an occupational disease, unless the Texas Department of  Insurance, 
Division of  Workers’ Compensation (Division) determines that good cause existed for failure to provide timely notice. Your 
employer is required to provide you with coverage information, in writing, when you are hired or whenever the employer 
becomes, or ceases to be, covered by workers’ compensation insurance.

EMPLOYEE ASSISTANCE: The Division provides free information about how to file a workers’ compensation claim. 
Division staff  will answer any questions you may have about workers’ compensation and process any requests for dispute 
resolution of  a claim. You can obtain this assistance by contacting your local Division field office or by calling 1-800-252-
7031. The Office of  Injured Employee Counsel (OIEC) also provides free assistance to injured employees and will explain 
your rights and responsibilities under the Workers’ Compensation Act. You can obtain OIEC’s assistance by contacting an 
OIEC customer service representative in your local Division field office or by calling 1-866-EZE-OIEC (1-866-393-6432).

SAFETY VIOLATIONS HOTLINE: The Division has a 24 hour toll-free telephone number for reporting unsafe conditions 
in the workplace that may violate occupational health and safety laws. Employers are prohibited by law from suspending, 
terminating, or discriminating against any employee because he or she in good faith reports an alleged occupational health 
or safety violation. Contact the Division at 1-800-452-9595

AVISO A LOS EMPLEADOS SOBRE LA  
COMPENSACIÓN PARA TRABAJADORES EN TEXAS

COBERTURA: A partir de [effective date of  certificate] ________________, [name of  employer] ________________
___________________________ proporciona cobertura de seguro de compensación para trabajadores como miembro 
de un grupo auto asegurado bajo el Código Laboral Capítulo 407A para protegerle en caso de una lesión o enfermedad 
ocupacional relacionada con el trabajo. Las reclamaciones por lesiones o enfermedades ocupacionales que ocurran en o 
después de esta fecha serán manejadas por [name of  third party administrator] ________________________________
_________________________________________________________________________________________ .
Un empleado o una persona que actúe en nombre del empleado debe notificar al empleador sobre una lesión o una 
enfermedad ocupacional a no más tardar de treinta (30) días, a partir de la fecha en que ocurrió la lesión o en la fecha en 
la que el empleado se enteró o debería de haberse enterado de la enfermedad ocupacional, al menos que el Departamento 
de Seguros de Texas, División de Compensación para Trabajadores (Texas Department of  Insurance, Division of  Workers’ 
Compensation – TDI-DWC, por su nombre y siglas en inglés) (División) determine que existió una buena causa para que 
no se haya notificado al empleador dentro del tiempo señalado. Su empleador tiene la obligación de proporcionarle a usted 
información por escrito sobre la cobertura cuando usted es contratado o cuando su empleador adquiere o deja de tener una 
cobertura de seguro de compensación para trabajadores.

ASISTENCIA AL EMPLEADO: La División proporciona información gratuita sobre cómo presentar una reclamación 
de compensación para trabajadores. El personal de la División contestará cualquier pregunta que usted pueda tener 
sobre la compensación para trabajadores y procesará cualquier solicitud de resolución de disputas relacionada con una 
reclamación. Usted puede obtener este tipo de asistencia comunicándose con su oficina local de la División o llamando 
al teléfono 1-800-252-7031. La Oficina de Asesoría Pública para el Empleado Lesionado (Office of  Injured Employee 
Counsel – OIEC, por su nombre y siglas en inglés) también ofrece asistencia gratuita a los empleados lesionados y ellos 
le explicarán cuáles son sus derechos y responsabilidades bajo la Ley de Compensación para Trabajadores. Usted puede 
obtener la asistencia de OIEC comunicándose con un representante de servicio al cliente de OIEC en su oficina local de la 
División o llamando al 1-866-EZE-OIEC (1-866-393-6432).

LÍNEA DIRECTA PARA REPORTAR VIOLACIONES DE SEGURIDAD: La División cuenta con una línea gratuita 
telefónica que está en servicio las 24 horas del día para reportar condiciones inseguras en el área de trabajo que podrían 
violar las leyes ocupacionales de salud y seguridad. La ley prohíbe que los empleadores suspendan, despidan o discriminen 
en contra de cualquier empleado porque él o ella de buena fe reporta una alegada violación ocupacional de salud o 
seguridad. Comuníquese con la División al teléfono 1-800-452-9595.

Notice 10                         TEXAS DEPARTMENT OF INSURANCE, DIVISION OF WORKERS’ COMPENSATION  Rule 110.101(e)(3)

NOTICE TO EMPLOYEES CONCERNING
WORKERS’ COMPENSATION IN TEXAS

COVERAGE: Effective on [effective date of  certificate] _____________ [name of  employer] _____________________ 
_______________________________ provides workers’ compensation insurance coverage as a member of a self-
insurance group under Labor Code Chapter 407A in the event of  work-related injury or occupational disease. Claims for injuries 
or occupational diseases which occur on or after that date will be handled by [name of third party administrator] __________ 
___________________________________. An employee or a person acting on the employee’s behalf, must notify the 
employer of  an injury or occupational disease not later than the 30th day after the date on which the injury occurs or the 
date the employee knew or should have known of  an occupational disease, unless the Texas Department of  Insurance, 
Division of  Workers’ Compensation (Division) determines that good cause existed for failure to provide timely notice. Your 
employer is required to provide you with coverage information, in writing, when you are hired or whenever the employer 
becomes, or ceases to be, covered by workers’ compensation insurance.

EMPLOYEE ASSISTANCE: The Division provides free information about how to file a workers’ compensation claim. 
Division staff  will answer any questions you may have about workers’ compensation and process any requests for dispute 
resolution of  a claim. You can obtain this assistance by contacting your local Division field office or by calling 1-800-252-
7031. The Office of  Injured Employee Counsel (OIEC) also provides free assistance to injured employees and will explain 
your rights and responsibilities under the Workers’ Compensation Act. You can obtain OIEC’s assistance by contacting an 
OIEC customer service representative in your local Division field office or by calling 1-866-EZE-OIEC (1-866-393-6432).

SAFETY VIOLATIONS HOTLINE: The Division has a 24 hour toll-free telephone number for reporting unsafe conditions 
in the workplace that may violate occupational health and safety laws. Employers are prohibited by law from suspending, 
terminating, or discriminating against any employee because he or she in good faith reports an alleged occupational health 
or safety violation. Contact the Division at 1-800-452-9595

AVISO A LOS EMPLEADOS SOBRE LA  
COMPENSACIÓN PARA TRABAJADORES EN TEXAS

COBERTURA: A partir de [effective date of  certificate] ________________, [name of  employer] ________________
___________________________ proporciona cobertura de seguro de compensación para trabajadores como miembro 
de un grupo auto asegurado bajo el Código Laboral Capítulo 407A para protegerle en caso de una lesión o enfermedad 
ocupacional relacionada con el trabajo. Las reclamaciones por lesiones o enfermedades ocupacionales que ocurran en o 
después de esta fecha serán manejadas por [name of  third party administrator] ________________________________
_________________________________________________________________________________________ .
Un empleado o una persona que actúe en nombre del empleado debe notificar al empleador sobre una lesión o una 
enfermedad ocupacional a no más tardar de treinta (30) días, a partir de la fecha en que ocurrió la lesión o en la fecha en 
la que el empleado se enteró o debería de haberse enterado de la enfermedad ocupacional, al menos que el Departamento 
de Seguros de Texas, División de Compensación para Trabajadores (Texas Department of  Insurance, Division of  Workers’ 
Compensation – TDI-DWC, por su nombre y siglas en inglés) (División) determine que existió una buena causa para que 
no se haya notificado al empleador dentro del tiempo señalado. Su empleador tiene la obligación de proporcionarle a usted 
información por escrito sobre la cobertura cuando usted es contratado o cuando su empleador adquiere o deja de tener una 
cobertura de seguro de compensación para trabajadores.

ASISTENCIA AL EMPLEADO: La División proporciona información gratuita sobre cómo presentar una reclamación 
de compensación para trabajadores. El personal de la División contestará cualquier pregunta que usted pueda tener 
sobre la compensación para trabajadores y procesará cualquier solicitud de resolución de disputas relacionada con una 
reclamación. Usted puede obtener este tipo de asistencia comunicándose con su oficina local de la División o llamando 
al teléfono 1-800-252-7031. La Oficina de Asesoría Pública para el Empleado Lesionado (Office of  Injured Employee 
Counsel – OIEC, por su nombre y siglas en inglés) también ofrece asistencia gratuita a los empleados lesionados y ellos 
le explicarán cuáles son sus derechos y responsabilidades bajo la Ley de Compensación para Trabajadores. Usted puede 
obtener la asistencia de OIEC comunicándose con un representante de servicio al cliente de OIEC en su oficina local de la 
División o llamando al 1-866-EZE-OIEC (1-866-393-6432).

LÍNEA DIRECTA PARA REPORTAR VIOLACIONES DE SEGURIDAD: La División cuenta con una línea gratuita 
telefónica que está en servicio las 24 horas del día para reportar condiciones inseguras en el área de trabajo que podrían 
violar las leyes ocupacionales de salud y seguridad. La ley prohíbe que los empleadores suspendan, despidan o discriminen 
en contra de cualquier empleado porque él o ella de buena fe reporta una alegada violación ocupacional de salud o 
seguridad. Comuníquese con la División al teléfono 1-800-452-9595.

Notice 10                         TEXAS DEPARTMENT OF INSURANCE, DIVISION OF WORKERS’ COMPENSATION  Rule 110.101(e)(3)

SELF-INSURED GROUP*

NOTICE TO EMPLOYEES CONCERNING WORKERS’ COMPENSATION IN TEXAS
Aviso a los empleados sobre la compensación para trabajadores en Texas

* Information below refers to the three top insurance types on the left

Ombudsman Notice (for insured and self-insured employers)
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IT’S 
THE 
LAW!

You have a 
Know your rights 

right to a safe 
and healthful 

workplace

1-800-922-2689
www.orosha.org

FOR MORE INFORMATION, copies 

of the Oregon Safe Employment Act, 

specific safety and health standards, 

advice or assistance, call:

Salem Central Office....... 503-378-3272

Field Offices:

Bend ............................... 541-388-6066

Eugene ............................ 541-686-7562

Medford .......................... 541-776-6030

Pendleton........................ 541-276-9175

Portland .......................... 503-229-5910

Salem .............................. 503-378-3274

440-1507

Display this poster where all your workers can see it! 
Oregon Administrative Rule 437-001-0275(2)(a). This free poster is available from Oregon OSHA

— It’s the law! —

The Oregon Safe Employment Act of 1973 provides job 
safety and health protection for workers through the 
promotion of safe and healthful working conditions 
throughout the state. The Oregon Occupational Safety 
and Health Division (Oregon OSHA) of the Department 
of Consumer and Business Services has the primary 
responsibility for administering the act.

Oregon OSHA issues occupational safety and health 
standards, and its trained safety and health compliance 
of�cers conduct job-site inspections to ensure compliance
with the Oregon Safe Employment Act. 

Oregon OSHA has a staff of trained safety and health 
professionals available to work with businesses in all 
industries to improve workplace safety and health. 
Consultations and training opportunities are available at 
no charge to Oregon businesses by calling any of the 
phone numbers listed.

• You have the right to notify your employer or 
Oregon OSHA about workplace hazards. You may 
ask Oregon OSHA to keep your name con�dential.

• You have the right to request an Oregon OSHA 
inspection if you believe that there are unsafe or 
unhealthy conditions in your workplace. You or your 
representative may participate in the inspection.

• You have the right to report a work-related injury 
or illness, without being retaliated against.

• You can �le a complaint with the Oregon Bureau of 
Labor and Industries within 90 days, or with federal 
OSHA within 30 days, of discrimination by your 
employer for making safety and health complaints 
or for exercising your rights under the Oregon Safe 
Employment Act. 

• Anyone who wants to register a complaint about the 
administration of the Oregon Safe Employment Act 
can do so by contacting: 

U.S. Department of Labor
OSHA Region X
1111 Third Ave., Suite 715
Seattle, WA 98101-3212
206-553-5930

• You have a right to see Oregon OSHA citations 
issued to your employer. Your employer must post 
the citations at the workplace.

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

• You have the right to copies of your medical records 
or records of your exposure to toxic and harmful 
substances or conditions. Additionally, you may 
request the workplace injury and illness log.

• You have the right to know about hazardous 
substances used in your workplace.

OSHA

BOLI
REQUIREMENTS OF OREGON’S SICK TIME LAW

Effec�ve January 1, 2016, employers that employ employees in the state of Oregon are required to implement sick �me policies 
and provide sick �me to employees. Employers are also required to provide employees with a no�ce of the law’s provisions.  This 
no�ce is intended to summarize the major provisions of the law, but should not be relied upon as a full and complete summary of 
the law. The full text of the law and administra�ve rules adopted by the bureau are available at www.oregon.gov/boli.

Provision of this no�ce to employees complies with the requirement in the sick �me law for employers to provide wri�en no�ce 
of the requirements of the law to employees.

For more informa�on, visit our website at www.oregon.gov/boli, or contact us at 971-673-0761 or mailb@boli.state.or.us.

Brad Avakian, Commissioner

When must sick �me be paid? Employers with 10 
or more employees (6 or more in Portland) in the state 
must pay employees for sick �me taken at the 
employee’s regular rate of pay.  All other employers 
must provide unpaid sick �me.
The number of all employees employed by the 
employer in Oregon must be counted – including full-
�me, part-�me and temporary employees.

For what purposes may sick �me be used?
Employees are en�tled to use sick �me for the 
following purposes:
• For an employee’s or family member’s mental or 
physical illness, injury or health condi�on or need for 
medical diagnosis of these condi�ons or need for 
preven�ve medical care.
• To care for an infant or newly adopted child under 
18, or for a newly placed foster child under 18, or for a
child over 18 if the child is incapable of self-care 
because of mental or physical disability.
• To care for a family member with a serious health 
condi�on.
• To recover from or seek treatment for a serious 
health condi�on that renders the employee unable to 
perform at least one of the essen�al func�ons of the 
employee’s job.
• To care for a child of the employee who is suffering 
from a non-serious illness, injury or condi�on.
• To deal with the death of a family member by 
a�ending the funeral or alterna�ve, making 
arrangements necessitated by the death of a family 
member, or grieving the death of a family member.
• To seek legal or law enforcement assistance or 
remedies to ensure the health and safety of the 
employee or the employee’s minor child or dependent 
for proceedings related to domes�c violence, 
harassment, sexual assault, or stalking.
• To seek medical treatment, recover from injuries, or 
obtain services related to domes�c violence, sexual 
assault, harassment or stalking incidents to the
employee or employee’s minor child or dependent.
• To donate sick �me to another employee for 
qualifying purposes if the employer has a policy 
allowing such dona�ons.
• For certain public health emergencies.

No�ces and Verifica�on: In addi�on to providing a 
no�ce to employees of the requirements of the law, 
employers are required to provide quarterly 
no�fica�ons to employees of the amounts of accrued 
and unused sick �me.
Employers may require employees to provide no�ces, 
verifica�ons and cer�fica�ons for using sick �me under 
certain circumstances.  For example, if the need for sick 
�me is foreseeable, employers may require employees 
to provide up to 10-days’ no�ce of the need to use sick 
�me. Refer to the law and rules for more informa�on.

Discrimina�on/Retalia�on Prohibited:  It is 
unlawful for an employer to deny, interfere with, 
restrain or fail to pay for sick �me to which an 
employee is en�tled; or retaliate or in any way 
discriminate against an employee because the 
employee has inquired about the provisions of the law, 
submi�ed a request for or taken sick �me. Complaints 
may be filed with the Bureau of Labor and Industries.

How much sick �me does the law require? Employees begin accruing sick �me on the first day of employment 
and earn one (1) hour of sick �me for every 30 hours worked or 1 1/3 hours for every 40 hours worked.  Employees 
may use accrued sick �me on the 91st calendar day of employment and may use sick �me as it is accrued.
Employers may choose to simply give employees (“front load”) 40 hours of sick �me at the beginning of the year 
rather than track the number of sick �me hours accrued. Employers may also select the 12-month period to be used 
as the designated “year”, e.g., calendar year, fiscal year, employee anniversary date, etc.
Employees may carry over up to 40 hours of unused sick �me from one year to the next; however, employers may 
adopt policies that limit employees to accruing no more than 80 hours of sick �me or using no more than 40 hours 
of sick �me in a year.
Paid �me off (PTO) policies that include �me off for other purposes (such as vaca�on and other personal �me off) 
comply with the sick �me law as long as the policy is substan�ally equivalent to or more generous than the 
requirements of the law.
Employees must use accrued sick �me in hourly increments unless to do so would pose an undue hardship to the 
employer, in which case the employer may require sick �me to be taken in minimum increments of four hours if the 
employer allows employees to use at least 56 hours of paid leave per year.

Collec�ve Bargaining Agreement Excep�on: The 
sick �me law does not apply to certain employees who 
are covered by a collec�ve bargaining agreement, 
employed through a hiring hall and whose benefits are 
provided by a joint mul�-employer-employee trust or 
benefit plan.

Bureau of Labor and Industries

Paid Sick Time Domestic Violence

 

OREGON EQUAL PAY LAW 

PAY HISTORY 
Effective October 6, 2017, employers are prohibited from seeking the pay history of employment 
applicants and employees before the employer makes an offer of employment to the prospective 
employee that includes an amount of compensation. 

UNLAWFUL 
PRACTICES  

Effective January 1, 2019, it is an unlawful employment practice under ORS chapter 659A 
(Unlawful Discrimination laws) for an employer to: 

 Discriminate in any manner between employees on the basis of an employee’s status as a 
member of a protected class in the payment of wages or other compensation for work of 
comparable character; 

 Pay wages or other compensation to any employee at a rate greater than that at which the 
employer pays wages or other compensation to employees of a protected class for work of a 
comparable character; 

 Screen job applicants based on current or past compensation; 
 Determine compensation for a position based on current or past compensation of a 

prospective employee (not including a current employee of the employer during a transfer, 
move or hire of the employee to a new position with the same employer); 

 Seek the pay history of an applicant or employee from the applicant or employee or a current 
or former employer of the applicant or employee before the employer makes an offer of 
employment to the prospective employee that includes an amount of compensation. 

ADDITIONAL 
PROVISIONS  

Also effective January 1, 2019: 

 Employers may not reduce the compensation of any employee in order to comply with the 
law; 

 Amounts owed to an employee because of a failure of an employer to comply with the 
requirements of the Equal Pay Law are considered “unpaid wages” under the law; 

 Employees who assert violations of the Equal Pay Law may file complaints with the Civil Rights 
Division of BOLI or a civil action within one year after the occurrence of the unlawful practice; 

 An unlawful compensation practice is deemed to have occurred each time compensation is 
paid pursuant to a discriminatory compensation decision or other practice; 

 Notice of claim against public bodies (tort claim notices) must be given within 300 days of 
discovery of the alleged loss or injury. 

OTHER 
PROVISIONS 

See BOLI website for additional information regarding: 

 Permitted circumstances for paying employees performing work of a comparable character at 
different compensation levels; 

 Legal remedies under the law; and 
 Provisions for employer equal pay analyses as a defense in the award of compensatory and 

punitive damages. 

For additional information, contact the Bureau of Labor and Industries: 
www.oregon.gov/boli 

Portland: 971-673-0761 Eugene: 541-686-7623 
Salem: 503-378-3292 TTY: 711 

Technical Assistance for Employers Program: 971-673-0824 
This is a summary of the provisions of the Oregon Equal Pay Law. It is not a complete text of the law. 
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OREGON EQUAL PAY LAW

PAY HISTORY

UNLAWFUL 
PRACTICES

ADDITIONAL 
PROVISIONS

OTHER  
PROVISIONS

Effective October 6, 2017, employers are prohibited from seeking the pay history of employment 
applicants and employees before the employer makes an offer of employment to the prospective 
employee that includes an amount of compensation.

Effective January 1, 2019, it is an unlawful employment practice under ORS chapter 659A 
(Unlawful Discrimination laws) for an employer to:

• Discriminate in any manner between employees on the basis of an employee’s status as a 
member of a protected class in the payment of wages or other compensation for work of 
comparable character;

• Pay wages or other compensation to any employee at a rate greater than that at which the 
employer pays wages or other compensation to employees of a protected class for work of a 
comparable character;

• Screen job applicants based on current or past compensation;
• Determine compensation for a position based on current or past compensation of a  

prospective employee (not including a current employee of the employer during a transfer, 
move or hire of the employee to a new position with the same employer);

• Seek the pay history of an applicant or employee from the applicant or employee or a current 
or former employer of the applicant or employee before the employer makes an offer of 
employment to the prospective employee that includes an amount of compensation.

Also effective January 1, 2019:

• Employers may not reduce the compensation of any employee in order to comply with the 
law;

• Amounts owed to an employee because of a failure of an employer to comply with the 
requirements of the Equal Pay Law are considered “unpaid wages” under the law;

• Employees who assert violations of the Equal Pay Law may file complaints with the Civil Rights 
Division of BOLI or a civil action within one year after the occurrence of the unlawful practice;

• An unlawful compensation practice is deemed to have occurred each time compensation is 
paid pursuant to a discriminatory compensation decision or other practice;

• Notice of claim against public bodies (tort claim notices) must be given within 300 days of 
discovery of the alleged loss or injury.

See BOLI website for additional information regarding:

• Permitted circumstances for paying employees performing work of a comparable character at 
different compensation levels;

• Legal remedies under the law; and
• Provisions for employer equal pay analyses as a defense in the award of compensatory and 

punitive damages.

For additional information, contact the Bureau of Labor and Industries:

www.oregon.gov/boli
 Portland: 971-673-0761 Eugene: 541-686-7623
 Salem: 503-378-3292 TTY: 711

Technical Assistance for Employers Program: 971-673-0824
This is a summary of the provisions of the Oregon Equal Pay Law. It is not a complete text of the law.
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OREGON EQUAL PAY LAW

PAY HISTORY

UNLAWFUL 
PRACTICES

ADDITIONAL 
PROVISIONS

OTHER  
PROVISIONS

Effective October 6, 2017, employers are prohibited from seeking the pay history of employment 
applicants and employees before the employer makes an offer of employment to the prospective 
employee that includes an amount of compensation.

Effective January 1, 2019, it is an unlawful employment practice under ORS chapter 659A (Unlawful 
Discrimination laws) for an employer to:

• Discriminate in any manner between employees on the basis of an employee’s status as a 
member of a protected class in the payment of wages or other compensation for work of 
comparable character;

• Pay wages or other compensation to any employee at a rate greater than that at which the 
employer pays wages or other compensation to employees of a protected class for work of a 
comparable character;

• Screen job applicants based on current or past compensation;
• Determine compensation for a position based on current or past compensation of a  

prospective employee (not including a current employee of the employer during a transfer, 
move or hire of the employee to a new position with the same employer);

• Seek the pay history of an applicant or employee from the applicant or employee or a current 
or former employer of the applicant or employee before the employer makes an offer of 
employment to the prospective employee that includes an amount of compensation.

Also effective January 1, 2019:

• Employers may not reduce the compensation of any employee in order to comply with the 
law;

• Amounts owed to an employee because of a failure of an employer to comply with the 
requirements of the Equal Pay Law are considered “unpaid wages” under the law;

• Employees who assert violations of the Equal Pay Law may file complaints with the Civil Rights 
Division of BOLI or a civil action within one year after the occurrence of the unlawful practice;

• An unlawful compensation practice is deemed to have occurred each time compensation is 
paid pursuant to a discriminatory compensation decision or other practice;

• Notice of claim against public bodies (tort claim notices) must be given within 300 days of 
discovery of the alleged loss or injury.

See BOLI website for additional information regarding:

• Permitted circumstances for paying employees performing work of a comparable character at 
different compensation levels;

• Legal remedies under the law; and
• Provisions for employer equal pay analyses as a defense in the award of compensatory and 

punitive damages.

For additional information, contact the Bureau of Labor and Industries:

www.oregon.gov/boli
 Portland: 971-673-0761 Eugene: 541-686-7623
 Salem: 503-378-3292 TTY: 711

Technical Assistance for Employers Program: 971-673-0824
This is a summary of the provisions of the Oregon Equal Pay Law. It is not a complete text of the law.
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Equal Pay Law

B U R E A U  O F  L A B O R  A N D  I N D U S T R I E S

Oregon

FAMILY LEAVE ACT
The Oregon Family Leave Act (OFLA) requires employers of 25 or more 
employees to provide eligible workers with protected leave to care for 
themselves or family members in cases of death, illness, injury, childbirth, 
adoption and foster placement.                             ORS 659A.150-659A.186

NOTICE TO
EMPLOYERS AND EMPLOYEES

Brad Avakian, Commissioner

When can an 
Employee take 
Family Leave?

Employees can take family leave for the following reasons:

• Parental Leave during the year following the birth of a child or adoption or foster placement of a child under 18, or a 
child 18 or older if incapable of self-care because of a mental or physical disability. Parental leave includes leave to     
effectuate the legal process required for foster placement or adoption.

• Serious health condition leave for the employee’s own serious health condition, or to care for a spouse, same gender -
domestic partner, custodial parent, non-custodial parent, adoptive parent, foster parent, biological parent, step parent,  
parent in law, parent of same-gender domestic partner, grandparent, grandchild, a person whom the employee is or was a 
relationship of in loco parentis, biological, adopted, foster or step child of an employee or the child of an employee’s 
same-gender domestic partner. 

• Pregnancy disability leave (a form of serious health condition leave) taken by a female employee for an incapacity     
related to pregnancy or childbirth, occurring before or after the birth of the child, or for prenatal care.

• Sick child leave taken to care for an employee’s child with an illness or injury that requires home care but is not a serious 
health condition.

• Bereavement leave to deal with the death of a family member.

• Oregon Military Family Leave is taken by the spouse or same gender domestic partner of a service member who has 
been called to active duty or noti�ed of an impending call to active duty or is on leave from active duty during a period of
military con�ict.

Who is Eligible? To be eligible for leave, workers must be employed for the 180 day calendar period immediately preceding the leave and 
have worked at least an average of 25 hours per week during the 180-day period.

Exception 1: For parental leave, workers are eligible after being employed for 180 calendar days, without regard to the  
number of hours worked.

Exception 2: For Oregon Military Family Leave, workers are eligible if they have worked at least an average of 20 hours per 
week, without regard to the duration of employment.

Exception 3: For compensable W  orkers Compensation injuries, for certain Workers Compensation injuries involving denied 
and then accepted claims and for certain accepted claims involving more than one employer.

Exception 4: When an employee is caring for a family member with a serious health condition and the same family member 
dies, the employee need not requalify with the 25 hour per week average to be eligible for bereavement leave. 

How much 
Leave can an 
Employee take?

• Employees are generally entitled to a maximum of 12 weeks of family leave within the employer’s 12-month leave year.

• A woman using pregnancy disability leave is entitled to 12 additional weeks of leave in the same leave year for any   
qualifying OFLA purpose.

• A man or woman using a full 12 weeks of parental leave is entitled to take up to 12 additional weeks for the purpose of 
sick child leave.

• Employees are entitled to 2 weeks of bereavement leave to be taken within 60 days of the notice of the death of a covered 
family member.

• A spouse or same gender domestic partner of a service member is entitled to a total of 14 days of leave per deployment 
after the military spouse has been noti�ed of an impending call or order to active duty and before deployment and when 
the military spouse is on leave from deployment.

What Notice is 
Required?

Employees may be required to give 30 days notice in advance of leave, unless the leave is taken for an emergency.            
Employers may require that notice is given in writing. In an emergency, employees must give verbal notice within 24 hours 
of starting a leave.

Is Family Leave 
paid or unpaid? 
Benefits?

• Although Family Leave is unpaid, employees are entitled to use any accrued paid vacation, sick or other paid leave.

• Employees are entitled to group health insurance bene�ts during family leave as if they continued working.

How is an 
Employee’s job 
Protected?

Employers must return employees to their former jobs or to equivalent jobs if the former position no longer exists. However, 
employees on OFLA leave are still subject to nondiscriminatory employment actions such as layoff or discipline that would 
have been taken without regard to the employee’s leave.

Employees who have been denied available 
leave, disciplined or retaliated against for 
requesting or taking leave, or have been  
denied reinstatement to the same or   
equivalent position when they returned 
from leave, may file a complaint with 
BOLI’s Civil Rights Division.This is a summary of laws relating to Oregon Family Leave Act. It is 

not a complete text of the law.

THIS INFORMATION MUST BE POSTED IN A CONSPICUOUS LOCATION

Employer Assistance . . .971-673-0824
Portland . . . . . . . . . . . . .971-673-0761
Eugene . . . . . . . . . . . . . 541-686-7623
Salem . . . . . . . . . . . . . . 503-378-3292

www.oregon.gov/BOLI

BOLI
Civil Rights Division
800 NE Oregon, #1045
Portland, OR 97232

FOR ADDITIONAL INFORMATION:

Family Leave Act

B U R E A U O F L A B O R A N D I N D U S T R I E S

O R E G O N

Brad Avakian, Commissioner

MINIMUM WAGE RATES
Effective July 1, 2018 to June 30, 2019

An employer shall pay an employee no less than the minimum wage rate for the
region in which the employer is located. (See region descriptions below.)

Standard: $10.75 per hour
Portland Metro: $12.00 per hour
Nonurban Counties: $10.50 per hour

All employers must
comply with state laws
regulating payment of

minimum wage,
overtime and general
working conditions.

Regions

The “Standard’ rate applies to the following
counties, with the exception of those areas located
within the urban growth boundary of a
metropolitan service district: Benton, Clackamas,
Clatsop, Columbia, Deschutes, Hood River,
Jackson, Josephine, Lane, Lincoln, Linn, Marion,
Multnomah, Polk, Tillamook, Wasco,
Washington, and Yamhill.

The rate for “Portland Metro” includes areas
located within the urban growth boundary of a
metropolitan service district.

