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LETTER FROM THE NAPEO CHAIR

s we head into summer, I’ve 
been thinking a lot about 
what powers our industry 
forward. And while each of 

us may be focused on different aspects of 
running our businesses—profitability, 
product innovation, client service—the 
common denominator in our progress 
is connection.

The strength of NAPEO lies in its 
members. Always has. Our collective 
voice is the reason we’ve made real 
legislative progress. It’s how we show up 
as a trusted industry. And it’s what makes 
the work we do not just impactful, but 
representative of the full diversity of 

PEOs across the country. We are a unique 
ecosystem—large and small firms, 
innovators and operators, specialists and 
generalists—and that diversity strength-
ens our ability to anticipate what’s next 
and respond with clarity.

With the board nomination process 
underway, now is the time to take stock of 
how we engage—and how we can do 
more. There are countless ways to get 
involved with NAPEO beyond simply 
being a member. Our committees—
whether focused on membership, educa-
tion, HR & benefits, or marketing—are 
open invitations to shape the tools, 
guidance, and standards we rely on as an 

industry. Our legislative councils are 
where we amplify our advocacy and 
ensure policymakers hear from people 
with real skin in the game. These efforts 
are especially critical as we continue 
working toward state-level recognition of 
the co-employment model and fighting for 
parity in access to benefits and programs.

NAPEO’s conferences, especially the 
Annual Conference & Marketplace, remain 
some of the most energizing environments 
I’ve experienced. They’re a reminder of the 
power of face-to-face connection—and a 
place to hear what’s keeping your peers up 
at night and what’s working in their 
organizations. They’re also where many of 
our best ideas take root.

When we talk about participation,  
it’s easy to reduce it to a box-checking 
exercise. But this work isn’t just good for 
the association—it’s good for our small 
business clients. Engaging with NAPEO 
helps you sharpen your leadership voice, 
expand your network, and contribute to 
the future of the PEO model. It’s also a 
meaningful way to mentor and uplift the 
next generation of leaders in our space— 
something we’ll need more of as our 
industry continues to grow and evolve. 

Our success as PEOs doesn’t happen in a 
vacuum. It’s influenced by the broader 
environment we operate in—by regula-
tion, reputation, and resilience. That’s why 
our shared advocacy matters. That’s why 
our collective action matters. And that’s 
why now, more than ever, we need 
members to step forward, speak up, and 
help lead. Every voice adds weight. Every 
effort helps shape our momentum.

If you’ve never joined a committee, 
volunteered for a panel, or considered 
board service—this is the year to start. 
The future of this industry belongs to 
those willing to help shape it. And at 
NAPEO, there’s always a seat at the table 
for those ready to raise their hand. 

A
BY DAVID FEINBERG 

STRONGER 
TOGETHER:
WHY MEMBER 
ENGAGEMENT IS 
THE ENGINE BEHIND 
NAPEO’S IMPACT

DAVID FEINBERG 

2024-2025 NAPEO Chair  
SVP of Risk & Insurance  
Justworks  
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QUICK HITS

NAPEO member G&A Partners recently 
announced that Pascal Gibert will assume 
the role of chief technology officer (CTO). 
He succeeds Lloyd Closson, who will now 
serve as the vice president of software 
engineering. “Pascal brings deep expertise 
in digital transformation, engineering 
leadership, and organizational excellence 
to G&A. As we continue to experience 
significant growth, both organically and 
through acquisitions, expand our best-in-
class HR services, and reach new markets, 
Pascal will be instrumental in driving our 
technological advancement and innova-
tion. He will be a tremendous addition to 
the leadership team,” says John W. Allen, 
president and CEO of G&A Partners.

C-SUITE

G&A PARTNERS 
WELCOMES 
PASCAL GIBERT 
AS ITS NEW CHIEF TECHNOLOGY OFFICER

CONGRATULATIONS

THAD STEELE WINS LIFETIME 
ACHIEVEMENT AWARD

The Better Business Bureau (BBB) El Paso chapter 

presents the Lifetime Achievement Award as part 

of their annual Torch & Spark Awards ceremony. 

The award recognizes businesses that have demon-

strated exceptional ethical business practices and 

community commitment over a long period. In 2025, 

the award was presented to Thad Steele and T&T 

Staff Management, Inc. Steele serves on NAPEO’s 

Board of Directors and serves as the Texas 

Leadership Council Chair. Congratulations, Thad! 

NEW SERVICES

VENSUREHR NAMED 
OFFICIAL HR TECHNOLOGY 
& SOLUTIONS PROVIDER 
OF THE USL
NAPEO member VensureHR recently announced 

a multi-year partnership with the United Soccer 

League (USL) that will make VensureHR the 

Official HR Technology & Solutions Provider of 

the USL and the exclusive presenting partner 

of the League Two and W League Playoffs. 

“The USL is a fast-growing organization that offers 

a tremendous pathway for both men and women to 

ascend from the youth ranks to professional soccer 

players. At every step of the journey, VensureHR has 

solutions to streamline HR processes, allowing the 

league and its clubs to keep their focus on developing 

the best on-field talent,” said Phil Urso, Chief Sales 

Officer of Vensure Employer Solutions, parent company 

to VensureHR.

NORTHERN KENTUCKY CHAMBER  
OF COMMERCE AWARDS CURRENT  
HR START-UP AWARD
NAPEO member Current HR was recently awarded the Start-Up Award at the 2025 
Northern Kentucky Chamber of Commerce Business Impact Awards. This award 
recognizes the PEO’s commitment to growth and sustainability within the Northern 
Kentucky business landscape. Congratulations to Current HR CEO Charlie Vance and 
the entire Current HR team! 
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Cut compliance costs by up to 95% with Gia, your AI-powered global HR agent.

Gia helps you save time by not only answering your compliance questions but 

also instantly generating compliant HR documents including policies, offer letters, 

employee communications, and more.

Let Gia take care of your paperwork. So you have more time to focus on the 

people work.

Learn more

Created by legal.

Trusted by HR.

NEW SERVICES 

HUB INTERNATIONAL 
LAUNCHES PEO 
CONSULTING PRACTICE
NAPEO associate member Hub International Limited 

(HUB), recently announced the launch of HUB PEO 

Consulting, a consulting practice in the U.S. Carrie 

B. Cherveny, Esq., one of HUB’s Employee Benefits 

Compliance Practice Leaders, has been named the 

National PEO Consulting Practice Lead.

DATA

REPORT: 91% OF EMPLOYERS USE AI TO HIRE 
The AI & Hiring Trends 2025 report from Resume Now reveals that 91% of employers 
say they use AI to hire, and 73% report faster time-to-hire as a result. Based on a 
survey of over 900 U.S. hiring professionals, the report highlights how AI is transform-
ing the hiring process—improving speed and efficiency while also sparking calls for 
clear rules on AI-generated resumes.

Key findings include:
• 96% of employers use AI in hiring—from writing job descriptions to 

screening resumes
• 94% say AI screening tools are effective at identifying top candidates
• 79% believe companies should regulate the use of AI-generated job applications
• Nearly half say AI now powers more than 75% of their recruiting activities
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QUICK HITS

EXPANSION

FRANKCRUM EXPANDS 
PEO MARKET PRESENCE  
IN TEXAS AND ARIZONA
NAPEO member FrankCrum recently announced the 

company is expanding its presence across the 

Southwest with dedicated representation in key 

markets throughout Texas and Arizona. “Texas and 

Arizona are full of hardworking people trying to grow 

their businesses, and that’s who we’re here for. We’ve 

been helping businesses across the country for more 

than 40 years, and this is a natural step for us. I’m 

proud of our team and excited to see them out there 

making a real difference. We’ve always believed in 

being of service, and now we get to do that face-to-

face with even more business owners,” said 

FrankCrum, Jr., CEO and Founder of FrankCrum.

The National Association of State 
Workforce Agencies (NASWA) awarded 
NAPEO member Syndeo with the 
association’s Superior Performance Award 
at the 2025 SIDES Seminar in Salt Lake 
City, Utah. This award recognizes 
organizations that achieve a 100% score 
in their use of the State Information Data 
Exchange System (SIDES), a national 
system used to securely and efficiently 
manage unemployment insurance (UI) 

claims. “We are proud to be the only PEO 
selected for this prestigious award 
Unemployment insurance is a critical part 
of the services we provide, and this 
recognition affirms our commitment to 
managing it with the highest standards of 
accuracy, integrity and care. It’s a true 
reflection of the dedication our team 
brings to supporting both our clients and 
their employees every day,” said Bill 
Maness, President & CEO of Syndeo. 

KUDOS

SYNDEO RECEIVES NATIONAL RECOGNITION 
FOR UNEMPLOYMENT INTEGRITY

ANNUAL CONFERENCE

REGISTRATION OPEN NOW FOR NAPEO25
Join us from October 6–8, 2025, at the JW Marriott Austin in the heart of Texas. 
Here’s what you can expect:

• Gain strategic insights from keynote speakers and thought leaders on the latest 
trends and innovations shaping the PEO landscape.

• Connect with industry peers and top-tier service providers during networking 
breaks, receptions and in the Marketplace.

• Choose from a diverse range of sessions covering marketing/sales, accounting/
finance, HR/legal/compliance, operations/technology and more.

• Explore the Marketplace and see what our exhibitors have to offer. Learn about 
cutting-edge products and services tailored to enhance your business operations.

• Leave inspired and equipped with actionable strategies to drive growth and 
navigate challenges in this dynamic industry.

Learn more and register at napeo.org/annualconference. 
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  PrismHR’s 

next-gen Report 

Center transforms 

complex data into 

visually stunning, 
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Innovation isn’t just what we do—it’s who we are.
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C
FOs and accounting teams 
across a wide variety of firms all 
face a harrowing decision each 
month — how to accrue for 
their insurance coverage 
liabilities. A stable workforce 
that has a consistent monthly 

cost makes the problem simple, but variances in 
types of insurance policies or changes in the underly-
ing exposure base make for a less than trivial 
exercise. Unfortunately, all these characteristics and 
more are commonly found in PEOs.

In this article, we’ll talk about how to consider 
different methods for accruing such liabilities, 
particularly workers’ compensation. We’ll also share 
results from a Davies survey of PEO CFOs and 
finance professionals representing 600,000-700,000 
WSEs and how those individuals approach this issue 
for their respective firms.

WHY ACCRUING FOR WORKERS’ COMP IS NECESSARY
Accurately accruing for retained insurance liabili-
ties isn’t just good practice — it’s a requirement. 
Unlike other goods or services where revenue and 
costs typically occur in the same period, there is 
typically a disconnect between premium and 
claims costs for insurance liabilities, where claim 
payments may occur months, years, or even 
decades after the initial occurrence. As such, GAAP 
requires accrual accounting to match expenses to 
the period in which they are incurred, not when 

cash changes hands. Adhering to GAAP accounting 
has other benefits, such as:

• Monthly P&Ls aren’t distorted by timing of 
claims or premiums.

• External stakeholders — lenders, auditors, 
partners — see a clearer picture of your 
risk position.

• The company can anticipate and plan for future 
payouts, both large and small. 

While all the respondents to our survey state that 
they do accrue for WC liabilities, these firms also 
have been on deductible policies for at least a few 
years. In our experience through buy-side M&A due 
diligence, we have seen smaller PEOs newly on 
deductible plans still using cash accounting.

There are two main approaches to monthly 
accruals, and one in between.

 
STRAIGHT LINE
The first approach is the simplest – a straight-line 
accrual where each month’s accrual is 1/12th of the 
estimate for the full year.

This approach is ideal for smaller firms that are not 
seeing material growth, have limited variability in 
payroll, and/or have fixed premium structures or 
guaranteed-cost policies.

However, the strength of this approach is also its 
weakness, as it does not reflect any changes in the 
underlying exposure base and may result in a larger 
year-end true-up needed.

BY FRANK HUANG, FCAS, MAAA

THE STRAIGHT AND 
NARROW OF WORKERS’ 
COMPENSATION 
ACCRUALS
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VARIABLE METHOD
The second approach is a variable method where the 
accrual is calculated as a function of different 
metrics to capture things like seasonality, shifts in 
business between geographies and industries, 
starting or ending large projects, etc.

The strength of this approach also lends itself to a 
weakness. In the complexity of being able to respond 
to real-time changes, the accrual function itself may 
need updating over time to ensure that it remains 
accurate in the future.

It is worth noting that there is a third approach 
which is a hybrid of straight and variable. For 
example, one can use a straight-line accruals for 10 
or 11 months and true up in the remaining months 
using the variable approach.

In practice, many PEOs start with straight-line 
accruals and shift to variable methods as they grow, 
take on higher-risk clients, and take on more risk 
through deductibles or self-insured programs.