The rate for “Nonurban Counties” applies to the
following counties: Baker, Coos, Crook, Curry,
Douglas, Gilliam, Grant, Harney, Jefferson,
Klamath, Lake, Malheur, Morrow, Sherman,
Umatilla, Union, Wallowa, and Wheeler.

Employer Location

Employers are required to pay their employees at
least the minimum wage rate in effect for the
region where the employer is located. Employees
who perform more than 50% of their work in a
pay period at the employer’s permanent fixed
business location in Oregon must be paid at least
the minimum wage rate for the region in which
the employer’s business is located. Employees
who make deliveries as a part of their job and
who start and end their workday at the employer’s
permanent fixed business location must be paid at
least the minimum wage rate for the region in
which the employer’s business is located.
Employees who do not perform more than 50% of
their work in a pay period at the employer’s
permanent fixed business location in Oregon must

be paid at least the minimum wage rate for the
region in which the employee performs work.

General Working Conditions

Overtime: Unless exempt, employees must be
paid time and one-half the regular rate of pay for
any time worked over 40 hours a week or, for
domestic workers residing in the home of the
employer, over 44 hours a week.

Tips: Employers may not use tips as credit
toward minimum wages owed to an employee.

Deductions: Employers may make deductions
from wages that are required by law; authorized
by a collective bargaining agreement; are for the
fair market value of meals and lodging provided
for the private benefit of the employee; are for the
employee’s benefit and are authorized in writing;
or for an item in which the employer is not the
ultimate recipient and the employee has
voluntarily signed an authorization. An itemized
statement of deductions made from wages must
be provided with each paycheck.

Time records must be kept by employers for at
least two years. Payroll records must be kept by
employers for at least three years.

Regular paydays must be established and
maintained. A pay period may not exceed 35
days.

Meal periods of not less than 30 minutes must be
provided to non-exempt employees who work six
or more hours in one work period. Ordinarily,
employees are required to be relieved of all duties
during the meal period. Under exceptional
circumstances, however, the law allows an

employee to perform duties during a meal period
so long as they are paid. When that happens, the
employer must pay the employee for the entire
meal period.

Paid rest periods of at least 10 minutes for adults
(15 minutes for minors) must be provided during
each four-hour work period or major part of four
hours worked. (There are narrow exceptions for
adult employees working alone in retail/service
establishments.) Certain employers are required
to provide additional rest periods to employees to
express milk for a child. With the exception of
certain tipped food and beverage service workers,
meal and rest periods may not be waived or used
to adjust working hours; however, meal and rest
period provisions may be modified by the terms
of a collective bargaining agreement.

Final paychecks: When an employee is
discharged by an employer or the employee and
employer mutually agree to the termination, the
final paycheck is due no later than the end of the
first business day after the discharge. If an
employee quits with 48 hours or more notice,
wages are due on the last working day (excluding
Saturdays, Sundays and holidays). If an employee
quits without at least 48 hours notice, wages are
due in five days (excluding Saturdays, Sundays
and holidays) or on the next payday, whichever
occurs first. (There are some exceptions. Contact
the nearest Bureau of Labor and Industries office
for information.)

Domestic Service Employment: Special rules
apply to persons employed as domestic workers.
Contact the Bureau of Labor and Industries for
more information.

Employees may be eligible for the Earned Income Tax Credit (EITC or EIC), a benefit for working people with low to moderate income, particularly those
with children. EITC reduces the amount of tax owed and may provide a refund. Visit these websites for additional information about how to qualify:

Federal: https://www.irs.gov/credits-deductions/individuals/earned-income-tax-credit
Oregon: https://www.oregon.gov/DOR/programs/individuals/Pages/credits.aspx

For Additional Information

Contact the Bureau of Labor and Industries:
Online: www.oregon.gov/boli • Email: whdscreener@boli.state.or.us

Eugene 541-686-7623 Technical Assistance for Employers Program: 971-673-0824
Portland 971-673-0761 TTY: 711
Salem 503-378-3292

This is a summary of Oregon’s laws relating to minimum wage and working conditions. It is not a complete text of the law.

THIS INFORMATION MUST BE POSTED IN A CONSPICUOUS LOCATION

PENALTIES: Willful failure to
pay wages due to an employee

upon termination may be
penalized by continuation of the

employee’s wages up to a
maximum of 30 days.

Minimum Wage
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EMPLOYER NOTE: Must be posted in a conspicuous place for convenient viewing by all employees and applicants.
Revision Date: 07/18  • ©2018 ComplyRight, Inc.

Attention 
MINIMUM WAGE - RHODE ISLAND
Employees

Effective January 1, 2018
THIS LAW PROVIDES.....
HOURLY MINIMUM WAGE FOR ALL EMPLOYEES $10.10 
   as of 1/1/18

EXCEPT: Full time students under 19 years of age working in  $9.09  
 a non-profit religious, educational, librarial or   (90% of Minimum Wage)  
 community services organization.

 Minors 14 and 15 years of age working $7.58
  not more than 24 hours in a week   (75% of Minimum Wage) 
 
  Employees receiving gratuities (as of Jan. 1, 2017):    $3.89

OVERTIME PAY - At least 1 1/2 times your 
regular rate of pay for all hours worked over 
40 in any one work week.  Note: The law 
contains exemptions from the minimum wage 
and/or overtime pay requirements for certain 
occupations or establishments.
*Learners and Handicapped workers may be 
paid less than the applicable minimum but only 
under certificate issued at the discretion of the 
Director of Labor and Training.

MANDATORY NURSE OVERTIME - 

Pursuant to RI Law §23-17.20-1 et. seq., a hospital 
may not require certain nurses and certified 
nurse assistants to work overtime except in an 
unforeseeable emergent circumstance

MINIMUM SHIFT HOURS - Employees 
requested or permitted to report for duty at the 
beginning of a work shift must be provided with 3 
hours work or 3 hours wages. Retail establishment 
employees must be provided with 4 hours work on 
Sundays and Holidays.

CHILD LABOR - Employees must be at least 16 
years old to work in most nonfarm jobs and 18 to 
work in nonfarm jobs declared hazardous by the 
U.S. Secretary of Labor. Youths 14 and 15 may 
work, with a special permit issued by local school 
officials, in various jobs outside school hours 
under certain conditions. Different rules apply to 
agriculture employment.

ENFORCEMENT - The Rhode Island Dept.
of Labor and Training (DLT) may bring 
criminal action against any employer who 
pays substandard wages to an employee and 
seek, upon conviction, a penalty up to $500.00 
and/or imprisonment of up to 90 days. Each 
week an employer fails to pay the applicable 
minimum wage constitutes a separate violation.

Any employer who hinders or delays the DLT 
Director or authorized representative in the 
performance of duties in the enforcement of 
the law; refuses to admit the Director or said 
representative to any place of employment; 
fails to make, keep, and preserve, any records 
as required; falsifies any such record; refuses 
to make such record accessible to the Director 
or said representative upon demand; or refuses 
to furnish a sworn statement of such record or 
any other information needed for the proper 
enforcement of this law, shall be deemed in 
violation and subject to a fine of up to $500. 
Each day such violation occurs constitutes a 
separate offense. 

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

For more information on the Rhode Island Minimum Wage Law 
Call  (401) 462-WAGE (9243) or visit www.dlt.ri.gov/ls 

Labor Standards Unit 
Rhode Island Department of Labor and Training 

DLT - L - 58 (Rev.1/18)DLT is an equal opportunity employer/program, auxiliary aids and services are available on request to individuals with disabilities.  TTY via RI Relay 711                                  

Minimum Wage

§ 28-50-2 Definitions. –– As used in this chapter: 
(1)  "Employee" means a person employed by any employer, and shall include, but not be limited to, at-will employees, 

contract employees, and independent contractors. 
(2)  "Employer" means any person, partnership, association, sole proprietorship, corporation or other business entity, 

including any department, agency, commission, committee, board, council, bureau, or authority or any subdivision 
thereof in state or municipal government. One shall employ another if services are performed for wages or under any 
contract of hire, written or oral, express or implied. 

(3)  "Person" means an individual, sole proprietorship, partnership, corporation, association, or any other legal entity. 
(4)  "Public body" means all of the following: 
 (i)  A state officer, employee, agency, department, division, bureau, board, commission, council, authority, or 

other body in the executive branch of state government. 
 (ii) An agency, board, commission, council, member, or employee of the legislative branch of state government. 
 (iii)  A county, city, town, or regional governing body, a council, school district, or a board, department, 

commission, agency, or any member or employee of the entity. 
 (iv)  Any other body which is created by state or local authority or which is primarily funded by or through state or 

local authority, or any member or employee of that body. 
 (v) A law enforcement agency or any member or employee of a law enforcement agency. 
 (vi) The judiciary and any member or employee of the judiciary. 
 (vii) Any federal agency. 
(5)  "Supervisor" means any individual to whom an employer has given the authority to direct and control the work 

performance of the affected employee or any individual who has the authority to take corrective action regarding the 
violation of a law, rule or regulation about which the employee complains. 

§ 28-50-3 Protection. –– An employer shall not discharge, threaten, or otherwise discriminate against an employee 
regarding the employee's compensation, terms, conditions, location, or privileges of employment: 
(1)  Because the employee, or a person acting on behalf of the employee, reports or is about to report to a public body, 

verbally or in writing, a violation, which the employee knows or reasonably believes has occurred or is about to 
occur, of a law or regulation or rule promulgated under the law of this state, a political subdivision of this state, or the 
United States, unless the employee knows or has reason to know that the report is false; or 

(2)  Because an employee is requested by a public body to participate in an investigation, hearing, or inquiry held by that 
public body, or a court action; or 

(3)  Because an employee refuses to violate or assist in violating federal, state or local law, rule or regulation; or 
(4)  Because the employee reports verbally or in writing to the employer or to the employee's supervisor a violation, 

which the employee knows or reasonably believes has occurred or is about to occur, of a law or regulation or 
rule promulgated under the laws of this state, a political subdivision of this state, or the United States, unless the 
employee knows or has reason to know that the report is false. Provided, however that if the report is verbally made, 
the employee must establish by clear and convincing evidence that such report was made. 

§ 28-50-4 Relief and damages. –– 
(a)  A person who alleges a violation of this act may bring a civil action for appropriate injunctive relief, or actual 

damages, or both within three (3) years after the occurrence of the alleged violation of this chapter. 
(b)  An action commenced pursuant to subsection (a) of this section may be brought in the superior court for the county 

where the alleged violation occurred, the county where the complainant resides, or the county where the person 
against whom the civil complaint is filed resides or has his or her principal place of business. 

(c)  As used in subsection (a), "damages" means damages for injury or loss caused by each violation of this chapter. 

§ 28-50-5 Reinstatement. –– A court, in rendering a judgment in an action brought under this act, shall order, as the 
court considers appropriate, reinstatement of the employee, the payment of back wages, full reinstatement of fringe 
benefits and seniority rights, actual damages, or any combination of these remedies. A court may also award the 
complainant all or a portion of the costs of litigation, including attorneys fees if the court determines that the award is 
appropriate. 

§ 28-50-6 Collective bargaining. –– This chapter shall not be construed to diminish or impair the rights of a person 
under any collective bargaining agreement. 

§ 28-50-7 Exemption. –– This chapter shall not be construed to require an employer to compensate an employee for 
participation in an investigation, hearing or inquiry held by a public body in accordance with § 28-50-3. 

§ 28-50-8 Notices posted. –– An employer shall post notices and use other appropriate means to keep his or her 
employees informed of their protections and obligations under this chapter. 

§ 28-50-9 Severability. –– If any provision of this chapter or its application to any person or circumstances is held 
invalid or unconstitutional, the invalidity or unconstitutionality shall not affect other provisions or applications of this act 
which can be given effect without the invalid or unconstitutional provision or application, and to this end the provisions 
of this chapter are declared to be severable.

Rhode Island
Whistleblowers’ Protection Act

Whistleblowers’ Protection

salary, benefits, and other aspects of employment based on race, color, religion, ancestral origin, sex, sexual

State and Federal laws prohibit harassment and discrimination in hiring, terms and conditions, promotion, discharge, 

orientation*, gender identity or expression *, physical or mental disability or age (over 40).

*State only

Rhode Island 

Commission for Human Rights

180 Westminster Street

Third Floor

Providence, RI 02903

401-222-2661  

TDD: 401-222-2664

www.richr.ri.gov

DISCRIMINATION IS ILLEGAL

State law also prohibits employers from asking applicants about arrest records, 

(with certain exceptions).

You have the right to a workplace free of harassment and discrimination.

Report incidents of harassment and discrimination to the

Commission for Human Rights and the company representative named below:

Name:________________________________________________

Title: _________________________________________________

Location: _____________________________________________

Phone: _______________________________________________

Email: ________________________________________________

and makes it unlawful to ask about convictions until at or after a first interview

WE ARE AN EQUAL OPPORTUNITY EMPLOYER

Fair Employment

 
Notice to All Employees

You are protected under provisions of the Rhode Island  
Employment Security Act and the Temporary Disability Insurance Act.

Unemployment Insurance Benefits
If you become totally/partially unemployed: 
1. File your claim for benefits with the RI Dept. of Labor and Training (DLT)
    within seven days of your layoff date.
2. You may file your claim online at www.dlt.ri.gov/ui or by telephone at (401)
    243-9100. Please visit www.dlt.ri.gov/ui for hours of operation. For additional
    information, visit www.dlt.ri.gov/ui or call (401) 243-9100.
3. Monday is a high-volume telephone day; you may prefer to file your claim
    later in the week. You will need your Social Security number and name,
    address and telephone numbers of your employers for the last two years. 
    If you are not a U.S. citizen, your alien registration number is required.
4. To collect unemployment benefits, the law requires that:

a. You must be unemployed through no fault of your own,
b. You must have earned minimum qualifying wages while you were
    working,
c. You must be physically able to work, available for work and actively
    seeking work, and
d. You must register for work with the RI Dept. of Labor and Training. 

Temporary Disability Insurance Benefits
Who is Eligible for TDI Benefits? 
If you have become ill or injured and meet all of the following requirements, 
you may be entitled to receive benefits:
  1. You are unemployed due to illness, surgery, or injury for a minimum of
      seven consecutive days or more, and
  2. You are under the care of an approved Qualified Health Care Provider and
  3. You have a timely exam: an in-office physical exam the week within the
      calendar week in which the first day of unemployment due to sickness
      occurs or within the calendar week prior or subsequent thereto. 
  4. You earned enough qualifying wages during the base period to be
      monetarily eligible.

Who is Eligible for Temporary Caregiver Insurance Benefits?  
If you are caring for a seriously ill: child, spouse, parent, parent in-law, 
grandparent, domestic partner, or you are bonding with a newborn child, 
adopted child or foster child within the first 12 months of parenting; you may 
be eligible to receive benefits if you meet the following requirements:
  1. You are unemployed because you are caring for a seriously ill family
      member or bonding with a child and
  2. You provide the department with the required medical evidence of the
      seriously ill family member and your need to care for him/her or the
      required proof of parent child relationship for bonding claims and                 
  3. You earned enough in qualifying wages to be monetarily eligible.
 
How to Apply: 
Apply for benefits by completing a TDI/TCI application. TDI claims must 
be filed within 90 days of the first week out of work due to illness. The DLT 
Director may extend this period up to 26 weeks if the individual can show a 
good medical reason for the delay in filing. TCI claims must be filed within 30 
days after the first day of leave is taken for reasons of bonding or caregiving. 
TDI/TCI application may be obtained online at www.dlt.ri.gov/tdi. Or call 
(401) 462-8420, Option #1 to request that an application be mailed to you. For 
additional information, visit www.dlt.ri.gov/tdi or call (401) 462-8420.

NOTE: You may be entitled to a refund of a portion of your contributions if 
during the calendar year TDI contributions were deducted from your pay by 
more than one employer. Information may be obtained regarding a refund by 
calling (401) 574-8700 or writing to the RI Division of Taxation, Employer 
Tax Section, One Capitol Hill, Suite 36, Providence, RI 02908-5829.

Employment and Training Services
If you need help finding a job: 
The RI Dept. of Labor and Training offers free employment and training 
related services including:
   1. Job referral and placement services.
   2. Resource rooms with a wide range of employment and training   
       resources.
   3. Career counseling and testing to help assess aptitudes and interests.
   4. Internet access for employment and training information.
   5. Job Search workshops to help you develop interviewing skills.
   6. Résumé writing seminars to help you create an effective résumé and  
        cover letter.
Visit www.networkri.org for a location near you. You can also access many 
services on the Internet at www.employri.org.

Equal Opportunity Employer/Program, auxiliary aids and services are available uponrequest to individuals with disabilities. TTY via RI Relay 711

RI Department of Labor and Training • 1511 Pontiac Avenue •  Cranston, RI 02920

Unemployment Insurance

Ignoring This Poster
Can Be Hazardous To Your Health

Under the Rhode Island Right-To-Know Law, your employer
must tell you about the dangers of any hazardous substances in your workplace.

You have a right to know :
 • the common name or trade names of the substance,
  including the chemical name;
 • the level at which exposure to the substance is
  hazardous, if known;
 • the effects and symptoms of exposure at hazardous
  levels;
 • the potential for flammability, explosion, and
  reactivity of the substance;
 • appropriate emergency treatment;
  proper procedures for the safe use of and exposure to
  the substance;
 • proper protective equipment for safe use; and
 • procedures for clean-up of leaks and spills.        

 

 

Your employer must provide you with the above information. If
he or she has not, make sure you ask about it. Your company
representative is:

The Right-To-Know Law was created to protect you. For more
information about your rights under the Hazardous Substances
Right-to-Know Law, contact the R.I. Department of Labor and
Training at (401) 462-8570.

Because not knowing about the hazardous substances you
work with is the greatest hazard of all.

THIS POSTER MUST BE DISPLAYED IN A CONSPICUOUS LOCATION IN THE
WORKPLACE. DLT-L-47

The Rhode Island

R I G H T – T O – K N O W
L A W

Right to Know

BAN-THE-BOX
Pursuant to RI General Law §28-6.14-1, it is unlawful for an 
employer to include on a job application any questions 
regarding whether an applicant has ever been arrested, charged 
with or convicted of any crime. Limited exceptions exist for 
law enforcement agencies and related positions. Employers 
in violation of this law may be fined between $100-$500 per 
offense. Visit www.dlt.ri.gov/ls or call (401) 462-WAGE (9243) 
for more information.

Rhode Island Department of Labor and Training (DLT)

Ban-The-Box

NOTICE OF RIGHT TO BE FREE FROM DISCRIMINATION  
BECAUSE OF PREGNANCY, CHILDBIRTH AND RELATED CONDITIONS

State law protects employees and applicants from discrimination based on pregnancy, childbirth and related 
conditions. Federal law provides similar protections.

Employees and applicants have the right under state law to request a reasonable accommodation for conditions 
related to pregnancy, childbirth and related conditions such as the need to express breast milk for a nursing child. 
This workplace may not:

•  refuse to grant you the reasonable accommodation unless it would create an undue hardship on this 
employer's enterprise, business or program;

•  require you to take a leave if another reasonable accommodation can be granted; or

•  deny you employment opportunities based on a refusal to provide a reasonable accommodation.

If you want to request a reasonable accommodation, or if you have been discriminated against based on 
pregnancy, childbirth or related condition, please contact one of the following staff members:

Name 

Phone Number 

Email address 

 

Address

Name  

Phone Number 

Email address 

 

Address

If you have been the victim of discrimination based on pregnancy, childbirth or related conditions and/or  
denial of a reasonable accommodation, contact: 

Rhode Island Commission for Human Rights

180 Westminster Street, 3rd Floor

Providence, Rl 02903

(401) 222-2661

TTY: 401-222-2664 www.richr.ri.gov

RICHR

PREGNANCY DISCRIMINATION

HEALTHY AND SAFE FAMILIES 
AND WORKPLACES ACT

Pursuant to RI General Law §28-57, you are entitled to sick and 
safe leave to address your own health and safety needs as well as 
those of your family. This leave may or may not be paid depending 
on the size of your employer and other factors as detailed in the law.

Visit www.dlt.ri.gov/wrs or call (401) 462-WAGE (9243) for more information.

Rhode Island Department of Labor and Training (DLT)

Healthy and safe Families and Workplaces Act

Rhode Island
Department
of Labor and

Training* *

FMLA

STATE OF RHODE ISLAND
DEPARTMENT OF LABOR & TRAINING

This employer is subject to the provisions of the

WORKERS’ COMPENSATION ACT

of the State of Rhode Island

Workers’ Compensation Insurance Company:

Adjusting Company:

Telephone: Policy Effective Date:

In accordance with Rhode Island General Law §28-32-1, the employer must report to
the Director of Labor and Training every personal injury sustained by an employee if
the injury incapacitates the employee from earning full wages for at least three (3)
days or requires medical treatment, regardless of the period of incapacity. If the
injury proves fatal, the report must be filed within forty-eight (48) hours. If not fatal, the
report shall be made within ten (10) days of the injury.

An injured employee shall have the freedom to choose medical treatment initially.
The employee’s first visit to any facility under contract or agreement with the employer
or insurer to provide priority care shall not be considered the employee’s initial choice.

For more information about Workers’ Compensation procedures and benefits, call the 
Education Unit at (401) 462-8100 and press option #1 or TDD (401) 462-8006. If you
suspect fraud, contact the Fraud Prevention Unit at (401) 462-8100 and press option #7.

In accordance with Rhode Island General Law §28-29-13, this notice must be posted
and maintained in conspicuous places where workers are employed.

Fines may be imposed for noncompliance.

DWC-8

Workers’ Compensation

California
State Labor Law Postings 
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EMPLOYER NOTE: Must be posted in a conspicuous place for convenient viewing by all employees and applicants.

ACCESS TO MEDICAL
AND EXPOSURE RECORDS

BY CAL/OSHA REGULATION
- GENERAL INDUSTRY SAFETY ORDER 3204 -

YOU HAVE THE RIGHT TO SEE AND COPY:

•   Your medical records and records of exposure to toxic 
substances or harmful physical agents.

•   Records of exposure to toxic substances or harmful 
physical agents of other employees with work 
conditions similar to yours.

•   Safety Data Sheets (SDS) or other information that 
exists for chemicals or substances used in the 
workplace, or which employees may be exposed.

THESE RECORDS ARE AVAILABLE AT:
 (Location)

FROM:
(Person Responsible)

A COPY OF THE GENERAL INDUSTRY SAFETY ORDER 3204
IS AVAILABLE FROM:

The above information satisfies the requirements of GISO 3204 (g), which may be fulfilled
by posting this placard in the workplace, or by any similar method the employer chooses.

State of California
Department of Industrial Relations

Division of Occupational Safety and Health
1515 Clay Street, Suite 1901

Oakland, CA 94612
Phone: (510) 286-7000

Fax: (510) 286-7037

www.dir.ca.gov/dosh/dosh1.html

www.dir.ca.gov

Access To Medical/ Exposure Records

State of California

Department of Industrial Relations

Division of Labor Standards Enforcement

PAYDAY NOTICE

REGULAR PAYDAYS FOR EMPLOYEES OF _____________________________________

___________________________________________________SHALL BE AS FOLLOWS: 

THIS IS IN ACCORDANCE WITH SECTIONS 204, 204A, 204B, 205, AND 205.5

OF THE CALIFORNIA LABOR CODE

BY ________________________________

 TITLE  ____________________________________

PLEASE POST
DLSE 8

(FIRM NAME)

State of California

Department of Industrial Relations

Division of Labor Standards Enforcement

PAYDAY NOTICE

REGULAR PAYDAYS FOR EMPLOYEES OF _____________________________________

___________________________________________________SHALL BE AS FOLLOWS: 

THIS IS IN ACCORDANCE WITH SECTIONS 204, 204A, 204B, 205, AND 205.5

OF THE CALIFORNIA LABOR CODE

BY ________________________________

 TITLE  ____________________________________

PLEASE POST
DLSE 8

(FIRM NAME)

State of California

Department of Industrial Relations

Division of Labor Standards Enforcement

PAYDAY NOTICE

REGULAR PAYDAYS FOR EMPLOYEES OF _____________________________________

___________________________________________________SHALL BE AS FOLLOWS: 

THIS IS IN ACCORDANCE WITH SECTIONS 204, 204A, 204B, 205, AND 205.5

OF THE CALIFORNIA LABOR CODE

BY ________________________________

 TITLE  ____________________________________

PLEASE POST
DLSE 8

(FIRM NAME)

State of California

Department of Industrial Relations

Division of Labor Standards Enforcement

PAYDAY NOTICE

REGULAR PAYDAYS FOR EMPLOYEES OF _____________________________________

___________________________________________________SHALL BE AS FOLLOWS: 

THIS IS IN ACCORDANCE WITH SECTIONS 204, 204A, 204B, 205, AND 205.5

OF THE CALIFORNIA LABOR CODE

BY ________________________________

 TITLE  ____________________________________

PLEASE POST
DLSE 8

(FIRM NAME)

State of California

Department of Industrial Relations

Division of Labor Standards Enforcement

PAYDAY NOTICE

REGULAR PAYDAYS FOR EMPLOYEES OF _____________________________________

___________________________________________________SHALL BE AS FOLLOWS: 

THIS IS IN ACCORDANCE WITH SECTIONS 204, 204A, 204B, 205, AND 205.5

OF THE CALIFORNIA LABOR CODE

BY ________________________________

 TITLE  ____________________________________

PLEASE POST
DLSE 8

(FIRM NAME)

State of California

Department of Industrial Relations

Division of Labor Standards Enforcement

PAYDAY NOTICE

REGULAR PAYDAYS FOR EMPLOYEES OF _____________________________________

___________________________________________________SHALL BE AS FOLLOWS: 

THIS IS IN ACCORDANCE WITH SECTIONS 204, 204A, 204B, 205, AND 205.5

OF THE CALIFORNIA LABOR CODE

BY ________________________________

 TITLE  ____________________________________

PLEASE POST
DLSE 8

(FIRM NAME)

State of California

Department of Industrial Relations

Division of Labor Standards Enforcement

PAYDAY NOTICE

REGULAR PAYDAYS FOR EMPLOYEES OF _____________________________________

___________________________________________________SHALL BE AS FOLLOWS: 

THIS IS IN ACCORDANCE WITH SECTIONS 204, 204A, 204B, 205, AND 205.5

OF THE CALIFORNIA LABOR CODE

BY ________________________________

 TITLE  ____________________________________

PLEASE POST
DLSE 8

(FIRM NAME)

Payday Notice

PROTECCIÓN DE SEGURIDAD Y SALUD EN EL
TRABAJO
Estado de California
Departamento de Relaciones Industriales

La ley de California provee protección a la salud y seguridad laboral de los trabajadores mediante regulaciones impuestas por la División de Seguridad y Salud Ocupacional de California (California 
Division of Occupational Safety and Health, o Cal/OSHA). Este cartel explica algunos de los requerimientos y procedimientos básicos para cumplir con las normas estatales de seguridad y salud en el 
lugar de trabajo. La ley exige que se fije este cartel. El incumplimiento de esta norma podría resultar en sanciones considerables. Las normas de Cal/OSHA pueden encontrarse en
www.dir.ca.gov/samples/search/query.htm.

QUÉ DEBE HACER EL EMPLEADOR:
Todos los empleadores deben proporcionar trabajo y lugares de trabajo seguros y salubres.
Dicho de otra forma, usted como empleador, debe seguir las leyes estatales rigiendo la 
seguridad y la salud laboral. El incumplimiento de estas leyes puede suponer una amenaza a 
la vida o la salud de los trabajadores y resultar en sanciones considerables. 

Debe fijar este cartel en un lugar visible y donde se fijan normalmente los avisos a los empleados
con el fin de que todos en el trabajo estén conscientes de sus derechos y responsabilidades 
básicas.

Debe contar con un Programa para la Prevención de Lesiones y Enfermedades (Injury and 
Illness Prevention Program, IIPP) efectivo y por escrito, que cumpla con las exigencias del 
Código de Regulaciones de California, título 8, articulo 3203
(www.dir.ca.gov/title8/3203.html).

Debe estar consciente de los peligros que sus empleados enfrentan en el trabajo y mantener 
documentos indicando que cada trabajador ha sido capacitado sobre los riesgos particulares 
de cada asignación de trabajo.

Debe corregir cualquier condición peligrosa que sepa que puede resultar en lesiones a sus 
empleados. El incumplimiento de esta normativa puede resultar en cargos penales, sanciones 
monetarias e incluso el encarcelamiento. 

Debe notificar a la oficina del distrito local de Cal/OSHA de cualquier lesión o enfermedad seria o
muerte que ocurre en el trabajo. Asegúrese de hacer esto inmediatamente después de llamar a 
servicios de emergencias para asistir al empleado lesionado. No reportar una lesión o
enfermedad seria o muerte dentro de las primeras 8 horas de ocurrida puede resultar en una
sanción civil de $5,000.

QUÉ NO DEBE HACER NUNCA EL EMPLEADOR:
Nunca permita que un empleado realice trabajo que infrinja las regulaciones de Cal/OSHA de
la seguridad y salud en el lugar de trabajo.
Nunca permita que un empleado sea expuesto a sustancias peligrosas sin proporcionarle la 
protección adecuada.
Nunca permita que un empleado que no ha sido capacitado realice trabajo peligroso.

LOS EMPLEADOS TIENEN CIERTOS DERECHOS DE SEGURIDAD Y SALUD LABORAL: 
Como empleado, usted (o alguien en su lugar) tiene derecho a presentar un reclamo confidencial 
y solicitar una inspección de su lugar de trabajo si cree que las condiciones son inseguras o 
insalubres, a través del contacto con la oficina del distrito local de Cal/OSHA (vea la lista de 
oficinas). Cal/OSHA no revelará su nombre a menos que usted solicite lo contrario.

Usted también tiene derecho de señalar condiciones inseguras o insalubres al investigador de 
Cal/OSHA realizando la inspección en su lugar de trabajo.