Noting the profile of most survey respondents 
being relatively more experienced with deductibles, 
all respondents stated that they use a variable 
method. Additionally, roughly 70% of all respon-
dents responded that they “rarely” had a large 
true-up at year-end while roughly 15% said “some-
times” and the remaining 15% said “often”.

One respondent rightly commented that no 
accrual method can account for everything, and that 
there are many things outside of the accrual method 
that can lead to a large true-up.

HEAT CHECK
While a straight-line method might offer simplic-
ity and consistency, a variable approach is often 
the better approach to capture real-world devel-
opments. If you’re considering shifting to a 
variable accrual model or wanting to confirm that 
your variable approach is best, consider the 
following steps.

1. Look at whether your aggregate accrual ties to 
your actuarial report’s point estimate and/or is 
within the actuarial range.

2. Calculate the implied monthly ultimate loss 
ratio and/or ultimate loss cost for the past 2-3 
years and see if the resulting metrics 
appear reasonable.

3. Consider your past true-ups and whether any of 
those could have been mitigated or prevented 
entirely through a better accrual model.

If any of the above produce results that appear 
inconsistent or unreasonable, consider tweaks or 
wholesale changes to your model. With the right 
approach, you should have an intuitive and efficient 
model that will produce accurate and automated 
monthly accruals. 

FRANK HUANG, FCAS, MAAA
P&C Actuarial Practice 
Leader ‑ Actuarial Solutions, 
Insurance & Risk Management
Davies North America
Peachtree Corners, GA IL
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HOW TO DECIDE WHICH 
METHOD IS RIGHT FOR YOU 
When choosing between straight-line and variable accruals, 
consider these factors: 

FACTOR

COMPANY SIZE

POLICY TYPE

CLAIM ACTIVITY

AUDIT 
REQUIREMENTS

GO STRAIGHT-LINE IF...

You’re small-to-mid-sized

Premiums are fixed 
or predictable

Claims are rare or low-cost

Internal use or light 
external reporting

GO VARIABLE IF...

You’re managing large, 
multi-state payrolls

You have large deductibles 
or self-insure

Claims are frequent, high-cost, 
or volatile

Subject to audit, lender scrutiny, 
or investor review
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AUDIT-READY
PREPARING YOUR PEO FOR 
A SMOOTH FINANCIAL REVIEW
BY JENNY SMITH
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W e’ve all been there – it’s year end and we are stressed – along with the 
other regulatory issues, deadlines for financial audits are right at the 
top of the list in importance. Nothing feels better when you can tackle 
the year-end audit, and everything runs like a well-oiled machine. So 

how do you get to that point? Here are my top tips for not only making year-end a breeze 
but also making you audit ready all year long which, let’s face it, gives leaders like us more 
confidence in the numbers we present and the future planning which results from them.  

CREATE A ROBUST MONTH-END CHECKLIST AND STICK TO IT 
Most importantly, this list should include all the essentials (bank recs, AR and AP 
schedules, depreciation schedules, etc) but don’t forget the places where things hide. 
Don’t forget those pesky liability accounts. Additionally, a good checklist should 
include not just the completion of these items but also reviews by the appropriate 
people. You need to catch the items that carry over in the balance sheet such as old 
outstanding checks, miss-recorded entries, or old A/R that was accidentally not 
collected. Monthly review gives you awareness, but also the chance to remedy the 
problem quickly resulting in less financial risk.  
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DETERMINE WHERE THE RISK OF ERRORS 
OR POTENTIAL FRAUD COULD HIDE 
Auditors care about that and so should 
we! Create a process for reviewing 
financials as well as the underlying 
numbers. Use technology to make this 
efficient and consistent and adjust the 
criteria as needed. Finally, think how 
someone from the outside can verify that 
this was done and if you can explain why 
you are doing it that way. This will give 
you and your auditors confidence in you, 
your team, and the company.

THE SCHEDULES ON YOUR CHECKLIST 
Sure they’re done, but are they right? Set 
up a process which forces you to know the 
schedules not only tie to the balance 
sheet, but that they are correct. Typos and 
Excel spreadsheet formula issues can be 
problems and then come year-end you 
have to do an entry to add another 
$30,000 in expenses that were pulled to a 
schedule. A simple review by a second 
person, or better yet, using technology to 
help you, can prevent an unexpected entry 
leaving you to explain the new numbers 
and why your process was not sufficient.

PREPARE ALL FOUR FINANCIAL 
STATEMENTS EACH MONTH
Review YOY and MOM. Compare plan to 
actual and review margins. Identify large 

variances and potential issues and dive 
into the details. If your team is really 
good, you kick it to the team to review 
and get back to you. Don’t hold it at the 
top and expect to have time. You won’t! 

DOCUMENT PROCESSES 
Have current process documentation that 
matches the process of getting completed 
in real life. Don’t just check the box. If you 
can count on the processes, you will be in 
a much better position internally and 
with your auditors.

WATCH FOR CHANGE 
Identify significant changes as you go 
through the year. Examples include 
changes in leadership, new software, 
expanding into a new market, etc. Be 
able to explain these changes including 
intent, strategy and actual and 
expected impact.

THINK AHEAD 
Think of your next audit after complet-
ing your current audit. I know it’s not 
easy when we’ve been working 
nonstop, but it pays off. Identify what 
did not go well, what was surprising, 
and develop a plan to correct. Most 
importantly, execute the change while 
it’s fresh in your mind and you will be 
thankful you did.

HAVE A GREAT TEAM IN PLACE! 
It’s not easy sometimes but this is critical 
for making everything above happen. 
Hire well and terminate quickly! Good 
teams can participate in the audit. It 
makes the audit process a lot less stress-
ful. Don’t hold it all at the top!

In conclusion, it’s not rocket science 
and most of us know what needs to be 
done. Measure progress and delegate well. 
Make it a team effort. If this list is 
overwhelming, then start with the most 
important and impactful and focus on 
that. Do the next right step and each year 
it will get easier and easier. Before you 
know it, you will be ready for an audit any 
time of year.  

JENNY SMITH 

CFO
ESI
San Antonio, TX 

Have current process 
documentation that 
matches the process of 
getting completed in real 
life. Don’t just check the box.

“
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READY FOR DEPARTURE 
VALUATION READINESS 
AS A DISCIPLINE
BY SCOTT SILVA & WANDA SILVA

WHY VALUATION READINESS MATTERS
As one PEO operator put it, “In this world, you 
have to be ready for anything — because when 
opportunity arises, you want to seize the day.” 
And yet, many PEOs still treat valuation as 
something that only matters if M&A is on the 
table. In our view, that’s a mistake.

Valuation readiness is not about chasing the 
highest number; it’s about creating strategic 
options: the ability to raise capital, partner 
ambitiously, scale with confidence, and 
eventually, exit on your own terms. The most 
resilient PEOs are not reacting to the market, 
they create the opportune move when the 
moment is right.

You can think of valuation readiness like a 
seasoned pilot preparing for takeoff. Even on a 
clear day, you run the checklists, plan for 
contingencies, and stay ready for a change in 
destination. You may not hit turbulence, but 
you are always prepared for the unexpected. 
You don’t wait for a storm to get ready, and 
neither should your business.

OPERATE WITH EXIT STRATEGY IN MIND
Picture yourself at the negotiation table with a 
strategic buyer. They point to a decision in your 
financials and ask, “Why did you do that?” 
Would you have a clear, consistent answer?

It’s easy to get caught up in the day-to-day of 
running payroll, onboarding new clients, 
managing benefits, and delivering exceptional 
client service. And these are critical. After all, 
client service is at the heart of every great PEO. 
Alongside operational excellence, however, there 
is another layer of leadership: thinking like an 
owner who is preparing for an exit.

Operating with an exit strategy in mind does 
not mean you are planning to sell. It means you 
make decisions that you, your board, your 
investors, or your buyer will thank you for in 
the future. Structure Client Service Agreements 
(CSAs) with clarity, set administrative fees with 
transparency, and track cost centers like your 
business depends on it.

The hard part is often doing the simple things 
consistently. And just like our pilot, skipping 
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that discipline now can create complexity later, 
especially if turbulence arises. One-off decisions can 
pile up, and cleanup becomes an operating expense.

Here’s the mindset shift: Run your PEO like your 
dream buyer is watching. Ask yourself, “What would 
my board think?” Then act accordingly.

TRACK WHAT POTENTIAL BUYERS TRACK
As the legendary investor Warren Buffett put it, “Price 
is what you pay. Value is what you get.” Buyers will 
validate a high multiple only when they can see and 
trust the value beneath the surface. We recognize 
there are many ways to assess value in a PEO. In our 
experience, these are five key performance indicators 
(KPIs) every PEO should track to stay valuation ready:

Gross Margin Percentage. Formula: (Gross 
Profit ÷ Revenue) x 100. Buyers scrutinize margin 
structure first. It is the clearest signal of whether 
your PEO is profitable or just busy.

• High gross margin: efficient service delivery, 
lower perceived risk, and higher multiples.

• Thin gross margin: potential underpricing, 
overstaffing, or structural inefficiencies. All of 
which can suppress total valuation.

Gross Profit per Worksite Employee (WSE). 
Formula: Gross Profit ÷ Total Worksite Employees. This 
metric cuts through topline revenue and illustrates 
meaningful unit economics. Buyers want to see how 
much true profit is created for every worksite 
employee you service.

• High GP per WSE: stronger unit economics 
and pricing power.

• Flat or declining GP per WSE: despite WSE 
growth, signals you are working harder for 
less profit.

Client Retention and Churn. Formula (Churn 
Rate): (Clients Lost During Period ÷ Total Clients at Start 
of Period) x 100. Recurring revenue is only valuable if 
it recurs. Client retention and churn directly impact 
revenue projections and buyer-perceived stability.

• Low churn: sticky revenue, predictable cash 
flow, and satisfied clients — all buyer magnets.

• High churn: triggers questions around client 
satisfaction, revenue stability, and competi-
tive vulnerability.

Revenue by Service Line. Approach: Segment total 
revenue into: Administrative Fees, Insurance Commissions,  
Consulting, Technology, & Other. As PEOs diversify their 
offerings, buyers crave visibility into what’s driving 
growth. Breaking out revenue by service line clarifies 
margin quality, cross-sell strength, and pricing 
strategies. It also highlights overdependence on 
low-margin offerings or underutilized profit centers.

Client Concentration. Formula: Revenue from 
Top Client(s) ÷ Total Revenue. In the eyes of a buyer, 
revenue concentration is a risk multiplier. Even the 
“stickiest” of clients can pose a threat if they make up 
too large a share of your top line.
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chasing the highest number; it’s about 
creating strategic options: the ability 
to raise capital, partner ambitiously, 
scale with confidence, and eventually, 
exit on your own terms.
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• Best-in-class PEOs generate less 
than 15% of revenue from any 
single client.

• A high concentration means that one 
client walking away could materially 
impact your business.

Bonus: Industry Mix Matters Too. 
Industry mix matters: buyers favor 
exposure to sectors that weather eco-
nomic uncertainty without major churn.

• Diversification into stable, low-vola-
tility sectors strengthens your 
revenue profile.

• It’s not just how many clients you 
serve — it’s the industries 
they represent.

Tracking KPIs is not just for buyers. 
Focusing on the same metrics they do 
won’t just improve your readiness, it will 
strengthen your operation from the 
inside out. KPIs like these can inform 

your internal dashboard, giving you a 
navigation system for clear skies or 
stormy weather alike.

VALUATION READINESS 
AS A CULTURE SHIFT
Bottom line: clean financial hygiene leads 
to valuation clarity. Tracking the right 
KPIs will sharpen your decision-making 
and keep you ahead of potential pitfalls 
long before due diligence arrives.

But valuation readiness is not just a 
checklist, it’s a mindset, a culture shift 
that starts with leadership and reaches 
through every layer of an organization. 
From how you structure client service 
agreements, price your services, and 
allocate costs, to how you report, forecast, 
and grow — valuation readiness drives 
long-term stability.

While this article focuses on key 
financial metrics, we also encourage 
PEOs to consider broader readiness 

disciplines, including a well-defined 
client service model, proactive vendor 
oversight, consistent tax strategies, and 
operational systems built to scale. These 
are the silent, compounding factors that 
set top-tier PEOs apart.

Wherever you are on your journey, we 
hope you lead with heart, build with 
clarity, and as always — fly safe. May the 
wind be at your back.  

 WANDA SILVA

President & CEO
Silva Capital Solutions, Inc.
Marietta, GA 

SCOTT SILVA

Associate
Silva Capital Solutions, Inc.
Marietta, GA 
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A s we approach Independence Day, 
most Americans find themselves 
gravitating toward the familiar. 