Todo empleado tiene derecho a negarse a realizar trabajo que podría infringir una norma o regla
de seguridad y salud ocupacional cuando dicha infracción podría crear un riesgo real y aparente 
al empleado o a otros empleados.

Usted no puede ser despedido ni sancionado de ninguna forma por presentar un reclamo de
condiciones de trabajo inseguras o insalubres, ni por ejercer de cualquier forma su derecho a un 
lugar de trabajo seguro y saludable. Si cree que fue despedido o sancionado por ejercer sus 
derechos, puede presentar un reclamo sobre este tipo de discriminación comunicándose con la 
oficina más cercana del Departamento de Relaciones Industriales de California, División de 
Cumplimiento de Normas Laborales (Oficina del Comisionado Laboral) o a la oficina del
Departamento de Trabajo de los EE.UU. en San Francisco (los empleados de agencias estatales o 
municipales solo pueden presentar estos reclamos en la Oficina del Comisionado Laboral de 
California). Consulte su directorio telefónico local para la ubicación de la oficina más cercana.

LOS EMPLEADOS TAMBIÉN TIENEN RESPONSABILIDADES:
Para mantener el lugar de trabajo y sus compañeros de trabajo seguros, debe notificarle a su 
empleador sobre cualquier riesgo que pueda resultar en lesiones o enfermedades a un trabajador.
Mientras trabaje, debe siempre obedecer las leyes estatales de seguridad y salud laboral.

LA AYUDA ESTÁ DISPONIBLE:
Para conocer más sobre las normas de seguridad laboral, puede contactar los Servicios de
Consulta de Cal/OSHA para recibir información gratuita, documentos requeridos y 
publicaciones. También puede contactar a la oficina del distrito local de Cal/OSHA. Si lo 
prefiere, puede contratar un asesor privado competente o consulte con su compañía de seguro 
de compensación de los trabajadores para obtener información.

APLICAN REGLAS ESPECIALES PARA TRABAJO CERCA DE SUSTANCIAS PELIGROSAS:
Los empleadores que utilizan sustancias catalogadas como peligrosas en el Código de 
Regulaciones de California, título 8, articulo 339 (www.dir.ca.gov/title8/339.html) o que sean 
tratadas en las Normas de Comunicación de Riesgos (www.dir.ca.gov/title8/5194.html) deben 
proporcionar información a los trabajadores sobre químicos peligrosos en su lugar de trabajo, 
acceso a las hojas de datos de seguridad y capacitación sobre cómo utilizar químicos peligrosos 
de manera segura. 

Los empleadores deberán poner a disposición de manera oportuna y razonable una hoja de 
datos de seguridad sobre cada sustancia peligrosa en el lugar de trabajo en caso de ser 
solicitado por un empleado, un representante del contrato colectivo o un médico de un 
empleado.

Los empleados tienen derecho a ver y copiar sus registros médicos y los registros de 
exposiciones a materiales potencialmente tóxicos o agentes físicos dañinos.

Los empleadores deben permitir el acceso a empleados o sus representantes a registros de 
exposición del empleado a materiales potencialmente tóxicos o a agentes físicos dañinos, y 
notificar a los empleados sobre cualquier exposición a concentraciones o niveles que excedan 
los límites de exposición permitidos por las normas de Cal/OSHA. 

Todo empleado o representante tiene derecho a observar el monitoreo o la medición del nivel 
de exposición a riesgos de un empleado que se realice para cumplir con las regulaciones de
Cal/OSHA.

CUÁNDO VIENE CAL/OSHA AL LUGAR DE TRABAJO:
Un ingeniero o higienista industrial capacitado de Cal/OSHA puede visitar el lugar de trabajo con 
el fin de asegurarse de que la compañía está cumpliendo con las leyes de seguridad y salud
laboral.

También pueden realizarse inspecciones cuando un empleado presenta un reclamo válido a
Cal/OSHA.

Cal/OSHA también visita el lugar de trabajo para investigar una lesión o enfermedad seria o 
muerte. 

Cuando inicia una inspección, el investigador de Cal/OSHA mostrará su identificación oficial.

Al empleador o a alguien que el empleador elija se le dará la oportunidad de acompañar al 
investigador durante la inspección. Se le dará la misma oportunidad a un representante 
autorizado de los empleados. En caso de no haber un representante autorizado de los 
empleados, el investigador conversará con un número razonable de empleados sobre las 
condiciones de seguridad y salud en el lugar de trabajo.

VIOLACIONES, SANCIONES Y PENALIDADES: 
Si la investigación muestra que un empleador ha infringido una norma o regla de seguridad y 
salud, el investigador de Cal/OSHA puede emitir una sanción. Cada sanción acarrea una 
penalidad monetaria y especifica la fecha en la que debe eliminar la violación. Una advertencia, 
la cual no acarrea penalidades monetarias, puede ser emitida en lugar de una sanción para 
violaciones no serias. 

Las penalidades monetarias dependen parcialmente de la clasificación de la violación, sea esta 
regulatoria, general, seria, reincidente o deliberada, y ya sea que el empleador ha sido 
negligente en eliminar violaciones anteriores que involucren la misma condición de riesgo. La
cantidad base de las penalidades monetarias, los factores de ajuste de penalidades y las 
cantidades mínimas y máximas de las penalidades se enumeran en el Código de Regulaciones
de California, título 8, articulo 336 (www.dir.ca.gov/title8/336.html). Además, una violación
deliberada que cause la muerte o discapacidad permanente del cuerpo de un trabajador puede 
resultar, luego de emitida la sentencia, en una multa de hasta $250,000 o encarcelamiento por
hasta tres años o ambos, y si el empleador es una corporación o sociedad de responsabilidad 
limitada , la multa puede llegar hasta $1.5 millones.

La ley estipula que el empleador puede apelar las sanciones en un plazo de 15 días hábiles a 
partir del recibo de la misma a la Junta de Apelaciones de Seguridad y Salud Ocupacional 
(Occupational Safety and Health Appeals Board).

Un empleador que reciba una sanción, una Orden de Tomar Medidas Especiales (Order to Take 
Special Action) o una Orden Especial debe publicarla de forma prominente en o cerca del lugar 
de la infracción por tres días hábiles o hasta que la condición insegura sea corregida, 
independientemente de su duración, para advertir a los empleados de los riesgos que pueden 
existir en el lugar. Todo empleado puede protestar el tiempo permitido para la corrección de la 
infracción a la División de Seguridad y Salud Ocupacional o a la Junta de Apelaciones de 
Seguridad y Salud Ocupacional.

Llame GRATIS a la Línea de Información al Trabajador – (866) 924-9757

DIVISIÓN DE SALUD Y SEGURIDAD OCUPACIONAL (CAL/OSHA)
SEDE PRINCIPAL: 1515 Clay Street, Ste. 1901, Oakland, CA 94612 – Teléfono (510) 286-7000

Oficinas de distrito             Servicios de Consulta de Cal/OSHA
Oficinas de campo y zona

Oficinas regionales Oficina regional de Servicios de Consulta 
•Fresno 2550 Mariposa Mall, Rm. 3014

Fresno 93721
(559) 445-6800

                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                                   

El Cumplimiento de las normas de seguridad y salud laboral de Cal/OSHA se lleva a cabo por la División de Seguridad y Salud Ocupacional, bajo el Departamento de Relaciones Industriales, el cual tiene la responsabilidad principal en la 
administración del programa de Cal/OSHA. Las normas de seguridad y salud ocupacional son promulgadas por la Junta de Normas de Seguridad y Salud Ocupacional. Quien desee presentar un reclamo alegando deficiencia en la 
administración del Plan de Seguridad y Salud Ocupacional de California, puede hacerlo contactando a la Oficina Regional de San Francisco de la Administración de Seguridad y Salud Ocupacional (OSHA). El teléfono del Departamento de 
Trabajo de los EE. UU.: (415) 625-2547. OSHA monitorea la operación de planes estatales para asegura de que la autorización continuada sea meritoria. octubre de 2017

American Canyon 3419 Broadway St., Ste. H8, American Canyon 94503 (707) 649-3700
Bakersfield 7718 Meany Ave., Bakersfield 93308 (661) 588-6400
Foster City 1065 East Hillsdale Bl., Ste. 110, Foster City 94404 (650) 573-3812
Fremont 39141 Civic Center Dr., Ste. 310, Fremont 94538 (510) 794-2521
Fresno 2550 Mariposa St., Rm. 4000, Fresno 93721 (559) 445-5302
Long Beach 3939 Atlantic Ave., Ste. 212, Long Beach 90807 (562) 506-0810
Los Ángeles 320 West Fourth St., Rm. 820, Los Ángeles 90013 (213) 576-7451
Modesto 4206 Technology Dr., Ste. 3, Modesto 95356 (209) 545-7310
Monrovia 800 Royal Oaks Dr., Ste. 105, Monrovia 91016 (626) 239-0369
Oakland 1515 Clay St., Ste. 1303, Box 41, Oakland 94612 (510) 622-2916
Redding 381 Hemsted Dr., Redding 96002 (530) 224-4743
Sacramento 2424 Arden Way, Ste. 160, Sacramento 95825 (916) 263-2800
San Bernardino 464 West Fourth St., Ste. 332, San Bernardino 92401 (909) 383-4321
San Diego 7575 Metropolitan Dr., Ste. 207, San Diego 92108 (619) 767-2280
San Francisco 455 Golden Gate Ave., Rm. 9516, San Francisco 94105 (415) 557-0100
Santa Ana 2000 E. McFadden Ave., Ste. 122, Santa Ana 92705 (714) 558-4451
Van Nuys 6150 Van Nuys Blvd., Ste. 405, Van Nuys 91401 (818) 901-5403

•Fresno / Central Valley 2550 Mariposa Mall, Rm. 2005
Fresno 93721

(559) 445-6800

•La Palma / Los Angeles / 
Orange County

1 Centerpointe Dr., Ste. 150
La Palma 90623

(714) 562-5525

•Oakland/ Bay Area 1515 Clay St., Ste 1103
Oakland 94612

(510) 622-2891

•Sacramento / 
Northern CA

2424 Arden Way, Ste. 410
Sacramento 95825

(916) 263-0704

•San Bernardino 464 West Fourth St., Ste. 339
San Bernardino 92401

(909) 383-4567

•San Diego / 
Imperial County

7575 Metropolitan Dr., Ste. 204
San Diego 92108

(619) 767-2060

•San Fernando Valley 6150 Van Nuys Blvd., Ste. 307
Van Nuys 91401

(818) 901-5754

San Francisco 455 Golden Gate Ave., Rm 9516, San Francisco 94102 (415) 557-0300
Sacramento 2424 Arden Way Ste. 300, Sacramento 95825 (916) 263-2803
Santa Ana 2000 E. McFadden Ave. Ste. 119, Santa Ana 92705 (714) 558-4300
Monrovia 750 Royal Oaks Dr., Ste. 105, Monrovia 91016 (626) 470-9122

OSHA 

SAFETY AND HEALTH PROTECTION ON THE JOB
State ofCalifornia
Department of Industrial Relations

California law provides workplace safety and health protections for workers through regulations enforced by the Division of Occupational Safety and Health (Cal/OSHA). This
poster explains some basic requirements and procedures to comply with the stateʼs workplace safety and health standards and orders. The law requires that this poster be 
displayed. Failure to do so could result in a substantial penalty. Cal/OSHA standards can be found at www.dir.ca.gov/samples/search/query.htm.

WHAT AN EMPLOYER MUST DO:
All employers must provide work and workplaces that are safe and healthful. In 
other words, as an employer, you must follow state laws governing job safety and 
health. Failure to do so can result in a threat to the life or health of workers, and 
substantial monetary penalties.
You must display this poster in a conspicuous place where notices to employees are 
customarily posted so everyone on the job can be aware of basic rights and 
responsibilities.
You must have a written and effective Injury and Illness Prevention Program (IIPP) 
meeting the requirements of California Code of Regulations, title 8, section 3203 
(www.dir.ca.gov/title8/3203.html). 
You must be aware of hazards your employees face on the job and keep records 
showing that each employee has been trained in the hazards unique to each job 
assignment.
You must correct any hazardous condition that you know may result in injury to 
employees. Failure to do so could result in criminal charges, monetary penalties, and 
even incarceration.
You must notify a local Cal/OSHA district office of any serious injury or illness, or death,
occurring on the job. Be sure to do this immediately after calling for emergency help to 
assist the injured employee. Failure to report a serious injury or illness, or death, within 
8 hours can result in a minimum civil penalty of $5,000.

WHAT AN EMPLOYER MUST NEVER DO:
Never permit an employee to do work that violates Cal/OSHA workplace safety and 
health regulations.
Never permit an employee to be exposed to harmful substances without providing 
adequate protection.
Never allow an untrained employee to perform hazardous work.

EMPLOYEES HAVE CERTAIN WORKPLACE SAFETY & HEALTH RIGHTS: 
As an employee, you (or someone acting for you) have the right to file a confidential 
complaint and request an inspection of your workplace if you believe conditions there 
are unsafe or unhealthful. This is done by contacting the local Cal/OSHA district office
(see list of offices). Your name is not revealed by Cal/OSHA, unless you request 
otherwise.

You also have the right to bring unsafe or unhealthful conditions to the attention of the 
Cal/OSHA investigator inspecting your workplace.

Any employee has the right to refuse to perform work that would violate an occupational 
safety or health standard or order where such violation would create a real and apparent 
hazard to the employee or other employees.

You may not be fired or punished in any way for filing a complaint about unsafe or 
unhealthful working conditions, or for otherwise exercising your rights to a safe and 
healthful workplace. If you feel that you have been fired or punished for exercising your 
rights, you may file a complaint about this type of discrimination by contacting the 
nearest office of the California Department of Industrial Relations, Division of Labor 
Standards Enforcement (Labor Commissionerʼs Office) or the San Francisco office of the 
U.S. Department of Labor, Occupational Safety and Health Administration. (Employees 
of state or local government agencies may only file these complaints with the California 
Labor Commissionerʼs Office.) Consult your local telephone directory for the office 
nearest you.

EMPLOYEES ALSO HAVE RESPONSIBILITIES:
To keep the workplace and your coworkers safe, you should tell your employer about any
hazard that could result in an injury or illness to an employee.
While working, you must always obey state workplace safety and health laws.

SPECIAL RULES APPLY FOR WORK AROUND HAZARDOUS SUBSTANCES:
Employers who use any substance that is listed as a hazardous substance in
California Code of Regulations, title 8, section 339 (www.dir.ca.gov/title8/339.html), or
is covered by the Hazard Communication standard (www.dir.ca.gov/title8/5194.html)
must provide employees information on the hazardous chemicals in their work areas,
access to safety data sheets, and training on how to use hazardous chemicals safely.
Employers shall make available on a timely and reasonable basis a safety data sheet
on each hazardous substance in the workplace upon request of an employee, an 
employeeʼs collective bargaining representative, or an employeeʼs physician. 
Employees have the right to see and copy their medical records and records of
exposure to potentially toxic materials or harmful physical agents.
Employers must allow access by employees or their representatives to accurate 
records of employee exposures to potentially toxic materials or harmful physical
agents, and notify employees of any exposures in concentration or levels exceeding
the exposure limits allowed by Cal/OSHA standards.
Any employee or their representative has the right to observe monitoring or
measuring of employee exposure to hazards conducted to comply with Cal/OSHA
regulations.

WHEN CAL/OSHA COMES TO THE WORKPLACE:
A trained Cal/OSHA safety engineer or industrial hygienist may visit the workplace to 
make sure your company is obeying workplace safety and health laws. 
Inspections are also conducted when an employee files a valid complaint with
Cal/OSHA.
Cal/OSHA also goes on-site to the workplace to investigate a serious injury or illness, 
or fatality.
When an inspection begins, the Cal/OSHA investigator will show official identification.
The employer, or someone the employer chooses, will be given an opportunity to
accompany the investigator during the inspection. An authorized representative of the
employees will be given the same opportunity. Where there is no authorized
employee representative, the investigator will talk to a reasonable number of
employees about safety and health conditions at the workplace. 

VIOLATIONS, CITATIONS, AND PENALTIES: 
If the investigation shows that the employer has violated a safety and health standard
or order, Cal/OSHA may issue a citation. Each citation carries a monetary penalty
and specifies a date by which the violation must be abated. A notice, which carries no 
monetary penalty, may be issued in lieu of a citation for certain non-serious violations.
Penalty amounts depend in part on the classification of the violation as regulatory,
general, serious, repeat, or willful; and whether the employer failed to abate a
previous violation involving the same hazardous condition. Base penalty amounts,
penalty adjustment factors, and minimum and maximum penalty amounts are set forth
in California Code of Regulations, title 8, section 336 (www.dir.ca.gov/title8/336.html).
In addition, a willful violation that causes death or permanent impairment of the body 
of any employee can result, upon conviction, in a fine of up to $250,000 or
imprisonment up to three years, or both, and if the employer is a corporation or limited
liability company, the fine may be up to $1.5 million. 
The law provides that employers may appeal citations within 15 working days of
receipt to the Occupational Safety and Health Appeals Board.
An employer who receives a citation, Order to Take Special Action, or Special Order
must post it prominently at or near the place of the violation for three working days, or
until the unsafe condition is corrected, whichever is longer, to warn employees of
danger that may exist there. Any employee may protest the time allowed for 
correction of the violation to the Division of Occupational Safety and Health or the
Occupational Safety and Health Appeals Board.

HELP IS AVAILABLE:
To learn more about workplace safety rules, you may contact Cal/OSHA Consultation Services for free information, required forms, and publications. You can also contact a local 
district office of Cal/OSHA. If you prefer, you may retain a competent private consultant, or ask your workersʼ compensation insurance carrier for guidance in obtaining information. 

Call the FREE Worker Information Helpline – (866) 924-9757

DIVISION OF OCCUPATIONAL SAFETY AND HEALTH (CAL/OSHA)
HEADQUARTERS:  1515 Clay Street, Ste. 1901, Oakland, CA 94612 – Telephone (510) 286-7000

District Offices
American Canyon 3419 Broadway St., Ste. H8, American Canyon 94503 (707) 649-3700
Bakersfield 7718 Meany Ave., Bakersfield 93308 (661) 588-6400
Foster City 1065 East Hillsdale Bl., Ste. 110, Foster City 94404 (650) 573-3812
Fremont 39141 Civic Center Dr., Ste. 310, Fremont 94538 (510) 794-2521
Fresno 2550 Mariposa St., Rm. 4000, Fresno 93721 (559) 445-5302
Long Beach 3939 Atlantic Ave., Ste. 212, Long Beach 90807 (562) 506-0810
Los Angeles 320 West Fourth St., Rm. 820, Los Angeles 90013 (213) 576-7451
Modesto 4206 Technology Dr., Ste. 3, Modesto 95356 (209) 545-7310
Monrovia 800 Royal Oaks Dr., Ste. 105, Monrovia 91016 (626) 239-0369
Oakland 1515 Clay St., Ste. 1303, Box 41, Oakland 94612 (510) 622-2916
Redding 381 Hemsted Dr., Redding 96002 (530) 224-4743
Sacramento 2424 Arden Way, Ste. 160, Sacramento 95825 (916) 263-2800
San Bernardino 464 West Fourth St., Ste. 332, San Bernardino 92401 (909) 383-4321
San Diego 7575 Metropolitan Dr., Ste. 207, San Diego 92108 (619) 767-2280
San Francisco 455 Golden Gate Ave., Rm. 9516, San Francisco 94105 (415) 557-0100
Santa Ana 2000 E. McFadden Ave., Ste. 122, Santa Ana 92705 (714) 558-4451
Van Nuys 6150 Van Nuys Blvd., Ste. 405, Van Nuys 91401 (818) 901-5403
Regional Offices
San Francisco 455 Golden Gate Ave., Rm 9516, San Francisco 94102 (415) 557-0300
Sacramento 2424 Arden Way Ste. 300, Sacramento 95825 (916) 263-2803
Santa Ana 2000 E. McFadden Ave. Ste. 119, Santa Ana 92705 (714) 558-4300
Monrovia 750 Royal Oaks Dr., Ste. 105, Monrovia 91016 (626) 470-9122

Enforcement of Cal/OSHA workplace safety and health standards is carried out by the Division of Occupational Safety and Health, under the California Department of Industrial Relations, which has 
primary responsibility for administering the Cal/OSHA program. Safety and health standards are promulgated by the Occupational Safety and Health Standards Board. Anyone desiring to register a 
complaint alleging inadequacy in the administration of the California Occupational Safety and Health Plan may do so by contacting the San Francisco Regional Office of the Occupational Safety 
and Health Administration (OSHA), U.S. Department of Labor Tel: (415) 625-2547. OSHA monitors the operation of state plans to assure that continued approval is merited.       October  2017

Cal OSHA Consultation Services
Field / Area Offices
•Fresno / Central Valley 2550 Mariposa Mall, Rm. 2005

Fresno 93721
(559) 445-6800 

•La Palma / Los Angeles /
Orange County

1 Centerpointe Dr., Ste. 150
La Palma 90623

(714) 562-5525 

•Oakland/ Bay Area 1515 Clay St., Ste 1103
Oakland 94612

(510) 622-2891 

•Sacramento /
Northern CA

2424 Arden Way, Ste. 410
Sacramento 95825

(916) 263-0704 

•San Bernardino 464 West Fourth St., Ste. 339
San Bernardino 92401

(909) 383-4567 

•San Diego /
Imperial County

7575 Metropolitan Dr., Ste. 204
San Diego 92108

(619) 767-2060 

•San Fernando Valley 6150 Van Nuys Blvd., Ste. 307
Van Nuys 91401

(818) 901-5754 

Consultation Region Office
•Fresno 2550 Mariposa Mall, Rm. 3014 

Fresno 93721 
(559) 445-6800

OSHA 

PLEASE POST NEXT TO YOUR IWC OR INDUSTRY OCCUPATION ORDER

OFFICIAL NOTICE 

California Minimum Wage
MW-2017

Minimum Wage — Every employer shall pay to each employee hourly wages not less than the following.

EFFECTIVE DATE Employers with 26 or More Employees* Employers with 25 or Fewer Employees*

January 1, 2017 $10.50 $10.00
January 1, 2018 $11.00 $10.50

* Employees treated as employed by a single qualified taxpayer pursuant to Revenue and Taxation Code section 23626 are treated as employees of that single taxpayer. 

To employers and representatives of persons working in industries and occupations in the State of California: 

SUMMARY OF ACTIONS
TAKE NOTICE that on April 4, 2016, the Governor of California signed legislation passed by the California Legislature, raising 
the minimum wage for all industries. (SB 3, Stats of 2016, amending section 1182.12 of the California Labor Code.) Pursuant 
to its authority under Labor Code section 1182.13, the Department of Industrial Relations amends and republishes Sections 2, 
3, and 5 of the General Minimum Wage Order, MW-2014. Section 1, Applicability, and Section 4, Separability, have not been 
changed. Consistent with this enactment, amendments are made to the minimum wage, and the meals and lodging credits 
sections of all of the IWC's industry and occupation orders.

This summary must be made available to employees in accordance with the IWC's wage orders. Copies of the full text of the amended 
wage orders may be obtained by ordering on-line at www.dir.ca.gov/WP.asp, or by contacting your local Division of Labor Standards 
Enforcement office.

1. APPLICABILITY
The provisions of this Order shall not apply to outside salespersons and individuals who are the parent, spouse, or children of 
the employer previously contained in this Order and the IWC's industry and occupation orders. Exceptions and modifications 
provided by statute or in Section 1, Applicability, and in other sections of the IWC's industry and occupation orders may be 
used where any such provisions are enforceable and applicable to the employer.

2. MINIMUM WAGES
Every employer shall pay to each employee wages not less than those stated in the above table on each effective date.

3. MEALS AND LODGING CREDITS - TABLE
When credit for meals or lodging is used to meet part of the employer's minimum wage obligation, the amounts so credited
pursuant to a voluntary written agreement may not be more than the following:

For an employer who employs: 

LODGING

EFFECTIVE JANUARY 1, 2017
26 or More 25 or Fewer
Employees Employees

EFFECTIVE JANUARY 1, 2018
26 or More 25 or Fewer
Employees Employees

Room occupied ..................................................................... $49.38/week $47.03/week $51.73/week $49.38/week
Room shared ......................................................................... $40.76/week $38.82/week $42.70/week $40.76/week
Apartment — two thirds (2/3) of the ordinary rental value, and in no
event more than .................................................................. $593.05/month $564.81/month $621.29/month $593.05/month
Where a couple are both employed by the employer, two thirds (2/3)
of the ordinary rental value, and in no event more than............ $877.27/month $835.49/month $919.04/month $877.26/month

MEALS
Breakfast .............................................................................. $3.80 $3.62 $3.98 $3.80
Lunch ................................................................................... $5.22 $4.97 $5.47 $5.22
Dinner .................................................................................. $7.09 $6.68 $7.35 $7.01

Meals or lodging may not be credited against the minimum wage without a voluntary written agreement between the employer 
and the employee. When credit for meals or lodging is used to meet part of the employer's minimum wage obligation, the 
amounts so credited may not be more than the amounts stated in the table above.

4. SEPARABILITY
If the application of any provision of this Order, or any section, subsection, subdivision, sentence, clause, phrase, word or
portion of this Order should be held invalid, unconstitutional, unauthorized, or prohibited by statute, the remaining 
provisions thereof shall not be affected thereby, but shall continue to be given full force and effect as if the part so held
invalid or unconstitutional had not been included herein.

5. AMENDED PROVISIONS
This Order amends the minimum wage and meals and lodging credits in MW-2014, as well as in the IWC's industry and occupation 
orders. (See Orders 1-15, Secs. 4 and 10; and Order 16, Secs. 4 and 9.) This Order makes no other changes to the IWC's industry and 
occupation orders.

These Amendments to the Wage Orders shall be in effect as of January 1, 2017.

Questions about enforcement should be directed to the Labor Commissioner’s Office. For the address and telephone number 
of the office nearest you, information can be found on the internet at http://www.dir.ca.gov/DLSE/dlse.html or under a search 
for “California Labor Commissioner’s Office” on the internet or any other directory. The Labor Commissioner has offices in the 
following cities: Bakersfield, El Centro, Fresno, Long Beach, Los Angeles, Oakland, Redding, Sacramento, Salinas, San 
Bernardino, San Diego, San Francisco, San Jose, Santa Ana, Santa Barbara, Santa Rosa, Stockton, and Van Nuys.

Amends General 
Minimum Wage 
Order and IWC
Industry and

Occupation Orders

Minimum Wage Supplement

THIS EMPLOYER IS REGISTERED UNDER THE CALIFORNIA UNEMPLOYMENT 
INSURANCE CODE AND IS REPORTING WAGE CREDITS THAT ARE BEING 
ACCUMULATED FOR YOU TO BE USED AS A BASIS FOR:

Unemployment Insurance 
(funded entirely by employers’ taxes)
When you are unemployed or working less than full time and are ready, willing, and able to work, you may be 
eligible to receive Unemployment Insurance (UI) benefits. There are three ways to file a claim:

Internet
File online with eApply4UI—the fast, easy way to file a UI claim! Access eApply4UI at 
https://eapply4ui.edd.ca.gov/.

Telephone
File by contacting a customer service representative at one of the toll-free numbers listed below:
 English 1-800-300-5616  Spanish 1-800-326-8937
 Cantonese 1-800-547-3506 Vietnamese 1-800-547-2058
 Mandarin 1-866-303-0706  TTY (non voice) 1-800-815-9387

Mail or Fax
File by mailing or faxing UI Application, DE 1101I, by accessing the paper application online at 
www.edd.ca.gov/unemployment. The paper application can be filled out online and printed, or printed and 
completed by hand. Then the application can be mailed or faxed to an EDD office for processing.

Note: File promptly. If you delay in filing, you may lose benefits to which you would otherwise be entitled.

Disability Insurance
(funded entirely by employees’ contributions)
When you are unable to work or reduce your work hours because of sickness, injury, or pregnancy, you may be 
eligible to receive Disability Insurance (DI) benefits.
Your employer must provide a copy of Disability Insurance Provisions, DE 2515, to each newly hired employee 
and to each employee leaving work due to pregnancy or due to sickness or injury that is not job related.

To file a claim:
• Online, create an account at www.edd.ca.gov/disability. This is the easiest and fastest way to file a new claim 

and obtain claim status information.
• By mail, obtain the data capturing Claim for Disability Insurance Benefits (Optical Character Recognition), 

DE 2501, from your employer, physician/practitioner, hospital, by calling us at 1-800-480-3287, or online 
at www.edd.ca.gov/forms.

Note: If your employer maintains an approved Voluntary Plan for DI coverage, contact your employer for assistance.

FOR MORE INFORMATION ABOUT DI, PLEASE VISIT www.edd.ca.gov/disability OR 
CONTACT DI CUSTOMER SERVICE BY PHONE AT 1-800-480-3287. 
 STATE GOVERNMENT EMPLOYEES SHOULD CALL 1-866-352-7675. 

TTY (FOR DEAF OR HEARING-IMPAIRED INDIVIDUALS ONLY) IS AVAILABLE AT 1-800-563-2441.

Paid Family Leave
(funded entirely by employees’ contributions)
When you stop working or reduce your work hours to care for a family member who is seriously ill or to bond 
with a new child, you may be eligible to receive Paid Family Leave (PFL) benefits.
Your employer must provide a copy of Paid Family Leave Program Brochure, DE 2511, to each newly hired employee 
and to each employee leaving work to care for a seriously ill family member or to bond with a new child.

To file a claim:
• Online, create an account at www.edd.ca.gov/disability. This is the easiest and fastest way to file a new claim.
• By mail, obtain the data capturing Claim for Paid Family Leave Benefits (Optical Character Recognition), 

DE 2501F, from your employer, physician/practitioner, hospital, by calling us at 1-877-238-4373, or online at  
www.edd.ca.gov/forms.

Note: If your employer maintains an approved Voluntary Plan for PFL coverage, contact your employer for assistance.