Few things in life are more American 
than freedom, mom’s apple pie, baseball, 
and the haunting feeling when you ask 
yourself: “did that payroll go out on 
Thursday since Friday is a holiday”? 

As a baseball coach and father of young 
players, I find myself in many discussions 
over the rules of baseball; a game in 
which there are as many interpretations 
as there are rules. As the game evolves 
and grows, the rules change to suit the 
demands of its stakeholder base. This 
includes owners, players, staff, and fans. 
Throughout its rich history, the rules 
governing the game have increased in 
number and complexity to cover a variety 
of situations. The same can be said about 
the relationship a PEO has with its bank 
as the number of worksite employees 
(WSE) increases and banking regulations 
change with the times.

An evolving labor market has caused 
the risk landscape to shift for PEOs, and 
it has never been more difficult to 
manage. PEO practitioners need to be 
able to focus on solving their client’s 
needs without having to worry about the 
complexity of banking regulations and 

what seems like an endless battery of 
questions. Grappling with these require-
ments is simplified when the “why” 
behind all the questions becomes clear. 

SO, WHY DOES YOUR BANK  
ASK SO MANY QUESTIONS?  
When opening a bank account, most 
questions from your banker should be 
meant to ensure the needs of the PEO are 
being met. Others stem from the regulatory 
environment and an attempt to reduce 
financial crime. You will be asked for 
information about your business, its 
ownership structure, who will have 
authority over the account, where your 
business is registered, and verification of all 
this information. Additionally, your bank 
will want to understand the type of 
accounts you will need, the projected 
activity, financial profile, how you want the 
money to move, and how the confirmation 
of the money movement is communicated. 

All banks are subject to intense regula-
tory scrutiny due to the ripple effects of a 
bank failure across the financial system. 
However, banks vary significantly based 
on asset size, business models, services 
offered, funding sources, and risk appetite. 
As a result, regulatory requirements are 
tailored to the specific institution. Asset 

size is a key driver of the regulatory 
framework. Certain regulatory exemptions 
and heightened expectations come into 
play as banks cross specific asset thresh-
olds. Additionally, audit activity and 
enforcement actions can significantly 
influence a bank’s governance, compliance 
practices, third-party oversight, capital 
planning, and risk management. The cost 
of facing an enforcement action—or 
alternatively, building a compliance 
program strong enough to prevent 
one—can disproportionately impact 
smaller institutions. This reality shapes 
what your bank expects to see when 
evaluating your business. The governance 
structure they require will reflect their 
own risk appetite, the strength of their 
internal governance program, and the 
expectations placed on them by regulators.

As banks grow, so do the regulatory 
expectations placed upon them, which 
helps to support improved risk manage-
ment, enhanced customer protection, and 
greater safety and soundness. Effective 
governance not only strengthens the 
individual bank but also the broader 
banking system—and, by extension, your 
business. When your bank requests 
incorporation documents, policies and 
procedures, audit reports, or other 

BY MATTHEW ROBERTS

BANKING AND PEO:  
A HOME RUN RELATIONSHIP 
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Banks ask questions 
to ensure your 

business needs are 
met, satisfy regulatory 

expectations, aid in 
fraud prevention,  

and facilitate 
information gathering.

documentation, they are assessing how 
well your business aligns with regulatory 
expectations. Meeting these expectations 
strengthens your business and positions it 
as a vital contributor to the soundness of 
the payments ecosystem. As you grow, 
consider your bank’s capacity and willing-
ness to grow with you—and anticipate 
how regulatory rules, expectations, and 
controls will evolve as you both scale.

The same trends in the PEO space 
which are driving risk complexity in other 
areas can also lead to increased fraud 
attempts and require enhanced banking 
controls. Credential based attacks (i.e., 
stolen/compromised credentials and 
business email compromise attacks) 
continue to be on the rise and are taking 
longer to identify and contain. Fraud is a 
leading cause of financial loss and banks 
need to ask questions to help prevent it 
and other financial crimes. Answers to 
questions such as who will have access to 
your accounts, how will you access your 
accounts, what fraud prevention controls 
are in place, and whether there is a 
culture of awareness at your organization 
will have an impact on how fraud risk 
is mitigated. 

Traditional payment methods have 
various and sometimes recurring instances 
of attempted fraud. Partnering with your 
bank to understand the risks in your 
payments flow and implementing the 
latest technologies and practices will go a 
long way to help your PEO stay ahead of 
the fraudsters.  Multi-Factor 
Authentication, separation of duties, 

MATTHEW ROBERTS

SVP, Corporate Financial 
Services Division
SouthState Bank
Atlanta, GA

encryption, fraud detection software, 
appropriate ACH limits, positive pay and 
many other tools will help to mitigate the 
risk of your PEO getting bogged down in a 
lengthy fraud resolution process.  It is 
important that the PEO and the bank 
understand one another’s role in the effort 
to help prevent fraud and financial crime.       

Trying to play baseball without clearly 
understanding the rules and the purposes 
they serve would lead to a lot of frustra-
tion and a game that is not very much fun 
at all. Banks ask questions to ensure your 
business needs are met, satisfy regulatory 
expectations, aid in fraud prevention, and 
facilitate information gathering. 
Questions lead to meaningful conversa-
tions. Hopefully, your bank understands 
the PEO business model, has the capabil-
ity to arm your business with payment 
technology that enables your PEO to 
thrive, and helps you manage the 
inherent risks of high-volume payment 
origination. A bank that understands the 
industry can have the same impact that 
PEOs have on their clients, which is to 
empower the PEO to focus more on its 
core and less on regulations. It promotes a 
safe and sound PEO industry and overall 
payments ecosystem. In short, it allows 
us all to do what we love…PLAY BALL! 
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BY ELI POLANCO & OYE FAJOBI 

FROM BACK-OFFICE 
BOTTLENECKS TO 
SCALABLE PROFITS: 
TRANSFORMING TREASURY 
OPS FOR GROWTH 

Every missed payroll, or bounced 
payment, doesn’t just hurt a 
client relationship, it threatens 

the stability of a PEO’s entire business. 
In an industry moving well over $300 
billion a year, treasury operations are 
not just back-office tasks, they’re 
front-line drivers of profit and scale. 
Payroll providers are often hindered by 
two key workflows: manual, error-prone 
bank payment processes and limited 
fraud and security protections. 