FOR MORE INFORMATION ABOUT PFL, PLEASE VISIT www.edd.ca.gov/disability OR 
CONTACT CUSTOMER SERVICE BY PHONE AT 1-877-238-4373. 

 STATE GOVERNMENT EMPLOYEES SHOULD CALL 1-877-945-4747.
TTY (FOR DEAF OR HEARING-IMPAIRED INDIVIDUALS ONLY) IS AVAILABLE AT 1-800-445-1312.

NOTE: SOME EMPLOYEES MAY BE EXEMPT FROM COVERAGE BY THE ABOVE INSURANCE PROGRAMS. 
IT IS ILLEGAL TO MAKE A FALSE STATEMENT OR TO WITHHOLD FACTS TO CLAIM BENEFITS. 
FOR ADDITIONAL GENERAL INFORMATION, VISIT THE EDD WEBSITE AT www.edd.ca.gov.
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Unemployment Insurance
WHISTLEBLOWERS ARE PROTECTED

It is the public policy of the State of California to encourage employees to notify an appropriate 
government or law enforcement agency, person with authority over the employee, or another 
employee with authority to investigate, discover, or correct the violation or noncompliance, and to 
provide information to and testify before a public body conducting an investigation, hearing or inquiry,
when they have reason to believe their employer is violating a state or federal statute, or violating or 
not complying with a local, state or federal rule or regulation.

Who is protected?
Pursuant to California Labor Code Section 1102.5, employees are the protected class of individuals.  
“Employee” means any person employed by an employer, private or public, including, but not limited 
to, individuals employed by the state or any subdivision thereof, any county, city, city and county, 
including any charter city or county, and any school district, community college district, municipal or 
public corporation, political subdivision, or the University of California. [California Labor Code Section 
1106]

What is a whistleblower?
A “whistleblower” is an employee who discloses information to a government or law enforcement
agency, person with authority over the employee, or to another employee with authority to investigate, 
discover, or correct the violation or noncompliance, or who provides information to or testifies before a 
public body conducting an investigation, hearing or inquiry, where the employee has reasonable 
cause to believe that the information discloses:

1. A violation of a state or federal statute,
2. A violation or noncompliance with a local, state or federal rule or regulation, or
3. With reference to employee safety or health, unsafe working conditions or work practices in the 

employee’s employment or place of employment.

A whistleblower can also be an employee who refuses to participate in an activity that would result in a 
violation of a state or federal statute, or a violation of or noncompliance with a local, state or federal 
rule or regulation.

What protections are afforded to whistleblowers?
1. An employer may not make, adopt, or enforce any rule, regulation, or policy preventing an 

employee from being a whistleblower.
2. An employer may not retaliate against an employee who is a whistleblower.
3. An employer may not retaliate against an employee for refusing to participate in an activity that 

would result in a violation of a state or federal statute, or a violation or noncompliance with a 
state or federal rule or regulation.

4. An employer may not retaliate against an employee for having exercised his or her rights as a 
whistleblower in any former employment.

Under California Labor Code Section 1102.5, if an employer retaliates against a whistleblower, the 
employer may be required to reinstate the employee’s employment and work benefits, pay lost wages, 
and take other steps necessary to comply with the law.

How to report improper acts
If you have information regarding possible violations of state or federal statutes, rules, or regulations, 
or violations of fiduciary responsibility by a corporation or limited liability company to its shareholders, 
investors, or employees, call the California State Attorney General’s Whistleblower Hotline at 
1-800-952-5225.  The Attorney General will refer your call to the appropriate government authority for 
review and possible investigation.

Whistleblower Protection 
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CALIFORNIA LAW PROHIBITS WORKPLACE  
DISCRIMINATION AND HARASSMENT

THE CALIFORNIA DEPARTMENT OF FAIR EMPLOYMENT AND HOUSING (DFEH) ENFORCES LAWS THAT PROTECT YOU FROM 
ILLEGAL DISCRIMINATION AND HARASSMENT IN EMPLOYMENT BASED ON YOUR ACTUAL OR PERCEIVED: 

• ANCESTRY 

• AGE (40 and above) 

• COLOR 

• DISABILITY (physical and mental, including HIV and AIDS) 

• GENETIC INFORMATION 

• GENDER IDENTITY, GENDER EXPRESSION 

• MARITAL STATUS 

• MEDICAL CONDITION (genetic characteristics, cancer or a record 
or history of cancer 

• MILITARY OR VETERAN STATUS 

• NATIONAL ORIGIN (includes language use and possession of a 
driver’s license issued to persons unable to prove their presence 
in the United States is authorized under federal law) 

• RACE 

• RELIGION (includes religious dress and grooming practices) 

• SEX/GENDER (includes pregnancy, childbirth, breastfeeding and/
or related medical conditions) 

• SEXUAL ORIENTATION

1. Prohibit harassment of employees, applicants, unpaid interns, 
volunteers, and independent contractors by any persons and 
require employers to take all reasonable steps to prevent 
harassment. This includes a prohibition against sexual harassment, 
gender harassment, harassment based on pregnancy, childbirth, 
breastfeeding and/or related medical conditions, as well as 
harassment based on all other characteristics listed above. 

2. Require that all employers provide information to each of their 
employees on the nature, illegality, and legal remedies that apply 
to sexual harassment. Employers may either develop their own 
publications, which must meet standards set forth in California 
Government Code section 12950, or use a brochure from DFEH. 

3. Require employers with 50 or more employees and all public 
entities to provide training for all supervisors regarding prevention 
of sexual harassment, abusive conduct, and harassment based on 
gender identity, gender expression, and sexual orientation.

4. Prohibit employers from limiting or prohibiting the use of any 
language in any workplace unless justified by business necessity. 
The employer must notify employees of the language restriction 
and consequences for violation. Also prohibits employers from 
discriminating against an applicant or employee because they 
possess a driver’s license issued to a person who is unable to 
prove that their presence in the United States is authorized under 
federal law. 

5. Require employers to reasonably accommodate an employee, 
unpaid intern, or job applicant’s religious beliefs and practices, 
including the wearing or carrying of religious clothing, jewelry or 
artifacts, and hair styles, facial hair, or body hair, which are part of 
an individual’s observance of their religious beliefs. 

6. Require employers to reasonably accommodate employees or 
job applicants with disabilities to enable them to perform the 
essential functions of a job.

7. Permit job applicants, unpaid interns, volunteers, and employees 
to file complaints with DFEH against an employer, employment 
agency, or labor union that fails to grant equal employment as 
required by law. 

8. Prohibit discrimination against any job applicant, unpaid intern, or 

employee in hiring, promotions, assignments, termination, or any 
term, condition, or privilege of employment. 

9. Require employers, employment agencies, and unions to preserve 
applications, personnel records, and employment referral records 
for a minimum of two years. 

10. Require employers to provide leaves of up to four months to 
employees disabled because of pregnancy, childbirth, or a related 
medical condition. 

11. Require an employer to provide reasonable accommodations 
requested by an employee, on the advice of their health care 
provider, related to their pregnancy, childbirth, or a related 
medical condition. 

12. Require employers of 20 or more persons to allow eligible 
employees to take up to 12 weeks leave in a 12-month period 
for the birth of a child or the placement of a child for adoption or 
foster care; also require employers of 50 or more persons to allow 
eligible employees to take up to 12 weeks leave in a 12-month 
period for an employee’s own serious health condition or to care 
for a parent, spouse, or child with a serious health condition.  

13. Require employment agencies to serve all applicants equally, 
refuse discriminatory job orders, and prohibit employers and 
employment agencies from making discriminatory pre-hiring 
inquiries or publishing help-wanted advertisements that express a 
discriminatory hiring preference. 

14. Prohibit unions from discriminating in member admissions or 
dispatching members to jobs. 

15. Prohibit retaliation against a person who opposes, reports, or 
assists another person to oppose unlawful discrimination.

If you have a disability that prevents you from submitting 
a written intake form on-line, by mail, or email, 
DFEH can assist you by scribing your intake by 
phone or, for individuals who are Deaf or Hard of Hearing 
or have speech disabilities, through the California Relay 
Service (711), or call us through your VRS at (800) 884-
1684 (voice). 

To schedule an appointment, contact  
the Communication Center at  
(800) 884-1684 (voice or via relay operator 711)  
or (800) 700-2320 (TTY)  
or by email at contact.center@dfeh.ca.gov. 

DFEH is committed to providing  
access to our materials in an  

alternative format as a reasonable  
accommodation for people with  

disabilities when requested. 

Contact DFEH at  
(800) 884-1684 (voice or via relay operator 711),  

TTY (800) 700-2320,  
or contact.center@dfeh.ca.gov   

to discuss your preferred format to  
access our materials or webpages. 
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FILING A COMPLAINT 

The law provides for remedies for individuals who experience 
prohibited discrimination or harassment in the workplace. 
These remedies include hiring, front pay, back pay, promotion, 
reinstatement, cease-and-desist orders, expert witness fees, 
reasonable attorney’s fees and costs, punitive damages, and 
emotional distress damages. 

Job applicants, unpaid interns, and employees: If you believe you 
have experienced discrimination or harassment you may file a 
complaint with DFEH. Independent contractors and volunteers: If 
you believe you have been harassed, you may file a complaint  
with DFEH. 

Complaints must be filed within one year of the last act  
of discrimination/harassment or, for victims who are  
under the age of 18, not later than one year after the  
victim’s eighteenth birthday.

THE CALIFORNIA FAIR EMPLOYMENT AND HOUSING 
ACT (GOVERNMENT CODE SECTIONS 12900 THROUGH 
12996) AND ITS IMPLEMENTING REGULATIONS 
(CALIFORNIA CODE OF REGULATIONS, TITLE 2, 
SECTIONS 11000 THROUGH 11141): 

FOR MORE INFORMATION 

Department of Fair Employment  
and Housing 

Toll Free: (800) 884-1684  
TTY: (800) 700-2320  

Online: www.dfeh.ca.gov 

Also find us on: 

 
Government Code section 12950 and California Code of Regulations, title 2, section 11013, require all employers to post this document. It 
must be conspicuously posted in hiring offices, on employee bulletin boards, in employment agency waiting rooms, union halls, and other 

places employees gather. Any employer whose workforce at any facility or establishment consists of more than 10% of non-English speaking 
persons must also post this notice in the appropriate language or languages.

Fair Employment
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STATE OF CALIFORNIA - DEPARTMENT OF INDUSTRIAL RELATIONS 
Division of Workers' Compensation

Notice to Employees--Injuries Caused By Work

You may be entitled to workers' compensation benefits if you are injured or become ill because of your job. Workers' compensation 
covers most work-related physical or mental injuries and illnesses. An injury or illness can be caused by one event (such as hurting your 
back in a fall) or by repeated exposures (such as hurting your wrist from doing the same motion over and over). 

Benefits. Workers' compensation benefits include: 
• Medical Care: Doctor visits, hospital services, physical therapy, lab tests, x-rays, medicines, medical equipment and travel costs that 

are reasonably necessary to treat your injury. You should never see a bill. There are limits on chiropractic, physical therapy and 
occupational therapy visits. 

• Temporary Disability (TD) Benefits: Payments if you lose wages while recovering. For most injuries, TD benefits may not be 
paid for more than 104 weeks within five years from the date of injury. 

• Permanent Disability (PD) Benefits: Payments if you do not recover completely and your injury causes a permanent loss of physical or 
mental function that a doctor can measure.

• Supplemental Job Displacement Benefit: A nontransferable voucher, if you are injured on or after 1/1/2004, your injury causes 
permanent disability, and your employer does not offer you regular, modified, or alternative work. 

• Death Benefits: Paid to your dependents if you die from a work-related injury or illness. 

Naming Your Own Physician Before Injury or Illness (Predesignation). You may be able to choose the doctor who will treat you for a 
job injury or illness. If eligible, you must tell your employer, in writing, the name and address of your personal physician or medical group 
before you are injured. You must obtain their agreement to treat you for your work injury. For instructions, see the written information
about workers' compensation that your employer is required to give to new employees. 

If You Get Hurt:
1. Get Medical Care. If you need emergency care, call 911 for help immediately from the hospital, ambulance, fire department or 

police department. If you need first aid, contact your employer. 

2. Report Your Injury. Report the injury immediately to your supervisor or to an employer representative. Don't delay. There are 
time limits. If you wait too long, you may lose your right to benefits. Your employer is required to provide you with a claim form 
within one working day after learning about your injury. Within one working day after you file a claim form, your employer or 
claims administrator must authorize the provision of all treatment, up to ten thousand dollars, consistent with the applicable 
treatment guidelines, for your alleged injury until the claim is accepted or rejected. 

3. See Your Primary Treating Physician (PTP). This is the doctor with overall responsibility for treating your injury or illness.  
• If you predesignated your personal physician or a medical group, you may see your personal physician or the medical group 

after you are injured. 
• If your employer is using a medical provider network (MPN) or a health care organization (HCO), in most cases you will be 

treated within the MPN or HCO unless you predesignated a personal physician or medical group. An MPN is a group of 
physicians and health care providers who provide treatment to workers injured on the job. You should receive information 
from your employer if you are covered by an HCO or a MPN. Contact your employer for more information. 

• If your employer is not using an MPN or HCO, in most cases the claims administrator can choose the doctor who first treats 
you when you are injured, unless you predesignated a personal physician or medical group. 

4. Medical Provider Networks. Your employer may be using an MPN, which is a group of health care providers designated to 
provide treatment to workers injured on the job. If you have predesignated a personal physician or medical group prior to your 
work injury, then you may go there to receive treatment from your predesignated doctor. If you are treating with a non-MPN 
doctor for an existing injury, you may be required to change to a doctor within the MPN. For more information, see the MPN 
contact information below: 

MPN website: ________________________________________________________________________________________________________________________

MPN Effective Date: _______________________  MPN Identification number: ___________________________________________ 

If you need help locating an MPN physician, call your MPN access assistant at: ___________________________________________

If you have questions about the MPN or want to file a complaint against the MPN, call the MPN Contact Person at: ______________

Discrimination. It is illegal for your employer to punish or fire you for having a work injury or illness, for filing a claim, or testifying 
in another person's workers' compensation case. If proven, you may receive lost wages, job reinstatement, increased benefits, and 
costs and expenses up to limits set by the state. 

Questions? Learn more about workers' compensation by reading the information that your employer is required to give you at time of 
hire. If you have questions, see your employer or the claims administrator (who handles workers' compensation claims for your 
employer): 

Claims Administrator____________________________________________________  Phone _______________________________ _

Workers’ compensation insurer                                                                                                         (Enter “self-insured” if appropriate) 

You can also get free information from a State Division of Workers' Compensation Information (DWC) & Assistance Officer. The nearest 
Information & Assistance Officer can be found at location:                                                                                                                     or 
by calling toll-free (800) 736-7401. Learn more information about workers’ compensation online: www.dwc.ca.gov and access a useful 
booklet “Workers’ Compensation in California: A Guidebook for Injured Workers.”

False claims and false denials. Any person who makes or causes to be made any knowingly false or fraudulent material statement or 
material representation for the purpose of obtaining or denying workers' compensation benefits or payments is guilty of a felony and may
be fined and imprisoned. 

Your employer may not be liable for the payment of workers' compensation benefits for any injury that arises from your voluntary
participation in any off-duty, recreational, social, or athletic activity that is not part of your work-related duties.

Workers’ Compensation
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ESTADO DE CALIFORNIA - DEPARTAMENTO DE RELACIONES INDUSTRIALES
División de Compensación de Trabajadores

Aviso a los Empleados—Lesiones Causadas por el Trabajo 
Es posible que usted tenga derecho a beneficios de compensación de trabajadores si usted se lesiona o se enferma a causa de su 
trabajo. La compensación de trabajadores cubre la  mayoría de las lesiones y enfermedades físicas o mentales relacionadas con el trabajo. 
Una lesión o enfermedad puede ser causada por un evento (como por ejemplo  lastimarse  la espalda en una caída) o por acciones 
repetidas (como por ejemplo lastimarse la muñeca por hacer el mismo movimiento una y otra vez). 
Beneficios. Los beneficios de compensación de trabajadores incluyen: 

• Atención Médica: Consultas médicas, servicios de hospital, terapia física, análisis de laboratorio, radiografías,  
medicinas, equipo médico y costos de viajar que son razonablemente necesarias para tratar su lesión. Usted nunca deberá ver un 
cobro. Hay límites para visitas quiroprácticas, de terapia física y de terapia ocupacional. 

• Beneficios por Incapacidad Temporal (TD): Pagos si usted pierde sueldo mientras se recupera. Para la mayoría de las lesiones, 
beneficios de TD no se pagarán por más de 104 semanas dentro de cinco años después de la fecha de la lesión. 

• Beneficios por Incapacidad Permanente (PD): Pagos si usted no se recupera completamente  y  si su lesión le causa una pérdida 
permanente de su función física o mental que un  médico puede medir. 

• Beneficio Suplementario por Desplazamiento de Trabajo: Un vale no-transferible si su lesión surge en o después del 1/1/04, y su 
lesión le ocasiona una incapacidad permanente, y su empleador no le ofrece a usted un trabajo regular, modificado, o alternativo. 

• Beneficios por Muerte: Pagados a sus dependientes si usted muere a causa de una lesión o enfermedad relacionada con el
trabajo. 

Designación de su Propio Médico Antes de una Lesión o Enfermedad (Designación previa). Es posible que usted pueda elegir al 
médico que le atenderá en una lesión o enfermedad relacionada con el trabajo. Si elegible, usted debe informarle al empleador, por escrito, 
el nombre y la dirección de su médico personal o grupo médico, antes de que usted se lesione.  Usted debe de ponerse de acuerdo con su 
médico para que atienda la lesión causada por el trabajo. Para instrucciones, vea la información escrita sobre la compensación de 
trabajadores que se le exige a su empleador darle a los empleados nuevos. 
Si Usted se Lastima:
1. Obtenga Atención Médica. Si usted necesita atención de emergencia, llame al 911 para ayuda inmediata de un hospital, una 

ambulancia, el departamento de bomberos o departamento de policía. Si usted necesita primeros auxilios, comuníquese con su 
empleador. 

2. Reporte su Lesión. Reporte la lesión inmediatamente a su supervisor(a) o a un representante del empleador. No se demore. Hay 
límites de tiempo. Si usted espera demasiado, es posible que usted pierda su derecho a beneficios. Su empleador está obligado 
a proporcionarle un formulario de reclamo dentro de un día laboral después de saber de su lesión. Dentro de un día después de que 
usted presente un formulario de reclamo, el empleador o administrador de reclamos debe autorizar todo tratamiento 
médico, hasta diez mil dólares,  de acuerdo con las pautas de tratamiento aplicables a su presunta lesión, hasta que el reclamo
sea aceptado o rechazado.  

3. Consulte al Médico que le está Atendiendo (PTP). Este es el médico con  la responsabilidad  total de tratar su lesión o 
enfermedad. 
• Si usted designó previamente a su médico personal o grupo médico, usted puede consultar a su médico personal o grupo 

médico después de lesionarse. 
• Si su empleador está utilizando una Red de Proveedores Médicos (MPN) o una Organización de Cuidado Médico (HCO), 

en la mayoría de los casos usted  será tratado dentro de la MPN o la HCO a menos que usted designó previamente un 
médico personal o grupo médico. Una  MPN es un grupo de médicos y proveedores de atención médica que proporcionan 
tratamiento a trabajadores lesionados en el trabajo. Usted debe recibir información de su empleador si está cubierto por una 
HCO o una MPN. Hable con su empleador para más información. 

• Si su empleador no está utilizando una MPN o HCO, en la mayoría de los casos el administrador de reclamos puede 
escoger el médico que lo atiende primero, cuando usted se lesiona, a menos que usted designó previamente a un médico 
personal o grupo médico. 

4. Red de Proveedores Médicos (MPN): Es posible que su empleador use una MPN, lo cual es un grupo de proveedores de 
asistencia médica designados para dar tratamiento a los trabajadores lesionados en el trabajo. Si usted ha hecho una designación 
previa de un médico personal antes de lesionarse en el trabajo, entonces usted puede recibir tratamiento de su médico 
previamente designado.  Si usted está recibiendo tratamiento de parte de un médico que no pertenece a la MPN para una lesión 
existente, puede requerirse que usted se cambie a un médico dentro de la MPN. Para más información, vea la siguiente 
información de contacto de la MPN : 

Página web de la MPN: _______________________________________________________________________________________________
Fecha de vigencia de la MPN: ___________________ Número de identificación de la MPN: _______________________________________
Si usted necesita ayuda en localizar un médico de una MPN, llame a su asistente de acceso de la MPN al: __________________________ 
Si usted tiene preguntas sobre la MPN o quiere presentar una queja en contra de la MPN, llame a la Persona de Contacto de 
la MPN al: _______________________________________________________________________________________________________              

Discriminación. Es ilegal que su empleador le castigue o despida por sufrir una lesión o enfermedad en el trabajo, por presentar un reclamo o 
por testificar en el caso de compensación de trabajadores de otra persona. De ser probado, usted puede recibir pagos por pérdida de sueldos, 
reposición del trabajo, aumento de beneficios y gastos hasta los límites establecidos por el estado. 

¿Preguntas? Aprenda más sobre la compensación de trabajadores leyendo la información que se requiere que su empleador le dé cuando 
es contratado. Si usted tiene preguntas, vea a su empleador o al administrador de reclamos (que se encarga de los reclamos de 
compensación de trabajadores de su empleador):                                                                                                 

Administrador de Reclamos   _____________________________________________ Teléfono _______________________________ 

Asegurador del Seguro de Compensación de trabajador _______________________________ (Anote “autoasegurado” si es apropiado)

Usted también puede obtener información gratuita de un Oficial de Información y Asistencia de la División Estatal de Compensación de 
Trabajadores. El Oficial de Información y Asistencia más cercano se localiza en: ________________________________________     
o llamando al número gratuito (800) 736-7401. Usted puede obtener más información sobre  la compensación del trabajador  en el Internet en: 
www.dwc.ca.gov y acceder a una guía útil “Compensación del Trabajador de California Una Guía para Trabajadores Lesionados.” 

Los reclamos falsos y rechazos falsos del reclamo. Cualquier persona que haga o que ocasione que se haga una declaración o una 
representación material intencionalmente falsa o fraudulenta, con el fin de obtener o negar beneficios o pagos de compensación de trabajadores,
es culpable de un delito grave y puede ser multado y encarcelado. 

Es posible que su empleador no sea responsable por el pago de beneficios de compensación de trabajadores para ninguna lesión que proviene de 
su participación voluntaria en cualquier actividad fuera del trabajo, recreativa, social, o atlética que no sea parte de sus deberes 

laborales. 

Workers’ Compensation

TIME OFF 
TO VOTE

POLLS ARE OPEN FROM 7:00 A.M. 
TO 8:00 P.M. EACH ELECTION DAY

If you are scheduled to be at work 
during that time and you do not have 
sufficient time outside of working 
hours to vote at a statewide election, 
California law allows you to take up  
to two hours off to vote, without  
losing any pay.

You may take as much time as you 
need to vote, but only two hours of 
that time will be paid.

Your time off for voting can be only at 
the beginning or end of your regular 
work shift, whichever allows the most 
free time for voting and the least time 
off from your regular working shift, 
unless you make another arrangement 
with your employer.

If three working days before the 
election you think you will need time 
off to vote, you must notify your 
employer at least two working days 
prior to the election. 

Time Off For Voting

Emergency Numbers

EMERGENCYEMERGENCY
JOB LOCATION: ____________________________

AMBULANCE: _____________________________

FIRE – RESCUE: ___________________________

HOSPITAL: ________________________________

PHYSICIAL / MEDICAL CLINIC: _______________

ALTERNATE: ______________________________

POLICE: __________________________________

CAL/OSHA DISTRICT: _______________________

CAL/OSHA CONSULTATION: _________________

Posting is required by Title 8 Section 1512(e), California Code of Regulations

S-500

State of California
Department of Industrial Relations

CAL/OSHA Research and Education Unit
P.O. Box 420603

San Francisco, CA 94142,0603

EMERGENCYEMERGENCY
JOB LOCATION: ____________________________

AMBULANCE: _____________________________

FIRE – RESCUE: ___________________________

HOSPITAL: ________________________________

PHYSICIAL / MEDICAL CLINIC: _______________

ALTERNATE: ______________________________

POLICE: __________________________________

CAL/OSHA DISTRICT: _______________________

CAL/OSHA CONSULTATION: _________________

Posting is required by Title 8 Section 1512(e), California Code of Regulations

S-500

State of California
Department of Industrial Relations

CAL/OSHA Research and Education Unit
P.O. Box 420603

San Francisco, CA 94142,0603

EMERGENCYEMERGENCY
JOB LOCATION: ____________________________

AMBULANCE: _____________________________

FIRE – RESCUE: ___________________________

HOSPITAL: ________________________________

PHYSICIAL / MEDICAL CLINIC: _______________

ALTERNATE: ______________________________

POLICE: __________________________________

CAL/OSHA DISTRICT: _______________________

CAL/OSHA CONSULTATION: _________________

Posting is required by Title 8 Section 1512(e), California Code of Regulations

S-500

State of California
Department of Industrial Relations

CAL/OSHA Research and Education Unit
P.O. Box 420603

San Francisco, CA 94142,0603
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WORKERS’ COMPENSATION ACT
State of New Mexico Workers’ Compensation Administration 

1) Notice --  In most cases you must
tell your employer about the accident 
within 15 days, using the Notice of 
Accident Form. 

2) You have the right to information and
assistance from an information specialist 
known as an “Ombudsman” at the     
Workers’ Compensation Administration. 

3) Claims information -- Contact
your employer’s Claims Representative.

1) Aviso. -- En la mayoría de los casos
usted debe de avisarle a su empleador del 
accidente dentro de los primeros 15 días   
usando las formas de Aviso de Accidente.
2) Usted tiene el derecho a información y
ayuda contactándose con un especialista 
en información conocido como 
“Ombudsman” en la Administración 
para la Compensación a los Trabajadores.
3) Información acerca de Reclamaciones. --
Contáctese con el representante de 
reclamaciones de su compañía.  

SUS DERECHOS
Si se lastima en el trabajo:

Su empleador / asegurador debe de pagar por los gastos 
médicos necesarios y razonables.

Es posible que usted tenga, o no tenga, el derecho de 
escoger el proveedor de servicios para la salud.  Si su  
empleador / asegurador no le ha dado instrucciones por 
escrito de quien es él que selecciona primero, pregúntele 
o llame a un ombudsman.  En una emergencia,
obtenga asistencia médica de emergencia primero.

Si usted está fuera del trabajo por más de siete días, 
su empleador / asegurador debe de hacerle un pago  
compensatorio de prestaciones para compensar 
parcialmente la pérdida de su salario.

Si usted sufre “daño permanente,” usted puede tener 
el derecho a recibir prestaciones parciales de salario 
por un periodo de tiempo más largo.

YOUR RIGHTS
If you are injured in a work-related accident:

Your employer / insurer must pay all 
reasonable and necessary medical costs.

You may or may not have the right to choose your 
health care provider.  If your employer / insurer has 
not given you written instructions about who chooses 
first, call an ombudsman.  In an emergency, get
emergency medical care first.

If you are off work for more than seven days, your
employer / insurer must pay wage benefits to partially 
offset your lost wages.

If you suffer “permanent impairment,” you may have 
the right to receive partial wage benefits for a longer 
period of time.

USE A NOTICE OF ACCIDENT FORM TO REPORT YOUR ACCIDENT TO YOUR SUPERVISOR 
For  FREE copies of this poster and Notice of Accident Forms call: 1-866-967-5667

New Mexico Workers’ Compensation Administration
2410 Centre Avenue, Albuquerque, New Mexico 87106
PO Box 27198, Albuquerque, New Mexico 87125-7198

This poster published 7/18.   

   Employer’s Insurer / Claims Representative:

Name:  
Phone #: 
Address: 

EMPLOYER: You are required by law to post this poster where your employees can read it and to post 
Notice of Accident forms with it.  This poster without Notice of Accident forms does not comply with law.  

You have other rights and duties under the law.

Note:  Employer must fill in this insurer / claims representative information.

If You Are Injured At Work
Si Se Lastima En El Trabajo

Ombudsmen are located at the following offices:
Albuquerque:               Farmington:               Hobbs:  Las Cruces:               Las Vegas: Roswell:               Santa Fe:
1-866-967-5667             1-800-568-7310           1-800-934-2450 1-800-870-6826          1-800-281-7889              1-866-311-8587    1-505-476-7381
1-505-841-6000             1-505-599-9746           1-575-397-3425 1-575-524-6246          1-505-454-9251              1-575-623-3997

Si Usted Necesita Ayuda Llame Al:
1 - 8 6 6 - W O R K O M P (1-866-967-5667)

Visit our website at: https://workerscomp.nm.gov

If You Need HELP Call:
Ask for an Ombudsman

Pregunte por un Ombudsman

POST FORMS HERE

Workers’ Compensation

DISCRIMINATION is against the law.
If you feel that you have been discriminated against, visit our website or contact us.

Human Rights Bureau 
1596 Pacheco Street, Santa Fe, NM 87505

NEW MEXICO HUMAN RIGHTS ACT
The Human Rights Bureau enforces the provisions of the Human Rights 
Act of 1969. Additionally, the Human Rights Bureau has a work-sharing 
agreement with the Equal Employment Opportunity Commission (EEOC)  
to enforce the provisions of federal law under Title VII of the Civil Rights 
Act of 1964, the Age Discrimination in Employment Act of 1967 (ADEA), 
and the Americans with Disabilities Act of 1990 (ADA), all as amended. 
Prohibited discriminatory bases include:

• Race

• Color

• National Origin

• Ancestry

• Sex

• Age

Sexual harassment and harassment based on other protected categories is 
prohibited by the Act.

The Human Rights Act prohibits discrimination in the areas of 
employment, housing, credit, and public accommodations, and prohibits 
retaliation for complaining about discrimination in any of these areas.