MANUAL PAYMENT 
OPERATIONS INHIBIT SCALE
While payroll software for PEOs contin-
ues to evolve, most payroll solutions still 
lack direct bank connectivity or the 
ability to support faster payment rails 
like RTP and FedNow.

As a result, treasury teams lose 
valuable time toggling between bank 
portals, software, and spreadsheets, 
keying in data and uploading files 
manually. A similarly disparate and 

error-prone process is used to monitor 
payment statuses, handle errors and 
returns, and manage reconciliation. This 
has a domino effect—client service 
suffers when processors don’t promptly 
communicate issues. 

The bulk of payroll runs via wire/
reverse wire and ACH—the former can be 
costly, complicated, and failure-prone, 
while the latter entails potential returns 
for up to 60 days after a payment settles.

 
PERSISTENT SECURITY GAPS
In addition to risk introduced by the 
aforementioned payment workflows, 
many PEOs are unable to comprehen-
sively underwrite new clients because of 
the time and resources required. 
Thorough verifications—including EIN 
business verifications, account verifica-
tions, and watch-list checks for every 
client—simply aren’t feasible. 

As a result, smaller PEOs may fail to 
attain access to ACH and wire systems via 
banks because of an inability to prove 

sufficient compliance with NACHA and 
the Bank Secrecy Act.

Further, when PEOs can’t easily tell 
which clients might bounce a payroll or 
submit late wires, teams are likely holding 
too much cash “just in case,” losing hours 
to manual  verifications, or getting hit 
with last-minute surprises that drive 
churn and lending covenants. 

Bank redundancy is another concern. 
As the Cachet Financial and SVB crises 
also proved, over-reliance on a single 
financial institution can mean people 
don’t get paid. As more PEOs pursue bank 
redundancy, widely differing bank 
processes and requirements make manual 
payroll more susceptible to errors and 
that much more challenging to secure. 

In tandem, manual payment operations 
and risk assessment challenges stifle 
growth for PEOs—quite simply, payroll 
management practices threaten security, 
squander resources, and negatively 
impact client experience across the 
customer lifecycle for PEOs. 
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In an industry moving well over $300 
billion a year, treasury operations are not 
just back-office tasks, they’re front-line 
drivers of profit and scale.
FIVE WAYS TO MODERNIZE TREASURY 
AND SPUR GROWTH
Luckily, with the right partners, processes, 
and technology in place, PEOs can unlock 
massive scale without adding overhead or 
taking on unnecessary risk. Centralized, 
automated payroll saves massive amounts 
of time and money, increasing speed and 
profitability, and shoring up security to 
enable growth via M&A. 

Here are the top considerations for 
leaders looking to modernize their 
treasury function:

1. Choose the Right Banks 
Quality bank partners should possess the 
infrastructure to support labor compli-
ance and automation. What may seem 
like basic requirements—accepting HCM 
files, timely payment status visibility, late 
end of day cut-off, bill by wire processing 
etc.—are not offered by most banks.

At the very least, you’ll want the ability 
to approve payments without making a 
required phone call, and post cash 
without checking a portal. 

2. Explore Integrations
Selecting the right bank can not only help 
you meet client service terms but also 
open the door to increased revenue. 

Access to instant payment APIs and 
reporting can increase  retention via 
features like last-minute payroll and 
faster, self-driven payroll corrections. 
Transaction-level reporting can shave 
over 90% off staff time dedicated to daily 
closing practices.

Access to banking APIs is instrumental for 
unifying payroll data and processes. The 
seamless flow of data through these 
integrations can give PEOs a centralized 
view of key metrics across banks—and sync 
without manual data entry into your payroll, 
tax, accounting, ERP, and CRM systems.

3. Automate Risk Detection
PEO treasury teams should approach 
security in a preventative—rather than 
reactive—way.  This requires an auto-
mated engine that flags risk by client as 
soon as behavior changes, without 
manual review or spreadsheet exports. 
Teams should look to:

• Integrate real-time feeds for payment 
impounds, return codes, and settle-
ment by transaction into a dashboard.

• Define simple rules to flag high-risk 
behavior, i.e., over two return codes 
in 30 days. 

• Trigger a “hold payroll” recommenda-
tion if a client crosses a threshold limit.

• Feed hold decisions back into an 
invoicing and payroll system to plan 
for future client-level decisions. 

4. Optimize Payment Routing
When PEOs route every payroll the same 
way, regardless of the client or timing, money 
and control are left on the table. Smarter 
payment routing is one of the easiest ways to 
reduce payroll costs and increase reliability. 

To improve payment processes, PEOs 
should begin by assessing and tagging 
each client with a payment risk profile. If 
a client often wires late, for example, use 
reverse wire and only release payroll 
once funds arrive. If a client is consis-
tently reliable, release their ACH on 
schedule and take advantage of the float. 

If a new prospect has several liens or a 
company recently doubled in size, each 
deserves a change in tag. These tags can be 
automated through the above-mentioned 
risk engine—with technical resources you 
might stand this up in-house or choose an 
expert partner. 

5. Explore Faster Payments
With an estimated 67% of Americans 
living paycheck to paycheck, the signifi-
cance of RTP and FedNow cannot be 
overstated. When PEOs can support a 
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client’s request for emergency payments, 
as an example, or same-day payouts to gig 
workers, client experience skyrockets. 

While faster payroll can clearly benefit end 
recipients, payment originators also stand to 
gain. Like wires and wire drawdowns, RTP 
and FedNow cannot be reversed or returned, 
offering an attractive alternative to ACH. 
These rails also operate 24/7/365. 

With non-stop service and greater 
real-time insight into cash balances, 
faster payrolls allow PEOs to strategically 
approach cash flow, maximizing interest 
or float. Faster payments, however, 
reinforce the need for real-time bank data 
and alerts via APIs, since fraud and 
security risks also happen faster when 
payroll moves instantly and irrevocably. 

OYE FAJOBI

Head of Product
Nivelo
New York, NY

ELI POLANCO

CEO
Nivelo
New York, NY
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BY JOE MIGNECO

In today’s competitive labor market, 
PEOs are increasingly asked to help 

client companies do more than run 
payroll—they’re being asked to help 
attract and retain talent, especially in 
high-turnover industries. One of the 
most urgent trends shaping this conversa-
tion: real-time payroll.

As workers expect faster access to 
their earnings, the traditional two-week 
pay cycle feels increasingly outdated. 
Employers, particularly those in 
industries like healthcare, hospitality, 
and staffing, are under pressure to offer 
earned wage access (EWA) and same-
day pay options. Large payroll platforms 
have already taken steps in this direc-
tion, and PEOs will need to consider 
how they can respond—not in theory, 
but in infrastructure.

CHANGING EXPECTATIONS, 
TANGIBLE PRESSURE
The desire for faster pay isn’t just a 
convenience, it’s often a necessity. 
According to recent data from the 
Federal Reserve, a significant portion of 
U.S. adults would struggle to cover a 
small emergency expense. Many turn to 
short-term credit or payday loans to 
bridge the gap between work and payday.

Offering real-time or early wage access 
provides employees with greater control over 
their finances and can significantly reduce 
financial stress. Many employers see it as a 
loyalty-building tool: workers who know 

they can get paid quickly are more likely to 
stay longer and show up consistently.

This shift is why real-time payroll is 
gaining momentum—not just as a trend, 
but as a competitive necessity for employ-
ers and a potential differentiator for the 
PEOs that support them.

THE TECHNOLOGY  
THAT MAKES IT POSSIBLE
Real-time payroll is powered by two key 
innovations in U.S. banking: the RTP® 
network, run by The Clearing House, and 
FedNow®, the instant payment rail 
launched by the Federal Reserve in 2023. 
These systems allow funds to move 
between institutions within seconds, 
24/7/365—including nights, weekends, 
and holidays.

The number of participating financial 
institutions is growing rapidly, enabling 
broader access to real-time payments 
across the workforce. However, this new 
capability requires more than just access 
to fast rails—it also demands new 
processes for liquidity, payroll logic, and 
settlement timing.

PEOs considering real-time payroll will 
need to plan carefully, or they risk 
building a system that adds complexity 
without delivering value.

WHAT PEOS SHOULD CONSIDER
Offering real-time pay involves more 
than just flipping a switch. While the 
benefits are clear, the implementation 

The Rise Of  
Real-Time Payroll:  
What PEOs Need To Know 
About Instant Wage Access
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Working with a partner that priori-
tizes compatibility can significantly 
reduce rollout time and cost.

STRATEGIC ADVANTAGES FOR PEOS
Beyond employee satisfaction, real-time 
payroll offers measurable bene-
fits for PEOs:

Client Retention and 
Differentiation: Offering real-time pay 
helps PEOs stand out, especially in 
industries facing labor shortages.

New Revenue Opportunities: Some 
PEOs bundle instant pay as a value-added 
service or premium feature.

Operational Efficiency: When 
employees have access to earnings in real 
time, support calls and payroll inquiries 
often decline—reducing administrative 
burden for client HR teams.

In other words, real-time pay can move 
the needle both financially and operationally.

PROCEED STRATEGICALLY— 
BUT DON’T WAIT TOO LONG
Real-time payroll is becoming a competi-
tive standard. But jumping in without a 
clear roadmap can create unintended 
consequences. PEOs should look for 
partners who not only provide access to 

RTP® and FedNow®, but who also 
understand the funding workflows, 
eligibility logic, security controls, and 
compliance requirements specific to 
the PEO model.

Whether through a native payroll 
integration or a platform overlay, it’s 
critical to choose a solution that mini-
mizes disruption, uses existing file 
formats where possible, and scales with 
your client base.

The era of waiting for payday is ending. 
Real-time payroll is more than a 
feature—it’s becoming an expectation, 
especially in industries that rely on 
flexibility and speed to compete 
for workers.

For PEOs, now is the time to explore 
the infrastructure, processes, and 
partnerships needed to support this shift. 
Those who plan early and execute with 
the right tools will not only meet client 
expectations—but exceed them. 

requires careful planning across multi-
ple dimensions.

Funding Models. Real-time pay-
ments must be pre-funded. PEOs need a 
reliable mechanism to ensure payroll 
liquidity is available before initiating 
payments. Many experienced providers 
now offer wire-based pre-funding, 
where employers send funds ahead of 
payroll and reserve-based funding, 
where a retainer balance is maintained 
and auto-replenished once it dips below 
a defined threshold. The reserve-based 
funding approach reduces disruption 
while providing the reliability required 
for 24/7 wage disbursement.

Employee Eligibility. Not all 
employees can currently receive instant 
payments. Eligibility is based on whether 
an employee’s bank or credit union 
participates in RTP® or FedNow®. To 
manage this efficiently, some modern 
platforms include routing number 
intelligence that can automatically 
identify eligible employees and route 
others through fallback methods like 
Same-Day or Next-Day ACH. This logic 
ensures consistent, compliant pay 
delivery—without asking payroll teams 
to manually sort transactions.

Integration and Simplicity. Many 
PEOs hesitate to implement real-time 
pay due to concerns about complex file 
formats or workflow changes. But 
newer solutions allow PEOs to continue 
using their standard NACHA file, 
removing the need to build or support 
new file structures. For PEOs with 
proprietary software, API-based options 
allow for secure integration without 
overhauling the tech stack.

JOE MIGNECO

Director of Sales & Marketing
NatPay
Tampa, FL
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The Voluntary Benefits PEOs 
Need To Stay Competitive 
And Grow Revenue 

The market for PEOs is more 
competitive than ever, as numerous 

providers offer similar services and 
benefits while attempting to differenti-
ate themselves. 

Currently, focusing on employee 
engagement is key to helping clients 
build strong and motivated teams. 
According to Gallup’s 2025 State of the 
Global Workplace report, global employee 
engagement has dropped for only the 
second time since 2009—a clear signal 
that PEOs must rethink how they 
support their clients’ teams.

PEOs are uniquely positioned to help 
clients win at employee engagement by 
offering benefits that are not only 
attractive to employees but also deliver 
measurable business value. 

In August 2024, we surveyed over 300 
employees across several industries and 
generations, spanning Gen Z to Baby 
Boomers, for our report on the most 
in-demand voluntary benefits and perks. 
The survey respondents comprise a mix of 
hourly and salaried employees, represent-
ing remote, hybrid, and in-person workers 
from every region in the United States. 
This article highlights key findings from 
that research and explores today’s most 
sought-after voluntary benefits—and 
how they solve problems and create ROI 
for PEOs and their clients alike.

VOLUNTARY BENEFITS: MORE  
THAN JUST OFFICE PERKS 
Voluntary or fringe benefits go beyond 
the basics of healthcare, dental, and 
401(k) plans. They are customizable, 
cost-efficient options that offer employees 
flexibility, enhance their quality of life, 
and build loyalty. For some employees, a 
benefits package is a more significant 
deciding factor than compensation when 
accepting a job offer. 