If you feel you have been discriminated against, contact the Human Rights
Bureau by phone or �ll out a complaint form online at:

www.dws.state.nm.us

ENFORCEMENT
The New Mexico Department of Workforce Solutions Human Rights
Bureau investigates complaints of discrimination and harassment in
employment, housing, credit, and public accommodations.

Complaints must be �led with the Human Rights Bureau within 300 days
of the last act of discrimination or harassment.

For assistance in �ling a complaint, or for any other information on the
Human Rights Act, please call (800) 566-9471 (toll-free) or (505) 827-6838,
or visit our website at:

www.dws.state.nm.us

Buró de Derechos Humanos
1596 Pacheco Street, Santa Fe, NM 87505

O�cina: (505) 827-6838   •   Línea Gratuita: (800) 566-9471   •   Fax: (505) 827-6878

DISCRIMINACIÓN es contra la ley.
Si siente que ha sido discriminado, visite nuestra página por Internet  
o póngase en contacto con nosotros.

LA LEY DE DERECHOS HUMANOS DE NUEVO MÉXICO
El Buró de Derechos Humanos impone las provisiones de la Ley de Derechos 
Humanos de 1969. Adicionalmente, el Buró de Derechos Humanos tiene un 
acuerdo de reparto de trabajo con la Comisión de Igualdad de Oportunidades 
en el Empleo (Equal Employment Opportunity Commission, EEOC) para hacer 
cumplir las provisiones de la ley federal bajo el Título VII de la Ley de Derechos  
Civiles de 1964 (Civil Rights Act), la Ley de Discriminación por Edad en el Empleo 
de 1967 (Age Discrimination in Employment Act, ADEA), y la Ley de Americanos 
con Discapacidades de 1990 (Americans with Disabilities Act, ADA), todas según 
enmendadas. Las bases discriminatorias prohibidas incluyen:

• Raza
• Color
• Origen Nacional
• Ascendencia
• Sexo
• Edad

• Discapacidad Mental o Física o 
Condiciones Médicas Graves

• Orientación Sexual

El acoso sexual y acoso basado en otras categorías protegidas están 
prohibidos por la Ley.

La Ley de Derechos Humanos prohíbe la discriminación en las áreas de empleo, 
alojamiento, el acceso al crédito, y hospedaje público, y prohíbe la represalia por 
quejas en cualquiera de estas áreas.

Si usted siente que ha sido discriminado, comuníquese con el Buró de 
Derechos Humanos por teléfono o complete el formulario de quejas por 
Internet en:

www.dws.state.nm.us

CUMPLIMIENTO
El Buró de Derechos Humanos del Departamento de Soluciones de Fuerza Laboral de 
Nuevo México investiga quejas de discriminación y acoso en el empleo, alojamiento, 
el acceso al crédito, y hospedaje público. 

Las quejas deben ser presentadas al Buró de Derechos Humanos dentro de 
300 días de que ocurrió el último acto de discriminación o acoso.

Para ayuda en completar una queja, o por cualquier otra información 
sobre la Ley de Derechos Humanos, por favor llame al (800) 566-9471 
(gratuitamente) o (505) 827-6838, o visite nuestra página por Internet en:

www.dws.state.nm.us

•   Identi�cación de Género

•   A�liación Nupcial

•   Religión

•   Physical or Mental Disability or

Serious Medical Condition

• Sexual Orientation

• Gender Identity

• Spousal A�liation

• Religion

O�ce: (505) 827-6838    •    Toll-free: (800) 566-9471    •    Fax: (505) 827-6878

Fair Employment

 

 

SALARIO MÍNIMO DE NUEVO MÉXICO  
$7.50 por hora 

 
 

 

PAGO DE                       Una tarifa de al menos 1.5 (una y media) vez de su tarifa regular de pago  
HORAS EXTRAS            por hora, por todas las horas que trabajó más allá de 40 horas en una  
                                           semana de trabajo.    
 
EMPLEO A BASE          Empleadores con empleados cuyo pago es regularmente percibido a través  
DE PROPINAS                de propinas deben pagarles a dichos empleados una tarifa de por lo menos  

        $2.13 por hora. Si las propinas más la tarifa por hora no equivalen por lo       
        menos $7.50 por hora, el empleador debe reponer la diferencia. Empleados  
        que reciben propinas tienen el derecho a retener todas sus propinas.                                                

 
INDEMNIZACIÓN Los empleadores que violan los requerimientos de salario mínimo o de 

horas extras están obligados a pagar a los empleados afectados la cantidad 
entera de sus salarios mal pagados, más interés, más una cantidad 
adicional equivalente al doble de los salarios mal pagados. 

 
REPRESALIAS  Es contra la ley el tomar represalias en contra de un empleado por  
PROHIBIDAS  reafirmar un reclamo salarial o por informarles a otros empleados sobre 

sus derechos.  
  
CUMPLIMIENTO La División de Relaciones Laborales del Departamento de Soluciones de 

Fuerza Laboral investiga reclamos y recupera atrasos salariales para 
empleados quienes han sido mal pagados en violación de la ley, sin 
importar el valor en dólar del reclamo, o que se remonte al menos tres 
años o más si existió un curso de conducta continua. Las violaciones 
pueden resultar en acciones civiles o criminales.  

 
SALARIOS                       Hay salarios mínimos más altos en la Ciudad de Albuquerque, el  
MÍNIMOS LOCALES    Condado de Bernalillo, la Ciudad de Las Cruces, la Ciudad de Santa Fe, y                           
                                           el Condado de Santa Fe. 
 
INFORMACIÓN          Ciertos trabajos o empleadores están exentos de las provisiones del 
ADICIONAL          salario mínimo o pago de horas extras. 

Los empleadores deben exhibir este póster en un lugar en el           
que los empleados puedan verlo fácilmente. 

 
Para más información o para presentar un reclamo salarial, sírvase llamar a la División de 
Relaciones Laborales al tel. (505) 841-4400, o por Internet en www.dws.state.nm.us. 
 

 
LEY DE SALARIO MÍNIMO DE NUEVO MÉXICO  

DERECHOS DE LOS 
EMPLEADOS 

Minimum Wage

Employees:
•   You have the right to notify your employer or OSHA about workplace hazards. You may ask OSHA

to keep your name confi dential.
•   You have the right to request a New Mexico OSHA inspection if you believe that there are unsafe or

unhealthful conditions in your workplace. You or your representative may participate in the
inspection.

•   You can fi le a complaint with New Mexico OSHA within 30 days of discrimination by your employer
for making safety and health complaints or for exercising your rights under the New Mexico
Occupational Health and Safety Act.

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

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

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

•   Your employer must post this notice in your workplace.
•   You must comply with all OSHA standards issued under the OSH Act that apply to your own actions

and conduct on the job.

Employers:
•   Employers must furnish your employees a place of employment free from recognized hazards.
•   Employers must comply with the OSHA standards issued under the OSHA Act.

The Occupational Safety and Health Act of 1970 (OSH Act). P.L. 91-956, assures safe and healthful
working conditions for working men and women throughout the Nation. The Occupational Safety and
Health Administration, in the U.S. Department of Labor, has the primary responsibility for
administering the OSHA Act. The rights listed here may vary depending on the particular
circumstances. To fi le a complaint, report an emergency, or seek free OSHA advice and assistance, call
1-877-610-6742 or (505) 476-8700. Our fax number is (505) 476-8734. For information or assistance
relative to the State Occupational Health & Safety program, please refer to address to the left side of
poster.

The Federal Occupational Safety and Health Administration monitors the operation of the state program to assure its
continued effectiveness. Anyone wishing to register a complaint concerning the administration of the New Mexico
Occupational Health and Safety Program may do so by contacting U.S. Department of Labor, Occupational Safety
and Health Administration, 525 Griffi n Street, Room 602, Dallas, Texas 75202 at (972) 850-4145.

Empleados:
•   Usted tiene el derecho de notifi car a su empleador o a la OSHA sobre peligros en el lugar de trabajo.
•   Usted también puede pedir que la OSHA no revele su nombre.
•   Usted tiene el derecho de pedir a la OSHA de Nuevo México que realize una inspección si usted piensa

que en su trabajo existen condiciones peligrosas o insalubres. Usted o su representante pueden
participar en esa inspección.

•   Usted tiene 30 dias para presentar una queja ante la OSHA de Nuevo México si su empleador llega a
tomar represalias o discriminar en su contra por haber denunciado la condición de seguridad y salud
o por ejercer los derechos consagrados bajo la Ley OSH de Nuevo México.

•   Usted tiene el derecho de ver las citaciones enviadas por la OSHA a su empleador. Su empleador debe
colocar las citaciones en el lugar donde se encontraron las supuestas infracciones o cerca de mismo.

•   Su empleador debe corregir los peligros en el lugar de trabajo para la fecha indicada en la citación y
debe certifi car que dichos peligros se hayan reducido o eliminado.

•   Usted tiene derecho de recibir copias de su historial o registro médico y el registro de su exposición a
sustancias o condiciones tóxicas o dañinas.

•   Su empleador debe colocar este aviso en su lugar de trabajo.
•   Usted debe cumplir con todas la normas de seguridad y salud ocupacionales expedidas conforme a la

Ley OSH que sean aplicables a sus propias acciones y conducta en el trabajo.

Empleadores:
•   Usted debe proporcionar a sus empleados un lugar de empleo libre de peligros conocidos.
•   Usted debe cumplir con las normas de seguridad y salud ocupacionales expedidas conforme a la Ley

OSH.

La Ley de Seguridad y Salud Ocupacionales de 1970 (la Ley), P.L. 91-596, garantiza condiciones
ocupacionales seguras y saludables para los hombres y las mujeres que desempeñen algún trabajo en
todo el Estado de Nuevo México. La Administración de Seguridad y Salud Ocupacionales (OSHA), es la
responsable principal de supervisar la Ley. Los derechos que se indican en este documento pueden
variar según las circunstancias particulares. Para presentar un reclamo, informar sobre una
emergencia o pedir consejos y asistencia gratis de la OSHA, llame 1-877-610-6742 o 
(505) 476- 8700. Número de facsímil - (505) 476-8734. Para información o asistencia relativo al programa 
de Salud Ocupacional y Seguridad del Estado, favor dirigirse a la dirección al lado izquierdo del cartel.

La Administración de Salud y Seguridad Ocupacional Federal supervisa la operación del programa estatal para
asegurar su efi cacia continuada. Alguien deseando registrar una queja acerca de la administración de OSHA por
parte del Estado, puede hacer así por ponerse en contacto New Mexico Environment Department, Occupational
Safety and Health Administration, 525 Griffi n Street, Room 602, Dallas, Texas 75202, numero de telefono
(972) 850-4145.

NEW MEXICO JOB HEALTH AND SAFETY POSTER
You Have a Right to a Safe and Healthful Workplace

IT’S THE LAW!

SALUD DE TRABAJO Y CARTEL DE SEGURIDAD
Usted Tiene el Derecho a un Lugar de Trabajo Seguro y Saludable.

  ¡LO ESTABLECE LA LEY!

Site Address / La Dirección a la
Agencia:
525 Camino de los Marquez,
Ste. 3
Santa Fe, NM 87505

Mailing Address / Dirección de 
Envío:
PO Box 5469
Santa Fe, NM 87502-5469

Telephone No./Numero de
Telefono:
505-476-8700 or 1-877-610-6742

Fax Number/Número de
Facsímil:
505-476-8734

NM OSHA  The Best Resource for Health and Safety
  El Major Recurso para la Salud y Seguridad

OSHA

NM
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Revision Date: 08/18 • ©2018  ComplyRight, Inc.

Form VWC1 

WORKERS'
 COMPENSATION NOTICE                                                                             
The employees of this business are covered by the Virginia Workers' Compensation Act.  In case of injury by accident or 
notice of an occupational disease: 

   THE EMPLOYEE SHOULD: 

1. Immediately give notice to the employer, in writing, of the injury or occupational disease and the date of
accident or notice of the occupational disease.

2. Promptly give to the employer and to the Virginia Workers' Compensation Commission notice of any
claim for compensation for the period of disability beyond the seventh day after the accident.  In case of fatal
injuries, notice must be given by one or more dependents of the deceased or by a person in their behalf.

3. In case of failure to reach an agreement with the employer in regard to compensation under the act, file
application with the Commission for a hearing within two years of the date of accidental injury or first
communication of the diagnosis of an occupational disease.

4. If medical treatment is anticipated for more than two years from the date of the accident and no award has
been entered, the employee should file a claim with the Commission within two years from the date of the
accident.

NOTE:  The employer's report of accident is not the filing of a claim for the employee.  The voluntary 
payment of wages or compensation during disability, or of medical expenses, does not affect the running of 
the time limitation for filing claims.  An award based on a voluntary agreement must be entered or a claim 
filed within two years; one year in death cases. 

   THE EMPLOYER SHOULD: 

1. At the time of the accident, give the employee the names of at least three physicians from which the
employee may select the treating physician.

2. Report the injury to the Commission through your carrier or directly to the Commission.

3. Accurately determine the employee's average weekly wage, including overtime, meals, uniforms, etc.

Questions may be answered by contacting the Commission.  A booklet explaining the Workers' Compensation Act is 
available without cost from: 

THE VIRGINIA WORKERS' COMPENSATION COMMISSION 
333 E. Franklin St 

Richmond, Virginia 23219

1-877-664-2566
www.workcomp.virginia.gov

Every employer within the operation of the Virginia Workers' Compensation Act MUST POST THIS NOTICE IN A 
CONSPICUOUS PLACE in his place of business. 

Workers’ CompensationUnemployment Insurance

THE VIRGINIA OCCUPATIONAL SAFETY AND HEALTH (VOSH) LAW, BY AUTHORITY OF TITLE 40.1 OF THE LABOR LAWS OF VIR-
GINIA, PROVIDES JOB SAFETY AND HEALTH PROTECTION FOR WORKERS. THE PURPOSE OF THE LAW IS TO ASSURE SAFE 
AND HEALTHFUL WORKING CONDITIONS THROUGHOUT THE STATE. THE VIRGINIA SAFETY AND HEALTH CODES BOARD 
PROMULGATES AND ADOPTS JOB SAFETY AND HEALTH STANDARDS, AND EMPLOYERS AND EMPLOYEES ARE REQUIRED 
TO COMPLY WITH THESE STANDARDS. THESE STANDARDS MAY BE FOUND AT THE FOLLOWING WEB ADDRESS:
http://www.doli.virginia.gov/doli_regulations/doli_regulations.html.  YOU MAY ALSO CONTACT THE DEPARTMENT OF LABOR AND 
INDUSTRY OFFICES LISTED BELOW TO RECEIVE PRINTED COPIES OF THE VIRGINIA UNIQUE STANDARDS AND OBTAIN THE 
NAMES OF PUBLISHERS OF THE FEDERAL IDENTICAL STANDARDS.

Each employer shall furnish to each of his employees employment and a place 
of employment free from recognized hazards that are causing or are likely to 
cause death or serious harm to his employees, and shall comply with occupa-
tional safety and health standards issued under the law.

Each employee shall comply with all occupational safety and health stan-
dards, rules, regulations and orders issued under the Law that apply to his 
own actions and conduct on the job.

The Law requires that a representative of the employer and a representa-
tive authorized by the employees be given an opportunity to accompany the 
VOSH inspector for the purpose of aiding the inspection.

Where there is no authorized employee representative, the VOSH inspector 
must consult with a reasonable number of employees concerning safety and 
health conditions in the workplace.

If upon inspection VOSH believes an employer has violated the Law, a cita-
tion alleging such violations will be issued to the employer. Each citation will 
specify a time period within which the alleged violation must be corrected. 

The VOSH citation must be prominently displayed at or near the place of al-
leged violation for three days or until the violation is corrected, whichever is 
later, to warn employees of dangers that may exist there.

The Law provides for mandatory penalties against private sector employers 
of up to $12,726 for each serious violation and for optional penalties of up to 
$12,726 for each other–than–serious violation. Penalties of up to $12,726 per 
day may be proposed for failure to correct violations within the proposed time 
period. Also, any employer who willfully or repeatedly violates the Law may be 
assessed penalties of up to $127,254 for each such violation.

Public Sector employers, all departments, agencies, institutions or other politi-
cal subdivisions of the Commonwealth, are exempt from the penalty provisions 
of this Law. 

Criminal penalties are also provided for in the Law. Any willful violation result-
ing in the death of an employee is punishable, upon conviction, by a fine of 
not more than $70,000 or by imprisonment for not more than six months, or 
by both. Subsequent conviction of an employer after a first conviction doubles 
these maximum penalties.

Employees or their representatives have the right to file a complaint with the 
nearest VOSH office requesting an inspection if they believe unsafe or un-

Main Street Centre
600 East Main Street, Suite 207
Richmond, Virginia  23219.
VOICE (804) 371-2327
FAX (804) 371–6524

It is illegal to retaliate against an employee for using any of their right under 
the law, including raising a safety or health concern with the employer or 
VOSH, or reporting a work-related injury or illness. 

An employee who believes they have been discriminated against for exercis-
ing their rights under the Law, may file a complaint with the Commissioner of 
the Virginia Department of Labor and Industry within 60 days of the alleged 
discrimination.

Complaints About State Plan Administration: Any person may complain
to the Regional Administrator of OSHA (address below) concerning the
Administration of the State Safety and Health Program.

The VOSH program shall apply to all public and private sector businesses
in the State except for Federal agencies, businesses under the Atomic
Energy Act, railroad rolling stock and tracks, certain Federal enclaves, and
businesses covered by the Federal Maritime jurisdiction.

Voluntary efforts by the employer to assure its workplace is in compliance
with the Law are encouraged. Voluntary Safety and Health Consultation
and Training Programs exist to assist employers. These services may be
obtained by contacting the Virginia Department of Labor and Industry ad-
dresses

Employers now have a new system for tracking workplace injuries and ill-
nesses. OSHA’s new recordkeeping log (Form 300) is simpler to understand 
and use. Using a question and answer format, the revised recordkeeping 
rule provides guidance for recording occupational injuries and illnesses and 
explains how to classify specific cases. Smaller employers (10 or fewer 
employees) are exempt from most requirements. To see if your industry is 
partially exempt, visit the OSHA Website at www.osha.gov/recordkeeping/
pub3169text.html.

All fatalities must be reported to VOSH within eight (8) hours. All injuries or ill-
nesses that result in an in-patient hospitalization, amputation or loss of an eye 
must be reported to VOSH within twenty-four (24) hours. Failure to report may 
result in significant monetary penalties.

EMPLOYERS: THIS POSTER MUST BE DISPLAYED IN A PROMINENT PLACE IN THE ESTABLISHMENT TO WHICH YOUR EMPLOYEES NORMALLY REPORT TO WORK.

Employers

Employees

Inspection

Citation

Proposed Penalty

Complaint

Discrimination

CASPA

State Coverage

Voluntary Activity

Recordkeeping

Accident Reporting

OCCUPATIONAL SAFETY AND HEALTH OFFICE LOCATIONS

Headquarters
Main Street Centre
600 East Main Street, Suite 207, 
Richmond, Virginia  23219.
(804) 371-2327

Central Virginia/Richmond
North Run Business Park
1570 East Parham Road
Richmond, VA 23228
(804) 371-3104

VIRGINIA DEPARTMENT OF
LABOR AND INDUSTRY

C. Ray Davenport
Commissioner

VIRGINIA SAFETY AND
HEALTH CODES BOARD

Northern Virginia/Manassas
9400 Innovation Drive, Suite 120, 
Manassas, VA  20110.
(703) 392-0900

Tidewater/Norfolk
6363 Center Drive
Building 6, Suite 101
Norfolk, VA 23502
(757) 455-0891

Southwest/Roanoke
Brammer Village
3013 Peters Creek Road
Roanoke, VA 24019
(540) 562-3580

Abingdon
The Johnson Center
468 East Main Street, Suite 114,
Abingdon, VA 24210
(276) 676-5465

Lynchburg
3704 Old Forest Road
Suite B
Lynchburg, VA 24501
(434) 385-0806

Verona
P.O. Box 772
201 Lee Highway
Verona, VA 24482
(540) 248-9280

Job Safety and
Health Protection

VIRGINIA DEPARTMENT OF
LABOR AND INDUSTRY

healthy conditions exist in their workplace. VOSH will withhold, on request, 
names of employees filing complaints. Complaints may be made at the De-
partment of Labor and Industry addresses shown below.

August, 2018

http://www.doli.virginia.gov

U.S. Department of Labor
OSHA Regional Administrator

The Curtis Center, STE 740 West
170 South Independence Mall West

Philadelphia, PA 19106-3309
(215) 861-4900

OSHA

The EITC is for working people who earn less than $53,930. This year, 
the amount of the credit can vary from $2 up to $6,318. The amount of 
the credit depends on:

• whether you are single or married
• if you have no children or the number of children you have
• the amount you earned

Are you eligible to claim EITC for 2017?
Here are the rules to claim the credit . . .
• Must work and have earned income
• Must have a Social Security number that is valid for employment 

issued on or before the due date of the return (including 
extensions)

• May not have more than $3,450 of investment income (such as 
interest)

• Generally must be a U.S. citizen or resident alien all year
• May not file as married filing separately
• May not be a qualifying child of another person
• May not file Form 2555 or 2555-EZ (related to foreign earned 

income)

You have to file a federal income tax return to get the EITC even if you 
owe no tax or are not required to file. The EITC provides a boost to help 
pay your bills or save for a rainy day.

The EITC is for working people who earn less than $53,930. This year, 

Life’s a little easier withLife’s a little easier with

See if you qualify. www.irs.gov/eitc
Just imagine what you could do with the EITC.

Did you meet the rules?
If so, your earned income must be less than . . .
• $15,010 ($20,600 if married filing a joint return) with no 

qualifying children
• $39,617 ($45,207 if married filing a joint return) with one 

qualifying child
• $45,007 ($50,597 if married filing a joint return) with two 

qualifying children
• $48,340 ($53,930 if married filing a joint return) with three or 

more qualifying children

Special rules may apply for members of the U.S. Armed Forces in combat 
zones, members of the clergy, and those with disability retirement income.

Do you have a qualifying child who lives with you?
To be a qualifying child for the credit . . .
• The child must meet the relationship, age, residency, and joint 

return tests described at www.irs.gov/eitc or in Publication 
596, Earned Income Credit.

Did you double check your facts?
Here are common errors to avoid . . .
• Claiming a child as a qualifying child who does not meet the 

relationship, age or residency tests 
• Underreporting or overreporting income or expenses
• Filing as single or head of household when married
• Social Security number and last name mismatches

Errors can delay the EITC part of your refund until corrected. If the IRS 
audits your return and finds an error in your claim of the EITC, you must 
pay back the amount of the EITC you received in error plus interest and 
penalties. You may also have to file Form 8862 for future claims. And, if the 
IRS finds your incorrect claim was due to reckless or intentional disregard 
of rules and regulations or fraud, we may ban you from claiming the EITC 
for 2 years or 10 years, depending on the reason for the error.

Do you want help with the EITC?
Go online, call toll free or come see us . . .
• Go to www.irs.gov/eitc for free information and to check out 

the interactive EITC Assistant to see if you qualify for the credit 
and estimate the amount of your EITC.

• Visit a Volunteer Income Tax Assistance (VITA) site for free tax 
help and preparation. Call 1-800-906-9887 to find a site.

• Use Free File at www.irs.gov for free online filing through 
commercially available tax preparation software.

• Find a qualified tax preparer; find tips for choosing a tax preparer 
on irs.gov keyword: Choose Preparer.

• Call 1-800-829-4059 if you have access to TTY/TDD equipment 
for the hearing impaired.

Publication 962 (Rev. 10-2017)  Catalog Number 13772B
Department of the Treasury  Internal Revenue Service  www.irs.gov

Earned Income Tax Credit

EMPLOYER NOTE: Must be posted in a conspicuous place for convenient viewing by all employees and applicants.
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* IF YOU DO NOT HAVE 
SUFFICIENT TIME 
OUTSIDE YOUR WORKING
HOURS TO VOTE YOU
MAY TAKE OFF UP TO 
2 HOURS AT THE 
BEGINNING OR END 
OF YOUR SHIFT, WITH
PAY, TO ALLOW YOU 
TIME TO VOTE.

* SUFFICIENT TIME IS
DEFINED AS: FOUR 
CONSECUTIVE HOURS
EITHER BETWEEN THE
OPENING OF THE POLLS
AND THE BEGINNING OF
YOUR WORKING SHIFT
OORR BETWEEN THE END
OF YOUR WORKING
SHIFT AND THE CLOSING
OF THE POLLS.

* YOU MUST NOTIFY YOUR
EMPLOYER NO MORE
THAN 10 OR NOT LESS
THAN 2 DAYS BEFORE
THE DAY OF THE 
ELECTION THAT YOU
WILL TAKE THAT TIME.

AATTTTEENNTTIIOONN AALLLL
EEMMPPLLOOYYEEEESS

NEW YORK STATE LAW (NYSEL 3-110) STATES THAT:

* SI NO DISPONE USTED DE
TIEMPO SUFICIENTE PARA
VOTAR FUERA DE SUS
HORAS LABORALES, PUEDE
TOMARSE UN MAXIMO DE
DOS HORAS CON SUELDO
AL PRINCIPIO O AL FINAL
DE SU TURNO DE MANERA
QUE TENGA TIEMPO DE
VOTAR.

* LA DEFINICION DE 
TIEMPO SUFICIENTE ES:
CUATRO  HORAS CONSEC-
UTIVAS YA SEA ENTRE EL
MOMENTO EN QUE ABREN
LOS COLEGIOS ELECTOR-
ALES Y EL COMIENZO DE
SU TURNO DE TRABAJO, O
ENTRE EL FINAL DE SU
TURNO DE TRABAJO Y EL
CIERRE DE LOS COLEGIOS
ELECTORALES.

* DEBE NOTIFICAR A SU
CENTRO DE TRABAJO NI
MAS DE DIEZ NI MENOS
DE DOS DIAS ANTES DEL
DIA DE LAS ELECCIONES
DE SU INTENCION DE
TOMARSE ESE TIEMPO.

AATTEENNCCIIOONN
EEMMPPLLEEAADDOOSS

LA LEY DEL ESTADO DE NUEVA YORK (NYSEL 3-100) DISPONE QUE:

Section 750. Definitions.

751. Applicability.

752. Unfair discrimination against persons 
previously convicted of one or more criminal 
offenses prohibited.

753. Factors to be considered concerning a 
previous criminal conviction; presumption.

754. Written statement upon denial of license or 
employment.

755. Enforcement.

§750. Definitions. For the purposes of this 
article, the following terms shall have the 
following meanings:

 (1) “Public agency” means the state or any 
local subdivision thereof, or any state or local 
department, agency, board or commission.

 (2) “Private employer” means any person, 
company, corporation, labor organization or 
association which employs ten or more persons.

 (3) “Direct relationship” means that the 
nature of criminal conduct for which the person 
was convicted has a direct bearing on his fitness 
or ability to perform one or more of the duties 
or responsibilities necessarily related to the 
license, opportunity, or job in question.

 (4) “License” means any certificate, license, 
permit or grant of permission required by the 
laws of this state, its political subdivisions 
or instrumentalities as a condition for the 
lawful practice of any occupation, employment, 
trade, vocation, business, or profession. 
Provided, however, that “license” shall not, 
for the purposes of this article, include any 
license or permit to own, possess, carry, or fire 
any explosive, pistol, handgun, rifle, shotgun, 
or other firearm. 

 (5) “Employment” means any occupation, 
vocation or employment, or any form of 
vocational or educational training. Provided, 
however, that “employment” shall not, for the 
purposes of this article, include membership in 
any law enforcement agency.

§751. Applicability. The provisions of this 
article shall apply to any application by any 
person for a license or employment at any public 
or private employer, who has previously been 
convicted of one or more criminal offenses 
in this state or in any other jurisdiction, 
and to any license or employment held by 
any person whose conviction of one or more 
criminal offenses in this state or in any 
other jurisdiction preceded such employment or 
granting of a license, except where a mandatory 
forfeiture, disability or bar to employment is 
imposed by law, and has not been removed by an 
executive pardon, certificate of relief from 
disabilities or certificate of good conduct. 
Nothing in this article shall be construed to 
affect any right an employer may have with 
respect to an intentional misrepresentation in 
connection with an application for employment 
made by a prospective employee or previously 
made by a current employee.

§752. Unfair discrimination against persons 
previously convicted of one or more criminal 
offenses prohibited. No application for any 
license or employment, and no employment or 
license held by an individual, to which the 
provisions of this article are applicable, shall 
be denied or acted upon adversely by reason of 
the individual’s having been previously convicted 
of one or more criminal offenses, or by reason 
of a finding of lack of “good moral character” 
when such finding is based upon the fact that the 

individual has previously been convicted of one 
or more criminal offenses, unless:

 (1) There is a direct relationship between 
one or more of the previous criminal offenses 
and the specific license or employment sought or 
held by the individual; or

 (2) The issuance or continuation of the 
license or the granting or continuation of the 
employment would involve an unreasonable risk to 
property or to the safety or welfare of specific 
individuals or the general public.

§753. Factors to be considered concerning a 
previous criminal conviction; presumption. 

 1. In making a determination pursuant to 
section seven hundred fifty-two of this chapter, 
the public agency or private employer shall 
consider the following factors:

 (a) The public policy of this state, 
as expressed in this act, to encourage the 
licensure and employment of persons previously 
convicted of one or more criminal offenses.

 (b) The specific duties and responsibilities 
necessarily related to the license or employment 
sought or held by the person. 

 (c) The bearing, if any, the criminal 
offense or offenses for which the person was 
previously convicted will have on his fitness or 
ability to perform one or more such duties or 
responsibilities.

 (d) The time which has elapsed since the 
occurrence of the criminal offense or offenses. 

 (e) The age of the person at the time of 
occurrence of the criminal offense or offenses.

 (f) The seriousness of the offense or 
offenses.

 (g) Any information produced by the person, 
or produced on his behalf, in regard to his 
rehabilitation and good conduct. 

 (h) The legitimate interest of the public 
agency or private employer in protecting 
property, and the safety and welfare of specific 
individuals or the general public.

 2. In making a determination pursuant to 
section seven hundred fifty-two of this chapter, 
the public agency or private employer shall also 
give consideration to a certificate of relief from 
disabilities or a certificate of good conduct 
issued to the applicant, which certificate shall 
create a presumption of rehabilitation in regard 
to the offense or offenses specified therein.

§754. Written statement upon denial of license 
or employment. At the request of any person 
previously convicted of one or more criminal 
offenses who has been denied a license or 
employment, a public agency or private employer 
shall provide, within thirty days of a request, 
a written statement setting forth the reasons 
for such denial. 

§755. Enforcement. 

 1. In relation to actions by public agencies, 
the provisions of this article shall be 
enforceable by a proceeding brought pursuant to 
article seventy-eight of the civil practice law 
and rules.

 2. In relation to actions by private 
employers, the provisions of this article shall 
be enforceable by the division of human rights 
pursuant to the powers and procedures set forth 
in article fifteen of the executive law, and, 
concurrently, by the New York city commission on 
human rights.

NEW YORK CORRECTION LAW 
ARTICLE 23-A

LICENSURE AND EMPLOYMENT OF PERSONS PREVIOUSLY 
CONVICTED OF ONE OR MORE CRIMINAL OFFENSES

Pursuant to N.Y. State Consolidated Laws Chapter 31, Article 6, Sec. 195.5
This notice must be posted in a conspicuous place where notices to employees are customarily posted.

FRINGE BENEFITS AND HOURS
The Following Information Constitutes Employer’s Policy on Fringe Benefits.

SICK LEAVE:

VACATION TIME:

PERSONAL LEAVE:

HOLIDAYS:

HOURS:

Your employer must inform 
you of the health 
effects and hazards 
of toxic substances 
at your 
worksite.

Learn all 
you can 
about toxic 
substances 
on your job. 

For more 
information,
contact:

 YOU  HAVE A 
RIGHT TO KNOW!

Name

Location & Phone Number

THE RIGHT TO KNOW LAW WORKS FOR YOU.
NEW YORK STATE DEPARTMENT OF HEALTH

Correction Law Fringe Benefits And Hours

Time Off For Voting

Right To Know

(718) 741-8400   (888) 392-3644
TTD (718) 741-8300

DISCRIMINATION REALLY HURTS.
IF YOU SEE IT OR EXPERIENCE IT, CALL US.
WE’RE HERE.

ESTADO DE NUEVA YORK

DIVISIÓN DE
DERECHOS
HUMANOS

LA DISCRIMINACIÓN REALMENTE HACE DAÑO.
SI ES TESTIGO O VÍCTIMA DE ELLA, LLÁMENOS.

ESTAMOS AQUÍ PARA SERVIRLES. 

(718) 741-8400 (888) 392-3644   
TTD (718) 741-8300

THIS ESTABLISHMENT IS SUBJECT TO THE NEW YORK STATE HUMAN RIGHTS LAW 
(EXECUTIVE LAW, ARTICLE 15)

EMPLOYMENT, BY EMPLOYERS OF FOUR OR MORE PEOPLE, EMPLOYMENT 
AGENCIES, LABOR ORGANIZATIONS AND APPRENTICESHIP TRAINING 
PROGRAMS

Also prohibited: discrimination in employment on the basis of Sabbath observance or 
religious practices; prior arrest or conviction record; predisposing genetic characteristics.

Reasonable accommodations for persons with disabilities may be required. A reasonable 
accommodation is an adjustment to a job or work environment that enables a person 
with a disability to perform the essential functions of a job in a reasonable manner.

RENTAL, LEASE OR SALE OF HOUSING, LAND AND COMMERCIAL SPACE
Exceptions:
(1) rental of an apartment in an owner-occupied two-family house
(2) restrictions of all rooms in a housing accommodation to individuals of the same sex
(3) rental of a room by the occupant of a house or apartment
(4) sale, rental, or lease of accommodations of housing exclusively to persons 55 years
 of age or older, and the spouse of such persons

Also prohibited: discrimination in housing on the basis of familial status (e.g. families 
with children)

Reasonable accommodations and modi�cations for persons with disabilities may also be 
required.

ACTIVITIES OF REAL ESTATE BROKERS AND SALES PEOPLE
Also prohibited: commercial boycotts and blockbusting.

PLACES OF PUBLIC ACCOMMODATION, RESORT OR AMUSEMENT SUCH AS 
RESTAURANTS, HOTELS, HOSPITALS, CLUBS AND MEDICAL OFFICES
Exception: 
Age is not a covered classi�cation relative to public accommodations.
Reasonable accommodations for persons with disabilities may also be required. 
(Effective January 1st, 2008.)

ADVERTISING AND APPLICATIONS RELATING TO EMPLOYMENT, REAL ESTATE, 
PLACES OF PUBLIC ACCOMMODATION AND CREDIT TRANSACTIONS

EDUCATIONAL INSTITUTIONS: NON-SECTARIAN, TAX EXEMPT, PUBLIC AND 
PRIVATE

ALL CREDIT TRANSACTIONS INCLUDING FINANCING FOR PURCHASE, 
MAINTENANCE AND REPAIR OF HOUSING

If you wish to �le a formal complaint with the Division of Human Rights, you must do so 
within one year after the discrimination occurred. The Division’s services are provided 
free of charge.

If you wish to �le a complaint in State Court, you may do so within three years of the 
discrimination. You may not �le both with the Division and the State Court.

Retaliation for filing a complaint or opposing discriminatory practices is prohibited. 
You may file a complaint with the Division if you have been retaliated against.

FOR FURTHER INFORMATION, WRITE OR CALL THE DIVISION’S NEAREST OFFICE.
HEADQUARTERS: ONE FORDHAM PLAZA, 4TH FLOOR, BRONX, NY 10458

ESTE ESTABLECIMIENTO ESTÁ SUJETO A LA LEY DE DERECHOS HUMANOS DEL ESTADO 
DE NUEVA YORK (LEY EJECUTIVA, ARTÍCULO 15)

EL EMPLEO, POR PARTE DE EMPLEADORES CON UN PERSONAL DE CUATRO PERSONAS O 
MÁS, EN SINDICATOS Y PROGRAMAS DE ADIESTRAMIENTO Y CAPACITACIÓN

También se prohíbe: La discriminación en el empleo basado en la 
observación del Sabat y otras prácticas religiosas, por previos arrestos o antecedentes 
criminales, por predisposición genética. 

En casos de personas con discapacidades físicas se puede exigir que se le proporcionen ajustes 
necesarios y razonables. Un ajuste razonable es una modi�cación en el lugar o ambiente de 
trabajo que permita que una persona con discapacidades pueda desempeñar sus funciones de 
forma razonable.

ALQUILER, CONTRATO DE ALQUILER, VENTA DE VIVIENDAS, TIERRAS O ESPACIOS 
COMERCIALES
Excepciones: 
(1) el alquiler de un apartamento en una casa para dos familias en la que reside el propietario
(2) la restricción de todas las habitaciones de una propiedad residencial para alojamiento de  
 individuos del mismo sexo
(3) el alquiler de una habitación por el ocupante de una casa o apartamento
(4) la venta, alquiler, contrato de alquiler en viviendas  para alojamiento exclusivo de personas  
 de 55 años o más y sus respectivos esposos o esposas

También está prohibido: la discriminación en viviendas basada en la situación familiar (ejemplo: 
familias con niños)

También se puede exigir que se hagan ajustes razonables y modi�caciones para las personas 
con discapacidades.

ACTIVIDADES DE AGENTES Y VENDEDORES DE BIENES RAÍCES
Está prohibido: los boicots comerciales y la práctica de vender o alquilar viviendas a grupos 
étnicos minoritarios en barrios habitados predominantemente por blancos, con el propósito de 
depreciar las propiedades y hacer especulaciones. A ésta práctica se le conoce en inglés como 
blockbusting.

SITIOS PÚBLICOS, LUGARES PARA VACACIONAR O DE ENTRETENIMIENTO COMO 
RESTAURANTES, HOTELES, HOSPITALES, CLUBES Y CONSULTORIOS MÉDICOS
Excepción: 
La edad no es una de las categorías protegidas con respecto a los sitios públicos.
Ajustes razonables para las personas con discapacidades también pueden ser requeridos. 
(Efectivo el 1ero de enero del 2008.)

PUBLICIDAD Y SOLICITUDES RELACIONADAS A EMPLEOS, BIENES RAÍCES, SITIOS 
PÚBLICOS Y OPERACIONES DE CRÉDITO

INSTITUCIONES EDUCATIVAS: QUE NO SEAN RELIGIOSAS, LIBRES DE IMPUESTOS, 
PÚBLICAS Y PRIVADAS

TODAS LAS OPERACIONES DE CRÉDITO INCLUYENDO FINANCIAMIENTO DE COMPRA, 
MANTENIMIENTO O REPARACIONES DE VIVIENDAS

Si desea presentar una querella con la División de Derechos Humanos, debe hacerlo dentro de 
un  plazo de un año después que el acto discriminatorio haya ocurrido. Los servicios que ofrece 
la División son gratuitos.

Si desea presentar una querella ante la Corte Estatal tiene un plazo de hasta tres años después 
del incidente discriminatorio para hacerlo. No puede presentar su queja en ambos lugares, la 
División y la Corte Estatal.

Está prohibido tomar represalias contra una persona porque haya presentado una querella 
o por oponerse a conductas discriminatorias. Usted puede presentar una querella ante la 
División si han tomado represalias en su contra.

PARA MÁS INFORMACIÓN, ESCRIBA O LLAME A SU OFICINA DE LA DIVISIÓN MÁS 
CERCANA.
SEDE: ONE FORDHAM PLAZA, 4TH FLOOR, BRONX, NY 10458

DISCRIMINATION BASED ON AGE, RACE, CREED, COLOR,
NATIONAL ORIGIN, SEXUAL ORIENTATION, MILITARY STATUS,
SEX, DISABILITY, DOMESTIC VIOLENCE VICTIM STATUS, OR
MARITAL STATUS IS PROHIBITED BY THE NEW YORK STATE
HUMAN RIGHTS LAW IN:

LA DISCRIMINACIÓN BASADA EN EDAD, RAZA, CREDO, COLOR,
NACIONALIDAD, ORIENTACIÓN SEXUAL, ESTADO MILITAR, SEXO,
DISCAPACIDAD, ESTADO COMO VÍCTIMA DE VIOLENCIA 
DOMÉSTICA, O ESTADO CIVIL ESTÁ PROHIBIDA BAJO LA LEY DE
DERECHOS HUMANOS DEL ESTADO DE NUEVA YORK EN:

W W W . D H R . N Y . G O V

W W W . D H R . N Y . G O V

ANDREW M. CUOMO, GOVERNOR
GALEN D. KIRKLAND, COMMISSIONER

GOBERNADOR ANDREW M. CUOMO
COMISIONADO GALEN D. KIRKLAND 

Fair Employment
                            

 
Attention Miscellaneous 

Industry Employees 
Minimum Wage hourly rates effective 12/31/2017 – 12/30/2018 

New York City 
Large Employers (11 or more employees)  Small Employers (10 or less employees) 

Minimum Wage  $13.00 
Overtime after 40 hours $19.50 

 Tipped workers                          
At least   $9.80 or $11.05 

Overtime after 40 hours     $16.30 or $17.55  

 

Minimum Wage  $12.00 
Overtime after 40 hours $18.00 

  Tipped workers                          
At least   $9.05 or $10.20 

Overtime after 40 hours     $15.05 or $16.20                                                       
 

Long Island and 
Westchester County 

 Remainder of 
New York State 

Minimum Wage  $11.00        
Overtime after 40 hours $16.50 

 Tipped workers             
At least    $8.30 or $9.35    

Overtime after 40 hours    $13.80 or $14.85  

Minimum Wage  $10.40 
Overtime after 40 hours $15.60 

  Tipped workers                          
At least     $7.85 or $8.85 

Overtime after 40 hours     $13.05 or $14.05 

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

Credits and Allowances that may reduce 
your pay below the minimum wage rates 
shown above:  
• Tips – Your employer may use a limited 

amount of your tips to reduce your wages.  
This is called a tip credit.  Your employer 
may take a tip credit only if your tips plus 
wages add up to at least the minimum 
wage.  They must still pay you at least the 
tipped wage rates shown above. 

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

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

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

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

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

• Uniform maintenance – If you clean your own uniform, you 
may be entitled to additional weekly pay. The weekly rates 
are available online. 

LS 207 (12/17)                      Minimum Wage Poster      Post in Plain View 
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UNEMPLOYMENT INSURANCE  
POSTER FOR EMPLOYEES

Your employer provides insurance to help protect you when you become unemployed through no fault of your 
own. Tennessee employers pay the full cost of unemployment insurance for their employees. Nothing is deducted 
from your pay to cover the cost of this insurance nor does any money come from State of Tennessee funds.

To be eligible for benefits you must
• Be separated from employment through no fault of your own.
• Have qualifying wages in the base period.
• Be able and available for work.
•  Search for work by making a minimum of three tangible job contacts and documenting during weekly 

certification process. You may log in to www.Jobs4tn.gov to search for work online.

Failure to make three weekly work searches will result in a loss of benefits unless you are job attached, a member of 
a hiring union, or attending training approved by the Commissioner.

If you become unemployed you may file for benefits at www.Jobs4tn.gov.

Before beginning the claim filing process, you should have your
• Social Security Number
• Telephone Number
• Address
• Name of county of residence
• Employment data for the last 18 months including employer name and address, and
•  Bank routing number and bank account number if you elect to receive benefits by direct deposit; otherwise, 

you will receive benefits on the Way2Go MasterCard.

You must keep your address current with the Department of Labor and Workforce Development.

Go to www.Jobs4tn.gov to apply for unemployment benefits, to file a wage protest, to file an appeal of an 
agency decision, to view/update information, and to view and update your choice of type of unemployment  
benefit payment.

You may log in to www.Jobs4tn.gov to register and search for work by using services offered by our Tennessee 
American Job Centers. The Tennessee Department of Labor and Workforce Development has staff available to help 
you find a job or pursue training opportunities.

You may go to the Department’s website at http://www.tn.gov/workforce/topic/find-local-help to find the location of 
the most convenient Tennessee American Job Center.

Please post in a conspicuous place.

The TN Department of Labor and Workforce Development is committed to principles of equal opportunity, equal access, 
and affirmative action. Auxiliary aids and services are available upon request to individuals with disabilities. Tennessee 
Relay Service is 711.

Authorization. No. 337386

Department of 

Labor & Workforce 
Development

Unemployment Insurance

TENNESSEE LAW PROHIBITS 
DISCRIMINATION
IN EMPLOYMENT

IT IS ILLEGAL TO DISCRIMINATE AGAINST ANY PERSON BECAUSE OF RACE, 
COLOR, CREED, RELIGION, SEX, AGE, DISABILITY, OR NATIONAL ORIGIN IN 
RECRUITMENT, TRAINING, HIRING, DISCHARGE, PROMOTION, OR ANY 
CONDITION, TERM OR PRIVILEGE OF EMPLOYMENT.

If you feel that you have been discriminated against, contact the
Tennessee Human Rights Commission.

LA LEY DE TENNESSEE 
PROHIBE LA DISCRIMINACIÓN 

EN EL EMPLEO
ES EN CONTRA DE LA LEY DISCRIMINAR EN CONTRA DE CUALQUIER 
PERSONA DEBIDO EN BASE A LA RAZA, COLOR, CREDO, RELIGIÓN, SEXO,
EDAD, INCAPACIDAD U ORÍGEN EN EL SELECCIÓN, ENTRENAMIENTO,
EMPLEO, AL DESPEDIR, PROMOVER O CUALQUIER CONDICIÓN, TÉRMINO O
PRIVILEGIO DE EMPLEO.

Si usted cree que ha sido víctima de discriminación, comuníquese 
con la Comisión de Derechos Humanos de Tennessee.

PHONE: (615) 741-5825 OR
1-800-251-3589

ESPAÑOL: 1-866-856-1252
WWW.TN.GOV/HUMANRIGHTS

WILLIAM R. SNODGRASS TENNESSEE TOWER
312 ROSA L. PARKS AVENUE

23RD FLOOR
NASHVILLE, TENNESSEE 37243-1102

CONTACT US/PARA MAS INFORMACIÓN:

TENNESSEE HUMAN
RIGHTS COMMISSION

Fair Employment

Workers’ Compensation law requires this notice to be posted in a conspicuous place at the work site at all times. 

(REV. 4/18) Authorization No. 337545 RDA 10183 

What should be done if injured at work? 

Employee 
1. Immediately report the injury to the 

employer representative named below. 

2. Select a treating physician from a panel 
provided by your employer. 

3. If you have questions or problems, contact 
the employer representative or the Bureau of 
Workers’ Compensation. 

Employer 
1. Complete your company’s internal 

“Workplace Injury form” and notify your 
workers’ compensation insurance 
company immediately, even if you have 
concerns about the validity of the claim. 

2. Offer a panel of physicians to the 
employee via Form C-42 available on the 
Bureau’s website. In cases of emergency, call an 
ambulance and provide this form as soon as the 
injured employee has stabilized. 

___________________________________________________________________________________ 
Printed name and title of the employer representative to be notified in the event of a work-related injury 

___________________________________________________________________________________ 
Printed name of an alternative employer representative to be notified in the event of a work-related injury 

___________________________________________________________________________________ 
Telephone number of employer representative to notify in event of a work-related injury 

___________________________________________________________________________________ 
Address of employer representative to notify in event of a work-related injury 

The Tennessee Bureau of 
Workers’ Compensation is 

available to help both 
employees and employers.  

220 French Landing Dr. 1-B 
Nashville, TN 37243-2667

800-332-2667  
615-532-4812 TTD: 800-332-2257 
tn.gov/workerscomp 

  

Workers’ Compensation

For information on state laws contact the Tennessee Department of Labor and Workforce Development Labor Standards Unit
Toll Free (844) 224-5818 (REGULATIONS)     www.tn.gov/workforce

 
Auxiliary aids and  services  are  available  upon  request  to  individuals  with  disabilities. Callers with hearing impairments may use 
TTY/TDD 711.

Tennessee Department of Labor & Workforce Development; Authorization #337477; 1,000 copies; August 2017. This public 
document was promulgated at a cost of $0.09 per copy.

1. In or about plants or establishments manufacturing or  
storing explosives or articles containing explosive  
components;

2. Motor vehicle driving occupations;
3. Coal mine occupations;
4. Logging and sawmill operations;
5. Operation of power-driven woodworking machines;
6. Exposure to radioactive substances and ionizing radiations;
7. Operation of elevator and other power-driven hoisting 

 apparatus;
8. Operation of power-driven metal forming, punching and  

shearing machines;
9. Mining elements other than coal;
10. Slaughtering, meat packing, processing or rendering;
11. Operation of power-driven bakery machines;
12. Operation of power-driven paper products machines;
13. Manufacture of brick, tile and kindred products;
14. Operation of circular saws, band saws and guillotine shears;

15. Wrecking, demolition and ship-breaking operations;
16. 
17. Excavation operations;
18. In any place of employment where the average monthly gross 

receipts from the sale of intoxicating beverages  
 

receipts of the place of employment, or in any place of      
employment where a minor will be permitted to take orders 
for or serve intoxicating beverages regardless of the amount 
of intoxicating beverages sold in the place of employment;

19.   Occupations involved in youth peddling;
20.  Posing or modeling alone or with others while engaged in  

 
       photograph, negative, slide or motion picture;
21.  Any occupation which the commissioner shall by 
       regulation declare to be hazardous or injurious to the life,     
       health, safety and welfare of minors.

OCCUPATIONS PROHIBITED FOR MINORS UNDER THE AGE OF 18 (T.C.A. §50-5-106)

TENNESSEE DEPARTMENT OF LABOR AND WORKFORCE DEVELOPMENT
WAGE REGULATIONS ACT

of  wages to be paid (T.C.A. §50-2-101). All wages or compensation of employees in private employment shall be due and pay-
able not less frequently than once per month. Notice of regular paydays shall be posted by each employer in at least two con-
spicuous places.

CHILD LABOR ACT 
Minors 14 and 15 years of age may not be employed
(T.C.A. §50-5-104):
1.  During school hours;
2.  Between 7:00 pm and 7:00 am;
3.  More than 3 hours a day on a school day;
4.  More than 18 hours a week during school weeks;
5.  More than 8 hours a day on non-school days;
6.  More than 40 hours a week during non-school weeks.

Minors 16 and 17 years of age may not be employed
(T.C.A. §50-5-105):
1.  During those hours when the minor is required to attend 
classes;
2.  Between the hours of 10:00 pm and 6:00 am, Sunday 
through Thursday evenings preceding a school day, except 
with parental or guardian consent.  Then, the minor may work 
until midnight no more than 3 of the Sunday through  
Thursday nights.

BREAK OR MEAL PERIOD (T.C.A. §50-5-115)
A minor must have a 30-minute unpaid break or meal period if scheduled to work 6 hours consecutively. Such break shall not 

DUTIES OF EMPLOYERS (T.C.A. §50-5-111)  
Employers of minors shall:                                           
1. all be kept at the minor’s place of employment and shall 

include the following:
 a. Employment application;
 b. Copy of minor’
 c. Accurate daily time record for all minors subject to the provisions of this Act;
 d. Any records qualifying a minor for exemption under T.C.A. §50-5-107 (8)-(13).
2. Allow the department to inspect all premises where minors are or could be employed and the contents of the individual 

3. Post in a conspicuous place on the business premises a printed notice of the provisions of the Child Labor Act furnished 
by the department;

4. Furnish the department with records relative to the employment of minors.
5. le must include documentation from the Director of the 

(T.C.A. §50-5-105).

REGULAR PAYDAY POSTED AS FOLLOWS: _______________________________________(T.C.A. §50-2-103).
Each employee must have a 30-minute unpaid rest break or meal period if scheduled to work 6 hours consecutively, except 
in workplace environments that by the nature of business provide for ample opportunity to rest or take an appropriate break. 

r of scheduled work activity (T.C.A. §50-2-103). 
No employer shall discriminate between employees in the same establishment on the basis of sex by paying any employee  
salary or wage rates less than he pays to any employee of opposite sex for comparable skill, effort, and responsibility, and 
which are performed under similar working conditions (T.C.A. §50-2-202).

REV. 8/17

WAGE REGULATIONS/CHILD LABOR

You Have a Right to a Safe 
and Healthful Workplace. 

IT'S THE LAW! 
 

•  You have the right to notify your employer or TOSHA about workplace hazards.  
You may ask TOSHA to keep your name confidential. 

•  You have the right to request a TOSHA inspection if you believe that there are 
unsafe and unhealthful conditions in your workplace. You or your representative 
may participate in the inspection. 

•  You can file a complaint with TOSHA within 30 days of discrimination by your 
employer for making safety and health complaints or for exercising your rights 
under the TOSHA Act or the Tennessee Hazardous Chemical Right-to-Know 
Act. 

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

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

•  You have rights under the Tennessee Right to Know Law concerning 
hazardous chemicals in your work area.  Your employer must provide training 
about health effects, protective measures, safe handling procedures, as well as 
information on interpreting labels and safety data sheets (SDS).  You must be 
provided access to the safety data sheets and the workplace chemical list. 

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

•  Your employer must post this notice in your workplace. 

 

The Tennessee Occupational Safety and Health Act of 1972, T.C.A. §§ 50-3-101 et seq., assures safe and 
healthful working conditions for working men and women throughout the state.  The Department of Labor and 
Workforce Development, Division of Occupational Safety and Health (TOSHA) has the primary responsibility for 
administering the TOSHA Act.  The rights listed here may vary depending on the particular circumstances.  To file a 
complaint, report an emergency or seek TOSHA advice, assistance or information, call 800-249-8510 or your 
nearest TOSHA office. •   Chattanooga (423)634-6424  •   Jackson (731)423-5640  •   Kingsport (423)224-2042  •   
Knoxville (865)594-6180  •   Memphis (901)543-7259  •   Nashville (615) 741-2793.   To file a complaint online or 
obtain information on Federal OSHA and other state programs, visit OSHA's website at www.osha.gov. For 
additional information on TOSHA visit www. http://tn.gov/workforce/section/tosha 

Authorization No. 337281  

OSHA

mailto:bghall%40complyright.com?subject=
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St. Louis, Missouri-based Office 
Essentials is starting out the new year 
with a much-expanded footprint across 
the Midwest, following the addition of 
six new locations in the wake of the 
bankruptcy filing of fellow independent 
Midwest Office late last year.

Office Essentials acquired the 
Columbia, Missouri branch of Midwest 
Office, formerly known as Smart 
Business Products, and subsequently 
hired nine new sales reps and 
several support personnel who were 
previously with Midwest Office.

Now, in addition to its St. Louis 
headquarters and existing location 
in Kansas City, Office Essentials has 
added new physical locations in 
Springfield and Columbia, Missouri, as 
well as Springfield, Illinois.

In addition, the company now has 
representatives working in Rolla and 
St. Joseph, Missouri, and Effingham, 
Illinois.

St. Louis dealer Office 
Essentials expands 
across Midwest Ron Sharpe was traveling back from Charlotte, North Carolina early in the 

morning on Friday, January 11 when he was forced to come to a stop because a 
tractor trailer had overturned on the highway. The big rig had struck a guardrail, 
overturned and landed in the road blocking westbound travel.

“I was coming around a curve and had to stop before I understood what 
was happening,” said Ron, warehouse manager at Hoyle Office Solutions, 
Arden, North Carolina. His was the first vehicle after the accident and he got 
out and went up to the truck to see if he could help.

As Ron walked up to the truck he was hoping the driver was not badly 
injured. Fortunately, he wasn’t but he was trapped in his seat. Ron quickly 
used his knife to cut away the seatbelt and free the driver. His quick thinking 
and fast action helped save the day. “You don’t have time to think, you just do 
it,” said Ron.

He said that he knew he had to help: “You do it because it is a life there and 
we are all in this thing together.”

Warehouse manager for NC dealer assists 
in aftermath of highway accident

»

Runco Office Supply of Elk Grove Village in suburban 
Chicago, Illinois, started off the new year with an acquisition. 
Effective January 1, Runco purchased the assets of Shane’s 
Office Products, Downers Grove, Illinois. The acquisition 
included all of the office products accounts and Shane’s 
Logicblock e-commerce system and resulted in the addition 
to the dealership of a salesperson, a driver and a vehicle.

The business of Shane’s Office Products is a great fit 
for Runco, says Runco vice president Dave Stock. “About 
85 percent of their business is within our current delivery 
footprint and we will definitely be expanding out,” said Dave. 
“We have six trucks on the road now and it allows us to 
extend farther than we ever had before.”

Gains in product expertise were incremental, said Dave. 
Shane’s was more active selling to the education and food 
service markets. “We will probably expand a little more into 
food service and education products,” he added.

The acquisition will probably add more than $1 million in 
sales to Runco’s topline. “The extra volume has made us look 

at some of our systems and the way we do things,” added 
Dave. Changes will probably be required in terms of order 
processing and route assignments.

Acquisition involves risk but it also offers opportunities. 
“Even if Staples becomes dominant not everybody wants to 
buy from it or Amazon,” said Dave. “The opportunity is for 
independents such as Runco Office Supply to remain strong 
and be ready to step up if one of those big guys stumbles.”

Illinois dealer Runco Office Supply acquires Shane’s Office Products
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www.durable-north-america.com  
1-800-273-3118

Insert and exchange safety and warning 
information quickly and easily.

Stay current and ISO compliant.

DURAFRAME® Security & Security Magnetic – 
safety and security with the ease  

and elegance of a frame. 

DURAFRAME® 
The Infoframe

DURAFRAME®

Self-Adhesive

DURAFRAME® 
Magnetic

For use on smooth surfaces   
or magnetic surfaces

DURAFRAME® 
Grip

For use on textile surfaces

DURAFRAME® 
Note

For direct writing  
on documents and notices

DURAFRAME® 
Security Self-Adhesive

DURAFRAME® 
Security Magnetic

For displaying safety and warning 
information – ISO 3864-4 
compliant

RISKY SAFE

http://www.durable-north-america.com
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FSIoffice, Charlotte, North Carolina, has 
received certification as a Women’s Business 
Enterprise by the Greater Women’s Business 
Council, a regional certifying partner of the 
Women’s Business Enterprise National Council 
(WBENC).

The dealership has been certified as a 
woman-owned business by the State of North 
Carolina for decades. Individual states have 
different qualifications for that certification 
and in some instances may not recognize the 
certification from another state. “They want 
something that is national and so we went with 
the WBENC certification,” said FSI marketing 
associate Sylvia Faulkner.

Within the FSI customer base there are 
organizations that receive incentives when 
they work with minority owned businesses. 
“We are hoping that this certification will 
open some doors that have been closed,” 
Sylvia added.

WBENC certification is accepted by more 
than 1,000 corporations, in addition to many 
states, cities and other entities. WBENC is 
also an approved third-party certifier for 
the U.S. Small Business Administration 
Women-Owned Small Business (WOSB) 
federal contracting program.

Ryan Katt has been 
promoted to president 
of Striglos: Everything 
Office, Decatur, Illinois. 
Ryan, who has been with 
the dealership for seven 
years, most recently as 
office supply manager, 
stepped up as the owner 
became less involved in 
business operations. The 
management change became effective in late January.

Striglos: Everything Office has two divisions, explains Ryan. “The 
Computer Center sells and services servers, copy machines and 
printers and our office supplies division sells paperclips, pens, 
office furniture and anything else you can imagine.” In 2018, Striglos 
opened its new Business Solution Center, which showcases office 
products and furniture.

“My number one priority has always been customer service and 
I will continue to focus on that as president,” said Ryan. In addition 
to managing day-to-day operations he will continue some sales 
activities with ongoing responsibility for enterprise accounts, 
managed print and computers.

Employees at Perry Office Plus, Temple, Texas, have been 
doing a food drive in conjunction with the office Christmas 
party for years. Staff bring in canned food and get tickets 
for a prize drawing at the party.

The good news according to marketing manager Bonnie 
Johnson was that the food pantry told the dealership 
it didn’t need any more food donations this year. “The 
discussion evolved to where else is there a need in the 
community,” she said.

Employees settled on the HOPE Pregnancy Center in 
Temple. “We decided to do something a little different and 
instead did a diaper and baby wipes drive,” said Bonnie. 
Perry Office Plus has made donations to the center in the 
past so it seemed like a good choice.

By the time the drive ended in late December, the 
dealership had collected more than 2,400 diapers and 
5,000 baby wipes!

North Carolina dealer FSI 
receives WBENC certification

Ryan Katt 
steps up as 
new president 
at Striglos in 
Decatur, Illinois

Texas dealer Perry Office Plus brings Xmas cheer to pregnancy center
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Tallgrass Business Resources has relocated its Cedar Rapids, 
Iowa office to the New Bohemia district, known as NewBo, an up 
and coming district in the city. “A lot of our customers are actually 
putting their offices in the NewBo district,” said Carly Grantham, 
chief operating officer.

The new facility is roughly 1,200 sq. ft. and features all of the 
latest furniture products. “We have four full-time office workers 
there and have setups for four of our mobile workers to land and 
work,” said Carly.

The move in took place during November and a grand opening 
party was held in the middle of December. Signage was the 
finishing touch and that went up in early January.

The Cincinnati Office of RJE Business Interiors, 
Indianapolis, has received the Outstanding 
Group Mentor award from the Cincinnati Youth 
Collaborative. For 30 years the Collaborative 
has worked to create a pathway to success for 
disadvantaged students in the Cincinnati area.

Four associates at RJE Cincinnati partnered 
with a local high school on a youth mentorship 
program this year. “Mentors help them build 
professional skills such as interviewing and 
resume building and other needed business 
skills,” said Katie Weismiller, marketing director. 
The program works with high school juniors and 
seniors.

“Over the span of three years our members 
have mentored more than 20 students,” said 
Katie. This year’s mentors from RJE were Ashley 
Lai, Genna Vu and the McKiernan brothers, 
Mark and Kevin.

Hummels Office Plus,. Mohawk, New York, has acquired Seely 
Conover’s Office Centre, Amsterdam, New York. Seely Conover’s 
traces its history to a book store that opened in 1879. The retail 
store will close but Hummel’s will open a sales office in the area 
which will covered by a Seely Conover’s salesperson.

Seely Conover’s was a long-time friendly competitor of ours,” 
said Justin Hummel, CEO of Hummel’s Office Plus. “They were 
discussing retirement; ultimately we provided an exit strategy.”

Hummel’s gains some competitive advantages through this 
acquisition. The dealership had been considering expanded eastward. 
“This puts us firmly into that market geographically,” said Justin.

Additionally, Seely Conover’s has a strong business in the food 
and beverage category, a market that Hummel’s has also started 
to pursue. “They have quite a few customers that are food and 
beverage related which has helped us gain some leverage there 
as well,” he reports.

Justin said the dealership has made a number of acquisitions 
in the last seven years and is actively looking for good business 
investments. He meets with business owners regularly to pursue 
expansion opportunities with janitorial companies, food and 
beverage companies and similar, related businesses.

Iowa dealer celebrates new Cedar 
Rapids Location

360 Office Solutions, Billings, Montana, has 
acquired The Office Center, Great Falls, 
Montana. This acquisition will fill coverage gaps, 
drive down costs and improve efficiencies, 
according to Craig Bartholomew, owner at 360 
Office Solutions.

“We have customers today that have 
operations in Great Falls,” Craig said. “It would 
be nice to be able to increase the service 
proposition we give to them.”

The merger will give 360 Office Solutions 
around 130 employees. The physical location 
in Great Falls will be maintained, along with the 
employees, local services and values.

“We’re a strong believer in being a company 
that’s community-based and giving back to 
the communities that we’re in,” said Craig. 
“We’re all a bunch of Montanans, taking care of 
Montanans.

“If we’re going to grow, [we] want an entity 
like The Office Center,” he added. “We can take 
what we do and marry-up to the relationships 
that they’ve built.”

RJE Business Interiors 
Cincinnati receives 
outstanding mentor award

In Montana, 360 Office Solutions 
acquires The Office Center

NY dealer Hummels Office Plus acquires 
Eastern NY dealer
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SourceOne Office Products of Santa 
Fe Springs, CA, recently decided 
to rebrand as Big Cat Solutions, A 
Source One Company. For the past 
several months, SourceOne has 
been working behind the scenes 
to reinvent its brand to support the 
diverse portfolio of products and 
services. The company rolled out 
the new brand to its customers in 
late January.

“We have not been a traditional 
office supplier for some time now,” 
said Jim Gerbershagen, vice 
president of sales at SourceOne. 
“We have successfully diversified 
our portfolio to be a complete 
workplace solution for both our 
markets – government agencies 
and commercial organizations.

“We wanted to have a name that 
was non-descript that wouldn’t 
pigeon hole us,” said Jim. “Big Cat 
Solutions seemed like the way to 
go, and BCS is a nice acronym to 
put on business cards.” Big Cat 
was based on the love for African 
animals, especially lions and tigers, 
held by Jim’s mother. “The name 
enables us to lead conversations in 
several ways,” said Jim.

“The needs of the workplace 
have evolved and so has our 
company and its offerings,” said Ed 
Gerbershagen, director of the Big 
Cat public sector team. “It’s time to 
portray that in the marketplace.”

Charles “Dudley” Inwood, 91, of Monroe, Ohio, passed away on 
January 21. Inwood was the former president of Office Outfitters 
in Middletown, Ohio, the dealership founded by his father, Joshua 
Nickerson Inwood, in 1925.

In addition to his industry career, Dudley was an active member 
of his community. He served as a city commissioner for eight years and was president 
of the local Retail Merchants Association and vice president of the local Salvation Army 
advisory board. He also was very much involved with the Boy Scouts and the First 
United Methodist Church in Middletown.

“Our mother told me the story of when our father took over the family business,” 
recalled his son, Chuck, who continued the family tradition in 1998, when he opened 
Nickerson Business Supplies, named in honor of his grandfather. 

 “His older brother had died and his father had suffered a debilitating stroke. Dad 
was 27 and some people went to his mother and warned her that Dudley wasn’t 
prepared to run a business. But she had faith in her son and, in my mind, Dad was 
determined to prove himself and he persevered. His perseverance led to his success 
as a businessman. I mention this story because perseverance is one of the things 
my father taught me that I’m most thankful for. His lesson of perseverance is one I’ve 
carried with me ever since.”

In addition to Chuck and his wife Jean, survivors include Sally Jo Inwood, Dudley’s 
wife for 40 years; his daughter, Lou Ann Short; daughter, Lori Bolin (Jeff); stepson, 
Bradley Shannon (Jennifer); stepdaughter, Carissa Shannon; numerous grandchildren 
and a great-granddaughter.

In lieu of flowers the family asked that donations be made to Hospice Care of 
Middletown (http://www.yourhometownhospice.org) or First United Methodist Church, 
Middletown (http://www.myfumc.net). Condolences can be sent to the family at www.
wilsonschrammspaulding.com.

George Mosher, founder of National Business Furniture (NBF) 
in Milwaukee, died January 31 after battling pancreatic cancer. 
He was 79. 

A graduate of Harvard Business School, Mosher began 
his industry career in 1965 as president of Business and 
Institutional Furniture, a Milwaukee company that specialized 
in selling furniture by catalog to churches and schools. In 1975, 
he founded NBF in 1975 with his wife, Julie. Together, they grew the business into a 
nationwide direct marketing powerhouse with annual sales of more than $125 million.

After selling the business in 2006, Mosher remained active in the Milwaukee 
business community, serving as an investor and advisor to many start-ups and 
budding entrepreneurs.

George and Julie (who died in 2017) are survived by their children Karen 
(Darrin), Holly (Ravi) and Robert and grandchildren Tyler, Daniel, Kelsey, Mariane 
and Samara. 

In lieu of flowers, memorials in his name may be made to Froedtert Hospital 
Foundation, Attn: Office of Development, 9200 W. Wisconsin Avenue, Milwaukee, WI 
53226 (www.froedert.com/giving) or to BizStarts, c/o George Mosher Scholarship 
Fund, 1555 N. River Center Drive, Suite 210, Milwaukee, WI 53212.

California dealer 
SourceOne Office 
Products Rebrands  
as Big Cat Solutions

In Memoriam: NBF Founder George Mosher

In Memoriam: Charles ‘Dudley’ Inwood, 
former Office Outfitters owner

http://www.yourhometownhospice.org
http://www.myfumc.net
http://www.wilsonschrammspaulding.com
http://www.wilsonschrammspaulding.com
http://www.froedert.com/giving
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Zebra Pen’s line of STEEL writing instruments are perfect  
for people in every career. Whether it’s in a traditional office, 
manufacturing plant, or medical environment, Zebra’s STEEL 
line offers a variety of stainless steel pens and pencils that 
always go the extra mile. Today’s consumer won’t settle  
for ordinary. For style, quality and durability, choose Zebra.

http://www.zebrapen.com
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SECRETS of success
Suburban Inc., Middletown, Connecticut
When your father owns the store, 
chances are you start working there 
when you are in high school. Both 
Bob Shulman and Jeremy Bourret 
grew up working at Suburban Inc. 
in Middletown, Connecticut. Their 
fathers started the business in 1979 
and by the early part of the 21st 
century the two founders were ready 
to pass along ownership.

“Our fathers came to us in 2003 and 
proposed that Bob and I purchase 
the business from them,” says Jeremy 
Bourret, co-owner. “Before we owned 
the company, we had worked in every 
area of the business from warehouse 
management and customer service 
to purchasing and accounts 
receivable.” When it was time to take 
over company management the two 
second-generation owners understood 
every aspect of the business.

It was about ten years ago that the 
two started to seriously pursue growth. 
The business knowledge they had 
acquired helped on the sales side. 
“We knew where we were strong, 
where we could be competitive and 
how to differentiate ourselves,” says 
Bourret. “We became laser-focused. 
Since we started, sales have tripled, 
which is a nice measure of our 
success,” he adds. 

A strong sales focus at Suburban 
is supported by a solid business 
foundation. “That really puts our sales 
team at ease and helps us pull over 
folks from our competition,” says 
Bourret. Uncertainty about the future of 
office products distribution has started 
to spill over to customers. “Folks 
aren’t receiving the service they’re 
used to; we can take advantage of 
that,” he adds. Suburban has added 
more salespeople positioned to solve 
problems and provide service. 

In the last twelve months five sales 
people were added bringing the team 

total up to 15. Salespeople were added 
to improve coverage and possibly 
expand geographically. “We look 
to cover Connecticut better and to 
expand with more national account 
opportunities,” says Bourret. “Our new 
salespeople have been quick to hit the 
street and have been successful in 
account acquisition.” 

Sales specialists for janitorial and 
coffee sales have been considered, 
but haven’t seemed necessary so 
far. Over time, the general line sales 
staff has developed expertise in 
both categories, and with the help 
of business development managers 
from vendors they have been able to 
expand sales in both categories. Cross 
selling has almost become second 
nature for the Suburban sales team. 
“We like to take a broad approach 
when we come in to see a customer, 
we don’t just look at one category,” 
Bourret says. 

A specialist in the furniture category 
has proven to be a boon for furniture 
sales. “If a salesperson needs more 
expertise or even a complex smaller 
job they call on our specialist,” says 
Bourret. A small furniture showroom 
also supports furniture sales as 
a means to physically showcase 
product. In other instances Suburban 
will ship samples to 
a customer for them 
to apprise on their 
premises. “We’ve 
even sampled 
desks with potential 
customers,” he 
adds. 

One of the 
biggest challenges 
Suburban 
faces is how to 
differentiate itself 
from competitors. 
Depending on the 

Key management team 
members: Jeremy Bourret and Bob 
Shulman, owners
Products carried: OP, Furniture, 
Print, Janitorial, Break room, Coffee 
and Water Service, Industrial, 
Shipping and Packaging
Year founded: 1979
Annual sales: $15+ million
No of Employees: 50+
Key business partners: S.P. 
Richards, TriMega
% of total sales generated  
online: 70%
www.suburbanop.com 

customer, one favorite technique is 
to offer business reviews annually or 
quarterly. “It gives us the opportunity 
to show how we continue to be in their 
corner, to show them new products 
or areas where we can save them 
additional dollars,” he says. Customers 
and prospects appreciate Suburban’s 
consultative approach and the ongoing 
support that it offers. “That is how we 
are able to compete,” he says. “We’ve 
worked to differentiate ourselves and 
offer more for our customers.”

With a strong sales approach the 
future for Suburban seems positive. 
The sales concentration has created 
strong forward momentum for 
Suburban and promises continued 
success. “Last year was the best we’ve 
had in 40 years of doing business,” 
Bourret reports proudly.

Jeremy Bourret (left) and 
Bob Schulman

http://www.suburbanop.com
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Engineered with a special adhesive, new Avery Surface Safe ID Labels 
stick strong to metals, plastics and glass, but remove cleanly with no 
messy residue. The industrial-grade material resists water, chemicals 
and abrasion and provides superior barcode scanning. They’re great 
for use in warehouses, offices, factories, hospitality venues and other 
harsh environments.

©2018 Avery Products Corporation. All Rights Reserved.

To learn more, visit avery.com/surfacesafe

NEW Avery Surface Safe® ID Labels

POWERFUL  HOLD 
NO RESIDUE

http://www.avery.com/surfacesafe
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If you have news to share - email it to  
news@IDealerCentral.com

»

After one of the more protracted merger 
sagas of recent time, it was confirmed at 
the end of January that Staples’ owner 
Sycamore Partners has completed the 
$482.7 million acquisition of wholesaler 
Essendant through an affiliate company.

The news followed hot on the heels of 
an announcement by the Federal Trade 
Commission that it would approve the deal 
on the condition that Staples establish a 
firewall separating its business-to-business 
sales operations from Essendant’s 
wholesale business.

This firewall is intended to restrict Staples’ 
access to the commercially sensitive 
information of Essendant’s customers 
and a monitor has been appointed by the 
commission to oversee its operation. That 
monitor will be Theodore L. Banks, a leading 
anti-trust lawyer at the Chicago-based firm 
Scharf Banks Marmor LLC.

This agreement is subject to public 
comment until February 27. 

While it was widely predicted that the FTC 
would approve the deal with the firewall in 
place, the result of the FTC’s deliberations 
were perhaps closer than expected, 
with the commission split three-to-two on 
whether or not the deal should be allowed.

The partisan split saw the committee’s 
three Republican members claim there 
was not enough evidence to support the 
suggestion that the merger would allow 
Staples to raise prices on its rivals that use 
the wholesaler, reasoning that such a move 
“would not be profitable for Staples”.

Meanwhile the two Democrat members 
of the commission both voted to deny the 

merger. One, Commissioner Rohit Chopra, 
published a separate statement in which 
he claimed “evidence points to potential 
harm to independent dealers, especially in 
geographic markets where Essendant is 
the market leader and where switching may 
be difficult.”

The day after the FTC announcements, 
it was learned that Staples completed its 
tender offer for the outstanding shares of 
Essendant. The number of shares validly 
tendered, along with the 11% already 
owned by Staples, represented almost 
80% of Essendant’s common stock. It will 
now delist from the NASDAQ.

In a press release, Staples said that 
it would work together with Essendant 
“to give reseller customers access to an 
expanded product assortment, innovative 
technology and world-class supply chain 
capabilities and support”.

Essendant and Staples’ sales teams 
will continue to operate separately, it 
was confirmed; although this is also 
a requirement of the FTC’s “firewall” 
conditions.

“Staples views the reseller community as 
partners in serving customers that will allow 
us all to be successful,” said Staples Inc 
CEO Sandy Douglas.

“We value the relationships the resellers 
have built with Essendant and look forward 
to helping them build on their already 
impressive success. We’ve created a 
strong, externally monitored firewall to 
protect resellers’ confidential information, as 
required by the FTC, and also as a sign of 
trust, because we know it’s the best thing for 

saga ends, as FTC approves 
merger with firewall conditions

the Essendant business, and the resellers.”
As part of the transition, Ric Phillips, 

president and CEO of Essendant, 
has announced his intention to seek 
opportunities outside the company. Harry 
Dochelli, who has been with Essendant  
for the past six years, most recently in  
the role of president of office and facilities, 
has been named president and will lead 
the organization.

“Essendant has been a key partner to the 
reseller community for almost a century, and 
we see that relationship only strengthening 
by working with Staples,” said Dochelli. 
“Essendant brings a unique value 
proposition to its reseller partners, and with 
Staples will now have enhanced capabilities 
to provide to our customers, enabling them 
to win in the marketplace.”

The announcement also drew  
comment from the two largest buying 
groups in the country.

“We know more now, but there is still 
an awful lot that we don’t know,” said 
Mike Gentile, president and CEO of the 
Independent Suppliers Group.  “What is 
Essendant’s go to market strategy? What 
synergies will they create that will benefit 
the independent dealer? Will there be 
additional programs and services that they 
can offer? In due time we will find these 
things out and we need to weigh all that 
new information against having a business 
relationship with a wholesaler that is owned 
by your largest competitor.”

Mike Maggio, president of TriMega, 
meanwhile focused on the firewall. 

“I’m assuming people are going to have 
to report violations,” he said. “It’s going to 
be hard to prove. This has been part of the 
problem all along. It’s how do you measure 
breaches? How do you keep track of them? 
What would prevent them from breaching 
it and if they did how would you know? 
There are a lot of questions that remain 
unanswered in my view.”

mailto:news%40IDealerCentral.com?subject=
https://www.ftc.gov/system/files/documents/cases/1810180_staples_essendant_agreement_1-28-19.pdf
https://www.ftc.gov/system/files/documents/cases/1810180_staples_essendant_agreement_1-28-19.pdf
https://ftcpublic.commentworks.com/ftc/staplesessendantconsent/?utm_source=VIP+Members&utm_campaign=3c8b8e2e1d-VIP+RSS_EMAIL_CAMPAIGN&utm_medium=email&utm_term=0_2be84cf8f5-3c8b8e2e1d-287744509
https://ftcpublic.commentworks.com/ftc/staplesessendantconsent/?utm_source=VIP+Members&utm_campaign=3c8b8e2e1d-VIP+RSS_EMAIL_CAMPAIGN&utm_medium=email&utm_term=0_2be84cf8f5-3c8b8e2e1d-287744509
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When you feel at home, 
you’re more productive.
Sit, stand, and make your 
workspace work for you.

Act natural

hon.com
Empower® Up
Height-adjustable benching now available at hon.com.

http://www.hon.com
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The Business Solutions Association (BSA) has released 
further details of its planning for an Industry Week in fall 2020.

BSA,”the ‘Industry Week Point Team” and other industry 
stakeholders have been working together to review and 
evaluate the current industry event schedule and develop a 
new, innovative approach, combining nine current industry 
events into one single meeting point.

The group was tasked with creating value propositions for 
all BSA industry partners, with an emphasis on what BSA 
president Barry Lane calls the CEO approach: Cost reduction, 
Eliminating redundancies, and Optimizing resources.

 “Our industry has evolved and changed over the past few 
years as the market has become increasingly dynamic,” said 
Lane. “We want to be sure we are responding appropriately 
to the change and continually improving our value to the 
market. We firmly believe the office products industry would 
benefit from a singular event designed to preserve the 
traditions, connections and business benefits each event 
offered attendees.”

BSA confirms plans are 
ongoing for 2020 Industry Week 

Industry News CONTINUED FROM PAGE 14

The following have been appointed by the BSA Industry 
Week point team to plan the event:
• Travis Kaste (3M) – Finance Chair
• Paula Kreuzburg (BSA) – Location Chair
• Tim Burgett (Essendant) – Marketing Chair
• Marlin Wendland (GOJO) – Membership Co-Chair
• Brian Bruecks (Kimberly-Clark) – Membership Co-Chair
• Sam Richardson (Fellowes Brands) – Program Chair
• Nick Aronis (Vanguard Group) Education Chair
• Paul Gatens (SP Richards) – Expo Chair

Exact dates and location are scheduled to be announced 
following the conclusion of the BSA board of directors meeting 
at the end of next month.

»

S.P. Richards has appointed two new executive vice 
presidents as part of a reorganization of senior management 
following the departures of long-term SPR executives Bryan 
Wight and John Burgess, as reported in the December issue of 
INDEPENDENT DEALER.

Chad Lee has been promoted to executive vice president, 
while Steve Schultz has been brought in from outside the 
company at the same level.

Lee, previously a senior vice president, will use his extensive 
knowledge of systems and facilities to help to build enhanced 
sales and distribution capabilities, SPR said.

He will also assume senior management responsibility for 
independent dealer channel and national account sales, as well 
as marketing across the core SPR businesses.

Schultz meanwhile, who most recently served as president & 
COO—North American & International Businesses for GOJO 
Industries, will assume responsibilities for S.P. Richards’ janitorial 
and safety businesses. 

Those businesses include Connecticut-based Safety Zone, 
Ohio-based Impact Products and North Carolina-based 
Garland C. Norris, as well as the facility, breakroom and safety 
business within S.P. Richards’ core wholesale business.

SPR appoints two EVPs 
as new look management 
structure takes shape

Chad Lee (top) and Steve Schultz



DECEMBER 2018 INDEPENDENT DEALER PAGE 17

MAKE BRIGHT IDEAS  
  LOOK BRILLIANT

Boise POLARIS® Premium Papers are exceptionally bright and highly versatile. 
They’ll deliver impressive print and excellent imaging when it matters most to your customers. 

BoisePaper.com
Boise Paper and Boise POLARIS are trademarks of Boise White Paper, L.L.C. or its affiliates. 

For more information on Boise Paper’s trademark use, go to:  
http://www.BoisePaper.com/TermsofUse/#Trademarks.

http://boisepaper.com
http://www.boisepaper.com/termsofuse/#trademarks
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Office Products Women in Leadership (OPWIL)  
is a professional organization connecting women in  
leadership roles within the Office Products industry.  
Together we can learn, develop and grow while forming  
professional connections and developing lasting friendships. 

Join our conversation on Facebook and LinkedIn for more information.

Office Products Women in Leadership (OPWIL)  
is a professional organization connecting women in  
leadership roles within the Office Products industry.  
Together we can learn, develop and grow while forming  
professional connections and developing lasting friendships. 

Join our conversation on Facebook and LinkedIn for more information.

VISIT US AT  opwil.com

Office Products Women in Leadership (OPWIL)  
is a professional organization connecting women in  
leadership roles within the Office Products industry.  
Together we can learn, develop and grow while forming  
professional connections and developing lasting friendships. 

Join our conversation on Facebook and LinkedIn for more information.

Office Products Women in Leadership (OPWIL)  
is a professional organization connecting women in  
leadership roles within the Office Products industry.  
Together we can learn, develop and grow while forming  
professional connections and developing lasting friendships. 

Join our conversation on Facebook and LinkedIn for more information.

IN PARTNERSHIP WITH:

3M has announced that its board of 
directors will nominate CEO Mike Roman 
to serve as chairman of the board.

3M’s current executive chairman Inge 
Thulin has revealed that he does not 
intend to stand for re-election and that he 
will retire June 1.

Roman will be appointed following 
the company’s annual meeting of 
shareholders in May. 

 “Under Inge’s leadership, 3M evolved 
into a more agile and competitive 
enterprise while generating tremendous 
value for customers and shareholders,” 
said Mike Eskew, independent lead 
director for the 3M board. “Today’s 
decision underscores the board’s 
confidence in Mike’s leadership and 
strong character to lead 3M into the future 
as both CEO and chairman of the board.”

3M announces 
new chairman

The board of directors of The United Group marketing and sales organization 
for independent distributors (TUG) has promoted Jeff Albritton to the position 
of CEO while Ty Huffer has moved up to president.

“We have every confidence in their combined abilities to lead The United 
Group into another year of stability and continued success,” the board stated 
in a letter to its member stockholders. “[Previous president] Todd Murphy has 
moved on from TUG and we wish him every success in his future endeavors.”

Meanwhile, Murphy’s predecessor as president and long-time board 
chairman Tobie McKown, who had moved to the role of CEO when Murphy 
became president 
in September 
last year, has 
announced his 
retirement from 
The United Group. 

McKown will 
remain with TUG in a consultative role for the remainder of this year and he 
has been named chairman emeritus of the board of directors. TUG board 
member Rich Ribakove (Mooney-General Paper Company) will serve as the 
new chairman of the board.

The United Group promotes executive 
team members as McKown steps away
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»

Office furniture manufacturer AIS 
has added Keith Driesenga to its 
team in the role of CET Designer 
implementation project manager.

Before joining AIS, Driesenga was 
a product data analyst for Steelcase 
where he wrote requirements for the 
company’s CET Designer Extension. 
Prior to his time at Steelcase, he worked 
as a business analyst for Haworth where 
he managed and maintained Haworth’s 
CET Designer Extension.

Drawing on the expertise gained at 
Steelcase and Haworth, Driesenga 
will lead the implementation of a CET 
Designer Extension for AIS. CET 
Designer provides manufacturers and 

AIS appoints new project manager for 
CET Designer implementation 

their dealers with a single software 
solution for product ordering and 
space planning. 

“I’m excited and honored for the 
opportunity to help AIS create a CET 
Designer Extension from the ground up,” 
Driesenga said. “CET Designer makes 
complex products easy to specify, 
and I look forward to helping bring AIS 
products to a new level for designers 
through this solution,” he said.

“We are thrilled that Keith has joined 
AIS and will help us with this large 
undertaking,” AIS executive vice 
president of sales and distribution 
Nick Haritos said. “With Keith’s 
knowledge and experience, we 

expect our CET Designer Extension 
to quickly become among the best 
and most comprehensive available to 
specifiers of commercial furniture.”

A nine-alarm blaze in late January left 
the Marcal Paper Mill in Elmwood Park, 
NJ in ruins and around 500 people 
without jobs.

Thankfully no one was injured in the 
fire, despite the fact that some 200 
workers were on site when it started. 
Early indications suggest there is no 
reason to believe the fire began under 
suspicious circumstances and strong 

winds were responsible for the swift 
spread of the flames. 

Marcal, a Soundview Paper 
Company, manufacturers a broad 
range of its own Marcal brand, as well 
as other brands of tissue and towel 
products for customers in the office, 
private label, away-from-home and 
at-home markets.

The firm has set up job fairs and 

available position lists for its former 
employees and is working locally on 
community resources. It has also set up 
a Go Fund Me page for contributions to 
help the workers and their families.

Although operations have been 
severely affected by the fire, Marcal 
and Marcal Pro paper products are 
still being produced by the company’s 
remaining facility in the Northeast.

Fire destroys Marcal paper mill in New Jersey
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KITS XRPro Edition 
brings the power of 
virtual and augmented 
reality to office design

The Education Market Association (EDmarket) is calling upon thought 
leaders to shape the future of educational facilities at its EDspaces event, 
which is scheduled for October 23-25 in Milwaukee.

EDspaces will feature more than 100 speakers presenting education 
sessions on emerging trends, thought-provoking topics and cutting-edge 
ideas for the educational environment. 

Industry experts are invited to share their knowledge and expertise by 
submitting proposals for engaging presentations that inform EDspaces 
attendees about proven practices, push the leading edge of the 
profession and motivate the pursuit of excellence. 

The EDspaces Education Committee will then put together a series 
of curated sessions that inform and support the future of educational 
facilities in the following program areas: Community Engagement; 
Design/ Infrastructure, Environment/Health, Facility Planning/ Operations/ 
Management, Pedagogy/Student Outcomes and Technology.

“The EDspaces education program sets the foundation for the 
high-level conversations happening in all aspects of the event” says Jim 
McGarry, EDmarket president and CEO. “We invite creative thinkers to 
share their unique perspective on integrating space and pedagogical 
needs to improve student outcomes.”

Learn more about EDspaces here and gain visibility in the industry 
while contributing to the advancement of the profession by submitting a 
proposal before March 8.

Invitation to share your ideas 
at EDspaces 2019, as call for 
presentations opens 

»

KiSP, Inc., creator of client-facing solutions for 
the office furniture sector, has launched the KITS 
collaborator XRPro Edition, which introduces 
virtual reality (VR) and augmented reality (AR) to 
its existing mobile furniture sales platform. 

 “XR technologies are transforming the 
commercial furniture industry,” said Rob 
Kendal, managing director at KiSP. “With 
XRPro, we’re giving mobile salespeople the 
power to present to clients in VR and show 
them furniture in their own space with AR. We 
let KITS do the complex stuff, so it’s really a few 
clicks to the ‘wow’ factor. It’s truly letting clients 
try before they buy”. 

The KITS collaborator XRPro Edition allows 
furniture sales professionals to create proposals 
efficiently, re-specify in front of their clients and 
send the project to VR for fully immersive views. 
The software generates a VR environment 
around the furniture for simplified project 
building. It can also send an AR version of the 
project to clients’ phones—meaning clients can 
place furniture in their own space, walk around 
and inspect it, even interacting with elements of 
the proposed furniture. 

KITS is designed specifically to support 
efficient business processes; this mobile 
platform transforms client engagement 
by producing the necessary visuals to 
successfully communicate ideas and solutions 
in the first meeting. 

“We’re always looking for what’s next at 
KiSP and we’ve always been leaders in visual 
storytelling,” said Franklin Harwart, product 
app specialist. “The key with the XR media 
trend was making VR and AR accessible 
technologies for sales professionals to use 
seamlessly in their workflow without requiring 
special skills.  With the XRPro Edition, anyone 
can use these powerful tools. It’s going to 
transform a lot of dealerships.” 

The KITS collaborator XRPro Edition is 
available in iOS and Windows versions for 
online purchase from kisp.com.

Clover Imaging Group partners with 
Microsoft on sales forecasting system
Clover Imaging Group has announced a partnership with Microsoft to 
create a machine learning-based sales forecasting system. The new 
artificial intelligence-based system will cut operation time down to 
minutes, Clover said. The move aims to improve internal processes, 
enable higher customer satisfaction with quicker delivery times, 
decrease backorders and increase fill rates.

“Absolutely everything leads back to the customer experience and, 
to that end, we’re incredibly happy with what we’ve seen,” said Valerie 
Alberico SVP, account management and sales operations at Clover. 
“Customers are loving the fact that we’ve increased our fill rates, have 
seen a significant reduction in backorders and have the shortest lead 
time ever to our customers because our warehouses are now quite 
literally stocked with them in mind.”

This cutting-edge work has led to incredible efficiencies in Clover’s 
inventory, transportation and distribution operations, which translate 
directly into improved customer product availability and delivery times, 
the company said.

For more information visit: https://www.cloverimaging.com/
cig-machine-learning.

http://www.ed-spaces.com/
https://www.ed-spaces.com/education/call-for-presentations/
https://www.ed-spaces.com/education/call-for-presentations/
http://kisp.com
https://www.cloverimaging.com/cig-machine-learning
https://www.cloverimaging.com/cig-machine-learning
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It is great sadness we report the death of William “Billy”  
Hilton Swayze, age 32 of Franklin, KY, who passed 
away Saturday, January 19, from injuries sustained in an 
automobile accident.

Billy was the corporate secretary of Alliance Rubber 
Company, the family business owned by his parents, Bruce  
and Bonnie Swayze, who survive him.

Billy was born December 18, 1986 in Bowling Green, KY. He 
was a member of the First United Methodist Church and a 2005 
Franklin Simpson Graduate. In addition to his work at Alliance 
Rubber, he was the owner of Thunder Sound Recording Studio 
and played and toured with various bands.

Additional survivors include his brother Beau Andrew Swayze 
of Los Angeles, CA, an uncle, Richard Spencer of Hot Springs, 
AR, three aunts, Nancy Spencer of Hot Springs, AR, Wanda 
Spencer of Elephant Butte, NM and Susie Spencer of Miami, FL, 
and several cousins.

Expressions of sympathy may be made to Musicares at 1904 
Wedgewood Ave. Nashville, TN 37212

Online condolences may be made at www.gilbertfhonline.com.

In Memoriam: William “Billy” Hilton 
Swayze, Alliance Rubber Company

800.636.0778      phoenixsafeusa.com

SAFE INTERNATIONAL, LLC

Could your business  
survive a fire?
It’s an important question. Does your customer know the  
answer? They’d better. Unprotected vital records and data 
burn up in minutes and most businesses are forced to  
close their doors forever. Don’t let your customer get burnt.  
Phoenix files and safes are tested and rated to provide  
unrivaled protection for your customer’s irreplaceable  
documents. Are your customers protected?

Keep your reputation safe. Phoenix Safe.

http://www.gilbertfhonline.com
http://www.phoenixsafeusa.com
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NOPA News

NATIONAL OFFICE PRODUCTS ALLIANCE (NOPA) 
3601 East Joppa Road, Baltimore, MD 21234 n info@iopfda.org n 410-931-8100 n www.nopanet.org

APPLY TODAY!
www.nopanet.org/scholarships

NOPA IS NOW ACCEPTING  

2019 SCHOLARSHIP 
APPLICATIONS! 
Employees and immediate family members of all National Office  
Products Alliance (NOPA) member companies are eligible to apply  
for our annual scholarship. This is open to high school seniors, college 
students, and graduate students. Click here to apply today!

Created more than 50 years ago, the NOPA Scholarship Fund started with a $5,000 donation  
and has now awarded more than $2.5 million in scholarships to deserving families of office products  
and office furniture dealers. Supported entirely through individual and member contributions, the  
fund recognized 45 college students receiving one-year scholarships for the 2018–2019 academic year.

In 2017 a bi-partisan group of U.S. Senators, led by Sen Ben 
Cardin (D-MD) and Sen Rob Portman (R-OH), introduced 
legislation which would curb boycotts against Israel. 

This legislation, The Strengthening America’s Security 
in the Middle East Act, known as S.1, has since been 
re-introduced by Sen Marco Rubio (R-FL) and has taken a 
major step forward towards becoming law after it passed in 
the U.S. Senate by a vote of 74-19 at the end of January. The 
bill is still awaiting a vote in the House.

The Israel Anti-Boycott Act seeks to amend a 1970s law 
known as the Export Administration Act (EAA). That law 
was passed in response to the Arab League’s boycott of 
Israel, which required U.S. businesses to boycott Israel as a 

condition of doing business with Arab League countries. 
To prevent foreign countries from bullying U.S. businesses 

into these compulsory boycotts, the EAA prohibited U.S. 
companies from entering into agreements with foreign 
governments to boycott countries friendly to the United States. 

The Israel Anti-Boycott Act and Title IV of Sen. Rubio’s bill, 
the Combating BDS (Boycott, Divestment, and Sanctions) 
Act, would make it illegal under federal statute to boycott the 
Jewish state. The Combating BDS Act would grant federal 
protection to the 26 states that have already passed similar 
laws targeting Israel boycotters.

Why is this important to you? Because when you’re bidding 
on state business, you may be asked to sign a form stating 

State and federal laws 
which support Israel—why 
are these important to You?

»

http://www.nopanet.org
http://www.nopanet.org/scholarships
http://www.nopanet.org/scholarships
mailto:info%40iopfda.org?subject=
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Independent dealers, buying groups, wholesalers and other 
industry partners from across the country will converge on 
Washington, DC, March 25-27, for the annual IOPFDA Small 
Business Advocacy Fly-In.

In addition to one-on-one meetings with their congressional 
representatives and senators, attendees will hear from 
experts on issues impacting their bottom-line, including 
how—in the very near future—Amazon may have access to 
their pricing data and customer list.

Major changes are taking place in Washington and in 
the industry and that makes this year’s Fly-In one of those 
must-attend events. With all that’s going on this year, you 
simply can’t afford to be watching this one from the sidelines!

Who’s attending:
• GSA contract holders and resellers from all over the country
• Furniture and office product manufacturers
• National wholesalers

Invited Speakers:
• Kiel Todd, GSA Office of Enterprise Strategy Management 

(NDAA Section 846 team)
• Stephanie Shutt, Director, GSA Multiple Award Schedule 

Program
• Stacy Mitchell, Director, Institute for Local Self Reliance 

(Amazon Expert)
• Rep. Nydia Velazquez (D-NY), Chairman, House Small 

Business Committee
• Jack Williams, Former Director of GSA’s Furniture Division

Networking and Entertainment:
Networking reception, followed by City Lights evening bus 
tour of the Nation’s Capital.

Capitol Hill Breakfasts and Visits:
• Start your day with breakfast and hear from our guest 

speaker.
• Attend scheduled meetings with your senators and 

congressional representatives to discuss issues of concern.

Fly-In Agenda
Tuesday, March 26
1:00 pm - 5:00 pm     Speaker seminars
5:30 pm - 7:00 pm     Networking cocktail reception
7:00 pm - 9:00 pm     City Lights evening bus tour
Wednesday, March 27
8:00 am - 9:00 am    Breakfast with guest speaker
Meetings with senators and congressional representatives 
by scheduled appointment
Register now: https://nopa.memberclicks.net/sbaflyin  

2019 IOPFDA Small Business Advocacy Fly-In

you won’t boycott Israel in your business dealings. Some of 
the big companies like Amazon have refused to sign such 
agreements and have been eliminated from consideration for 
these procurements. This is a big deal!

If your state has passed one of these laws, your counties, 
cities, school districts, etc. should be requiring compliance 
with the statute for all their procurements. I REPEAT: 
AMAZON HAS REFUSED TO SIGN SUCH AGREEMENTS 
and would be eliminated from consideration for these 
contracts. Click here to view an example of House Bill 89 
passed by the state of Texas in 2017. 

NOPA is in the process of developing a public relations 
campaign to help dealers educate their public-sector 
customers and protect their business from Amazon. WE 
NEED YOUR HELP!

If you are located in a state with an existing anti-boycotting 

law, we need your help in obtaining a copy of the legislation. 
We will post this on the NOPA website, in the “Amazon 
Library” for the benefit of all members. 

More importantly, with your help, we will begin 
broadcasting this information to public sector customers to 
ensure they are including their states statute in their contracts 
and not making exceptions for Amazon.

States with anti-boycotting laws include: AR, AL, AZ, CA, 
CO, FL, GA, IA, IL, IN, KS, KY, LA, MD, MI, MN, NJ, NY, NV, 
NC, OH, PA, RI, SC, TX, WI.

States with pending anti-boycotting laws include: CT, ID, 
MA, MO, MS, MT, OK, OR, TN, UT, VA, WA, WY.

Please forward copies of your state’s legislation to:  
info@iopfda.org attn: State anti-BDS legislation.

If you have any questions about this issue, contact NOPA 
president and CEO Mike Tucker at mike@iopfda.org.

“Amazon is doing all it can to be the 
e-commerce provider to the Federal 
government, which will give them access 
to your customers, while at the same time 
competing against you,” says  Chip Jones 
of Atlanta-based Minton-Jones Company. 
“They are working with companies to 
create Amazon-specific brands to compete 
against you and that’s why we need to be in 
Washington. This is why we do the Fly-In. 
This is why I am part of the NOPA team and 
you should be too,” he added.

https://nopa.memberclicks.net/sbaflyin
https://nopa.memberclicks.net/assets/docs/AntiIsrael%20Policies%20are%20AntiTexas%20Policies.pdf
mailto:info%40iopfda.org?subject=State%20anti-BDS%20legislation
mailto:mike%40iopfda.org?subject=


By Michael Chazin

The safety product category promises more sales with existing customers, while at the 
same time it opens the door to whole new customer groups
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Dealers looking for a way to make up 
for declining sales of office products 
need to take a hard look at the safety 
category, which offers some real 
growth opportunities according to 
Bobby Grizzle, regional sales manager 
at Office Solutions, Yorba Linda, 
California. “The office supply category 
is shopped very competitively,” he 
suggests, “but safety doesn’t get 
anywhere near the same sort of 
attention from buyers.” 

Grizzle came to Office Solutions five 
years ago after selling office products 
for one of the big box players. “Every 
end user in the world shops office 
supplies on Amazon and every other 
website out there to find the best price 
for a product,” he says. When it comes 
to online purchases of disposable 
gloves or other safety products, he 
believes not many buyers drill down to 
compare pricing. 

It is not uncommon for the safety 
buyer to be the same person who 
buys facility supplies, which creates 
openings for dealers with already 
established janitorial identities. 
“Most of the time janitorial buyers are 
involved in safety,” says Mark Leto, 
vice president and general manager at 
Louisiana Janitorial and Facility Supply, 
a division of Louisiana Office Solutions, 
Baton Rouge, Louisiana. 

“We need to go in there and make 
sure they understand we can be the 
source for safety products,” Leto says. 
He suggests it’s a bigger stretch for 
customers to jump from office products 
to safety than from janitorial supplies to 
safety. A lot of customers are used to 
buying their safety supplies online 
or from a catalog, he says. “If 
you are from JanSan they’re 
thinking maybe you 

can supply them. Safety is a growing 
category for us and we are nowhere 
near our potential.”

Gloves are a staple
The safety category is anchored by 
glove sales. “We sell gloves from 
disposables to industrial gloves,” 
says Leto. Gloves and protective wear 
are required at the chemical plants 
common in southern Louisiana. One 
popular product is a relatively new line 
of disposable Tyvek protective wear 
that’s worn once and then thrown away. 
“We stock some gloves, safety glasses 
and three different sizes of disposable 
coveralls,” says Leto. 

At Workplace Central, Newtown, 
Pennsylvania, disposable gloves 
have become a solid seller and the 
dealer has moved a number of glove 
SKUs into inventory. “In addition to 
gloves we have had success with 
first aid kits and first aid refills,” says 
Leo Winkel, business development 
manager-facilities. Regular sellers in 
the safety assortment at Workplace 
Central include hearing protection, 
eye-wash stations, respirators and 
personal protective vests. 

Eakes Office Solutions, Grand Island, 
Nebraska, has a well-established 
janitorial division and finds that janitorial 
sales lead readily to 
safety sales. It is 
definitely an 
area that 

janitorial salespeople investigate when 
they look to grow sales, suggests 
Natasha Seacrest, office products 
manager. A separate janitorial division 
with six specialists was created and 
a janitorial division manager was 
appointed at the beginning of the year. 

“We have used S.P. Richards’ safety 
catalog for the last three years, and 
in the last year we have started to 
get more direct relationships,” says 
Seacrest. “The glove category would 
be our highest selling item.” Eyewear is 
the second biggest seller. It is the glove 
category, however that propels safety 
sales for most independents. 

Emphasis on safety
The U.S. market for personal protective 
equipment, which broadly covers 
safety products, was estimated at more 
than $12 billion in 2015, according to 
Global Market Insights, Inc., Selbyville, 
Delaware. Emphasis on employee 
health and safety, combined with 
rising industrial injury and fatality 
rates, drive market growth. The safety 
glove market is estimated at $2 billion 
annually. The gloves ensure clean work 
environments and protect against heat, 
cold and harm from abrasion, disease 
or chemicals. Global Market Insights 
suggests the glove market could triple 
in size by 2023. 

»



FEBRUARY 2019 INDEPENDENT DEALER PAGE 26

Cover Story CONTINUED FROM PAGE 25

Gloves are not only the top sellers 
in the safety category. They also 
compare favorably to other products 
that dealers commonly handle. 
“Paper and toner are the two largest 
commodities,” says Grizzle. A carton 
of paper that weighs 50 pounds goes 
for around $30; a carton of disposable 
gloves weighs just a few pounds and 
goes for about $35, he points 
out. A friend who works 
for a disposable glove 
maker told him the 
California market took 
about $500 million 
worth of gloves 
annually. His idea was 
to develop a focused 
campaign to go after the 
safety glove business.

Grizzle’s friend suggested the 
public sector as a ready market for 
glove sales. Grizzle worked with 
Lyra Madding, marketing director at 
Office Solutions, and came up with a 
campaign to target glove buyers at 
schools and municipalities. “We picked 
four glove SKUs: latex, blue nitrile, 
black nitrile and powder-free gloves 
and put together a flyer and pricing 
strategy,” says Grizzle. 

“We priced our flyers aggressively 
and when prospects looked at their 
current pricing, we saved them three 
to four dollars a box,” he says. A 
landing page was also established 
so customers could click on the link 
in the flyer and compare attributes 
for all of the gloves. Competition for 
glove sales came from large industrial 
distributors who had never had to go 
toe-to-toe with an independent office 
supply dealer before. 

Grizzle’s team started to call on 
customers with the glove flyer in the 
second quarter of last year. “We went 
to the same customers we had sold 
office supplies to and knocked on 
the door of the facility guy, told him 
we sold gloves and asked him to 
look at our pricing,” he says. Office 
Solutions was able to work with direct 

don’t have to be an expert to sell safety 
products but you do have to meet with 
the right person.

“Most of the safety directors that I 
talk with are happy to see us,” says 
Hammond, “I don’t think they get called 
on that often.” Most of their purchases 
are done over the internet, reports 
Hammond, who says he finds safety 
directors open to answer questions 
and willing to explain, for example, the 
difference between cut-resistant gloves 
and puncture-resistant gloves. Once 
discussions of that sort take place, 
closer ties become possible, which 
invariably lead to discussions of safety 
product availability, he adds.

Hammond suggests that safety is an 
untapped category. “Our salespeople 
have been out selling copy paper, 
toner, paperclips and folders, and 
haven’t been talking to the right 
person for safety products,” he says. 
“Because it is untapped and relatively 
new to them it appears to be more of 
a challenge.” The biggest obstacle to 
overcome, he says, is to walk through 
the door asking questions.

If you call on a service industry buyer, 
make that call with some black nitrile 
gloves in your pocket, he suggests. 

pricing obtained through its janitorial 
subsidiary that in almost every case 
beat the price customers already paid.

“For three quarters of last year glove 
sales revenue grew by 46 percent,” 
says Grizzle. Now the other sales 
territories at Office Solutions are using 
the same promotion to grow glove 
sales and open safety discussions. 
“What we’ve learned over the last 
eight months is when we go in and sell 
gloves it starts a conversation,” says 
Grizzle. A conversation with the safety 
director helps open up the category to 
further sales. “And the margins we’re 
enjoying on this commodity are much 
better than margins for copy paper.”

Take the safety challenge
Terry Hammond, sales manager 
with A-Z Office Resource, Memphis, 
Tennessee, aims to get his salespeople 
focused on asking the right questions 
in their efforts to grow safety sales. 
Before coming to work for A-Z three 
years ago, Hammond spent decades 
selling for an independent jan-san 
distributor. Now he manages a sales 
team of veteran office products 
salespeople who find the new safety 
vertical a challenge. He maintains you 

By: Paul A. Miller

»
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“Put a large pair in one pocket and an 
extra-large pair in the other and go in 
and ask for the customer to try them,” 
he says. “Build a relationship with the 
safety director, and they can teach you 
a lot,” adds Hammond.

Who are the buyers?
If there is a someone at the company 
being called on with the title of safety 
director, that is definitely the person to 
talk with. But what if there is no safety 
director? In medium-sized and larger 

companies without a safety director, 
the person buying safety products 
isn’t likely to be the same person who 
purchases office supplies.

“Sometimes it is the purchasing 
department, but more often than 
not it is a warehouse manager, food 
manager or occupational health and 
safety director,” says Winkel. Some 
customer types such as warehouses 
and manufacturing facilities typically 
buy more and more complex safety 
items. “But just about every customer 
from schools to healthcare to office 
buildings buys some first-aid or safety 
supplies,” says Winkel.

A focus on safety products has 
yielded some success at Workplace 
Central. “Our bigger accounts are 
definitely coming to us and asking for 
assistance,” says Winkel. Obtaining 
sustained growth with safety products 
has been more of a challenge. The 
biggest obstacle is that people 
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continue to think of the dealership as 
primarily a source for office supplies. 
“Our job is to spread awareness and 
make our end users understand that 
we are in that market,” says Winkel. 

So much of the opportunity for safety 
supply sales depends on the area 
being served and what businesses are 
located nearby. Other occupations and 
industries besides manufacturing can 
offer opportunities for safety sales. 

“Most of the time we talk to a facilities 
person but there are cases where 
they have safety coordinators,” says 

Seacrest. Human resources can get 
involved when the products purchased 
are required for employees to perform 
their jobs. The market covered by 
Eakes is largely rural which offers a 
ready market for safety products. 

When opportunity knocks
“We have had the most success with 
agricultural businesses such as grain 
elevators and livestock facilities,” 
says Seacrest. Originally targeted 
as a customer group for janitorial 
supplies; once that business took 

off, safety products were a natural 
next step. Chemical sales presented 
cross contamination issues and safety 
routines and products were required. 
“Farming is still one of the most 
dangerous professions,” she adds. “As 
far as safety goes there are definitely 
opportunities there.”

Likewise, Louisiana Janitorial and 
Facility Supply has opened customers 
in its market to the availability of safety 
products. “This market has always 
been strong on safety because this is a 
blue-collar market with manufacturing,” 
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says Leto. “Chemicals and related 
products are very strong here.” Safety 
products have been offered by the 
dealership for three or more years but 
it is primarily in the last year that sales 
have started to take hold. 

Safety is different from other 
categories in that the buyer doesn’t 
necessarily base a purchase decision 
on personal preference. Sometimes 
safety sales are mandated. 

“When it’s safety related it could be 
insurance or OSHA requiring it and 
they are forced to comply,” says Leto. 
Lately the dealership has seen growth 
in disposables such as inexpensive 
eyewear that’s used once, then 
discarded. These are given to visitors 
with a need to enter the premises.

An additional safety product that 
dealers have found success with are 
first aid kits and kit refills. In the case of 
Office Solutions once again geography 
comes into play. “California, where we 
live, is known for earthquakes,” says 
Grizzle. “If you look at offices out here, 
they typically have first aid kits readily 
available on every floor.”

Office Solutions has begun to sell 
first aid backpacks which are among 
some of the latest products in the 
safety category. “Our wholesaler 
has some incredible offerings in first 
aid from refills in a box to the latest 
offering, which is backpacks,” says 
Grizzle. The backpacks have enough 
supplies for five or six people for a 
couple of days and are well-suited 
for any disaster situation. “It’s another 
product in the safety offering that we 
have spent some time and energy 
developing,” he adds.

More support needed
Vendor support on safety sales 
and marketing is a mixed bag. “It’s 
been kind of a weak category for our 
wholesaler,” says Leto. “They don’t 
spend a lot of time promoting safety, 
but I give them credit for increasing 
the product selection.” The dealership 
purchases gloves direct, other items 
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from a safety products distributor and 
fills in with items from the wholesaler. 
“Local availability of wholesale items 
has been great. They are available 
on a quick turn basis from Dallas or 
Houston,” he says. 

Safety training is another area 
where dealers suggest additional 
support would be helpful. To get a 
salesforce that’s comfortable talking 
with customers about safety requires at 
least some knowledge base. “Having 
experts available for training or joint 
sales calls, whether it’s a distributor 
or manufacturer’s representative, is 
key because this stuff can get a little 
specialized,” says Leto. 

“Salespeople can be intimidated by 
not understanding product differences. 
And that all comes back to training,” 
says Leto. Some support is a factor 
of how much product is purchased 
direct. The glove supplier has provided 
training and provides sample, which 
have both contributed to sales growth. 
“For us to get to the next level and get 
more vendor training we may have to 
start buying more product direct and 
stocking it,” he adds.

Quarterly sales meetings at Eakes 
are when outside speakers are brought 
in and different safety vendors have 
made presentations. Many safety 

products are not too technical, so 
knowledge often comes down to 
learning about the best questions to 
ask to move the conversation along, 
says Seacrest. Asking if the prospect 
has a safety plan is always good to 
lead with. 

At A-Z Office Resource, Hammond 
is impressed with customer responses 
on the availability of safety products 
when he is in the field. And he gets in 
the field a lot. “Every time I ride with a 
salesperson and we call on customers, 
it amazes me to hear a customer say 
‘I didn’t know you carried that,’” he 
says. A response like that reinforces 
the need to educate salespeople so 
they can educate customers. Once 
salespeople get comfortable selling 
the category increased safety sales are 
sure to follow.

Michael Chazin is a freelance writer 
specializing in business topics, who has 
written about the office supply business 
for more than 15 years. He can be 
reached at mchazin503@comcast.net.
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By Ed Katz

Large companies are always moving. 
When companies are not growing 
and expanding, they are shrinking, 
consolidating and storing furniture. 
Either way, big companies are always 
doing something.

If they are presently using another 
mover or a furniture dealer, why would 
they fire your competitor to hire you? 

The number one reason for switching 
is that they feel their present mover or 
dealer takes them for granted because 
they are one of the following: 

Unreliable: They don’t show up for 
a small move or reconfiguration. It’s 
hard to believe but some movers and 
dealers really do miss a scheduled 

job. When they do, they offer a 
fantastic alibi, such as “Our truck 
crashed” or “We blew an engine.”

Late: They regularly miss their 
arrival time, causing department 
heads to miss or delay meetings and 
appointments while waiting for their 
service provider.

 
Unprofessional: Their crews are 
often noisy, loud, rude, impolite and 
disrespectful.

Not accommodating: If the customer 
asks the crew to do something extra, 
the supervisor refuses, telling them it’s 
not on their paperwork or they don’t 
have time because they need to go to 
another job. 

Inefficient: They’re slow and stand 
around or sit in the customer’s 
cafeteria while on the clock. 

Unfamiliar: They get lost in the 
customer’s facilities because »
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the company sends different 
supervisors to the job each time. 

Dishonest: They overcharge the 
customer for labor and material 
without providing justification or 
documentation.

Irresponsible: They cause 
unnecessary damage to furniture, 
computers, copiers, walls, carpet 
and elevators because they’re 
careless.

Not accountable: They don’t handle 
damage claims in a timely manner.

Obviously, all movers and dealers 
aren’t guilty of poor performance 
but enough are for you to target 
their customers. If you initially try to 
take the entire account away at the 
outset, however, odds are you’ll fail. 

No matter how bad an existing 

service provider is, the training 
required to replace him with a new 
vendor can be overwhelming. 

Logistic nuances such as where 
to park the truck(s), how to sign in, 
where to enter the buildings and 
what specific equipment is needed 
all require a huge learning curve. 

Despite this, I have discovered a 
backdoor approach to winning all 
their business. I’ll share that with you 
in my next article, which will appear 
in next month’s INDEPENDENT 
DEALER.

Ed Katz is the president of the 
International Office Moving Institute 
(IOMI®) based in Madison, MS. IOMI 
provides online office moving training 
to movers and furniture dealers. 
He can be reached at edkatz@
officemoves.com, 404-358-2172. His 
website is www.officemoves.com.

mailto:edkatz%40officemoves.com?subject=
mailto:edkatz%40officemoves.com?subject=
http://www.officemoves.com
http://www.officemoves.com
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Your WORD  
of the Year
Are you one of those people that create 
New Year’s resolutions in January, only 
to find yourself already giving up on 
them in March? Or maybe you are one 
of the 38% of people who don’t make 
resolutions in the first place?

Regardless of whether you are working 
on resolutions or not, it is likely that you 
have some lofty goals and aspirations for 
your business and personal life. 

Studies show that the top three 
resolutions in America are to eat more 
healthily, get more exercise and save 
more money. Business goals might 
include meeting your sales quota, 
hiring top-notch salespeople or 
improving profitability.

I typically create one personal and one 
professional resolution in January and 
try to stay on task with goals throughout 
the year. 

As I’m sure you can imagine, that is 
easier said than done. Excuses like I 
don’t have time or there are no spaces 
in the gym parking lot are good ones 
for me. 

It’s no wonder that a mere eight 
percent of people follow through on 
their New Year’s goals, according to 
University of Scranton research.

A few years ago, I decided to take 
a different approach. Instead of 
resolutions, I committed to my Word 
of the Year. Which one word could 
I embrace throughout the year that 
would motivate and inspire me to reach 
my personal and business goals?

Why don’t most resolutions stick? They 
don’t work well because they address 
only one level of your life:  the Do level. 

Here’s an example: I am going to 
make more sales calls, lose weight and 

spend more time with family. At the 
Do level, it can be overwhelming and 
difficult to stay on task because there 
are so many moving parts to manage. 

When you create and commit to your 
Word of the Year, you focus on the Be 
level; what you want to BEcome as a 
result of all the doing. The example 
above would now read: I want to BE 
more efficient, more healthy, and a 
better mother. 

I know… it sounds a little woo woo. I 
thought the same until I was introduced 
to this concept by my business coach 
and then worked through the exercise 
with a friend. 

We were on a plane headed to Utah 
from the east coast with a lot of time to 
kill. So, with a pen in one hand and a 
cocktail in the other, we coached each 
other through the exercise and both 
landed on our perfect Word of the Year. 

Our words were very different, but 
they certainly embodied who we were 
in that moment and who we aspired 
to be. 

My one word that year was JUMP. It 
kept me focused throughout the year 
on the actions I needed to perform to 
achieve my goals and become who I 
wanted to be! 

By Krista Moore

»
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About the Word of the Year exercise
I’ve since developed a process to help 
people discover their Word of the Year. 
The exercise guides you through a series 
of thought-provoking questions. It starts 
out asking you to list the word or words 
that you are considering and why you 
think they are the perfect words for you. 

Next, the exercise goes a bit deeper 
to ask, “If you embodied this word 
daily, what would be different for you?” 

It continues with a series of questions 
that get you thinking about how your 
life would be different one year from 
now if you were to live this word daily 
throughout the year. Then you consider 
what your year would look like if you ran 
in the opposite direction to your word. 

Ultimately, you narrow down the 
original words that came to mind, 
perhaps even adding a few new ones 
in the process, ending up with the One 
Word that you resolve to incorporate 
into your life. This makes goal setting 
and the desire to create new proactive 

habits amazingly easy.
In 2016 my word was JUMP, and 

it kept me motivated and inspired all 
year long to take a few calculated 
risks, try new tactics, and adopt a 
fearless attitude! 

One of those actions resulted in 
my establishing The Krista Moore 
Talk Show—a web-based series of 
interviews with experts and thought 
leaders in the business world, to share 
their stories and passions and inspire 
my audience through a new format. 

It was a lifelong dream of mine to be 
the next Barbara Walters, and my Word 
of the Year gave me the courage to 
jump in and do it! 

In 2018, my word was UNSTOPPABLE, 
and that was just what I needed to 
finally get my book, Race to Amazing, 
published. I needed to BE unstoppable 
to make it happen. 

But don’t take my word for it (no pun 
intended). I have done this exercise 
with many clients, friends and family 

and they all have walked away with 
greater awareness, renewed energy 
and a word they can embrace. Some 
folks even have theme songs to keep 
them inspired!

If you would like to experience this 
exercise yourself, send an email to  
info@kcoaching.com, using the subject 
line WORD of the Year. Or click on 
the K.Coaching advertisement in 
this month’s issue of INDEPENDENT 
DEALER.

Here’s to a happier, healthier, more 
productive 2019!

Krista Moore is president of 
K.Coaching, Inc., founder of IDGrowth 
Solutions and creator of the IDGrowth 
Sales Vault, a learning management 
system utilized by hundreds of 
independent dealers to enhance their 
sales strategies, training and leadership 
development. For more information, 
visit the IDGrowth web site at www.
idgrowth.com.

Discover Your
of the Year

Download this free resource, 
and learn an easy method for 

creating the one word for you to 
embody and BE in 2019. 

Or email info@kcoaching.com with “Word of the Year”
 in the subject line. 

Brought to you by... 

http://www.idgrowth.com
http://www.idgrowth.com
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