91% of surveyed employees said that 
benefits are important or very important 
in their decision to accept a job. 47.4% of 
employees said they would consider 
taking a pay cut at a new job for 
better benefits.

For PEOs, these benefits are a powerful 
way to differentiate service offerings, 
meet the needs of diverse client sets, and 
attract and retain new clients in a 
competitive market.

1. PAID TIME OFF (PTO) AND FLEXIBLE 
WORK ARRANGEMENTS 
Your clients are probably struggling 
with employee burnout and retention, 
given the global drop in employee 
engagement. According to our research, 
PTO and hybrid/remote work options 
were the top two most valued voluntary 
benefits, each chosen by 25.4% of the 
surveyed employees. 

PTO and flexible work arrangements 
directly support work-life balance. For 
PEO clients, enabling better time-off 
policies or location flexibility can lead to 
higher morale and reduced burnout—
factors that decrease turnover and 
absenteeism. Start small if needed—even 
seasonal flexibility, such as “Summer 
Fridays,” can go a long way toward helping 
employees achieve a work-life balance. 

For PEOs, creating ready-to-launch 
flexible work policies for clients can 
position your services as a powerful asset 
in the war for talent.

2. MENTAL HEALTH SUPPORT 
A drop in employee engagement can be 
attributed to many factors, but poor 
mental health continues to impact 
productivity. The Gallup 2022 Well-Being 
Index found that missed work due to 
unplanned mental health leave cost the 
economy $47.6 billion.  

With 85% of surveyed employees rating 
mental health benefits important, it’s clear 
that offerings like mental health days, 
mindfulness apps, and company-wide 
wellness initiatives would support the 
workforce—while also positively impact-
ing company profitability. 

Mental health support can look 
different based on different clients, but 
PEOs can offer: free or subsidized access 

BY JENNIFER KUSH
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to mindfulness apps like Calm or 
Headspace, training for managers to 
spot the signs of burnout and anxiety in 
their teams, and increased access to or 
financial support for therapy and 
counselling sessions. 

Promoting mental wellness isn’t just 
good for employees—it fosters a more 
resilient and focused workforce, ultimately 
leading to improved performance. PEOs 
who champion mental wellness will not 
only build stronger client relationships—
they’ll create workplaces where employees 
can thrive, innovate, and stay longer.

3. GYM MEMBERSHIPS  
AND WELLNESS BENEFITS
Wellness-related benefits are in high 
demand among today’s employees, who are 
increasingly concerned about their holistic 
well-being. Businesses that demonstrate 
care will stand out. 

Consider offerings such as:
• Subsidized gym and fitness club 
memberships. These are the top 
benefit that our survey respondents wish 
they had access to. 20% of surveyed 
employees chose gym memberships as 
one of their top wish-list benefits. 

• On-site or virtual classes. These 
can help employees build time for 
mental and physical health and 
fitness into their workdays.

• Wellness stipends. These can be 
used for employees’ wellness 
expenses of choice.

• Company-wide fitness chal-
lenges. Include rewards for partici-
pation and engagement. 

Subsidizing or offering benefits that 
support employees’ physical and mental 
well-being shows a company’s commitment 
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Subsidizing or offering 
benefits that support 
employees’ physical 
and mental well-being 
shows a company’s 
commitment to holistic 
employee well-being.
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to holistic employee well-being. For PEOs, 
this could also lower long-term healthcare 
costs and promote higher engagement and 
productivity, which, in turn, improves 
client loyalty. 

4. FINANCIAL WELLNESS TOOLS 
In ZayZoon’s State of Employee Financial 
Wellness report, over half of employees 
reported daily financial stress. The stress is 
primarily coming from the pressure to 
cover necessities—73% of respondents 
stated that covering bills, rent, and 
groceries is their primary financial stressor.

Financial stress doesn’t clock out 
when employees clock in for work—it 
stays with them and impacts productiv-
ity and engagement. 43% of employees 
say financial stress impacts their focus 
at work. PEOs can offer financial 
wellness benefits that support employ-
ees’ short and long-term financial goals 

In our survey, financial wellness 
benefits ranked as the fourth most 
valuable benefit for today’s employees. 

Here is what financial wellness benefits 
can look like.

• Financial education programs: 
Provide employees with the neces-
sary skills and coaching to navigate 
tricky topics like budgeting and 
saving, student loan payments, 
retirement planning, and more. 

• Earned wage access (EWA): 
Allows employees to access already-
earned wages ahead of payday, 
privately and without needing to 
involve a manager. 63% of work-
places report increased productivity 
after offering EWA, and 74% of 

employees said that having EWA 
available to them has improved their 
overall financial well-being and 
level of stress.

• Bundled perks and discounts: 
Offering access to savings on 
everyday expenses, such as grocer-
ies, gas, or medications, helps 
employees access essential 
items with ease.

By helping companies invest in their 
employees’ financial health, PEOs can 
stand out to clients as forward-thinking 
and creative, especially as many of these 
benefits, like earned wage access, come 
at no cost to business owners. 

5. REWARDS AND RECOGNITION 
Recognition programs can be an import-
ant part of workplace engagement, with 
Gallup finding that employees who 
receive recognition are 5x as likely to be 
engaged at work. 

Recognition, such as peer-to-peer 
platforms, service anniversary awards, 
employee awards, or even personalized 
thank-yous from leadership, increases 
employee engagement and satisfaction. 

In order to create a lasting impact, 
recognition needs to be baked into an 
organization’s everyday culture. PEOs 
can foster this culture by providing 
businesses with the tools and support 
necessary to integrate recognition 
into work life. 

By offering benefits that make 
recognition frequent and embedding it 
into existing workflows, PEOs can offer a 
low-cost, high-impact solution that is 

proven to increase employee engagement 
and foster loyalty and enthusiasm 
across the board.

STRATEGIC TAKEAWAYS FOR PEOS
• Differentiation through bene-
fits: Offering high-demand volun-
tary benefits and perks helps PEOs 
stand out as customizable and 
relevant in a crowded marketplace.

• Retention and recruitment: 
Businesses that leverage these 
benefits report higher employee 
satisfaction and lower turnover.

• Cost efficiency: Many voluntary 
benefits are low-cost or no-cost, 
compared to the financial impact of 
turnover and disengagement.

The modern workforce is evolving, and 
benefit expectations are evolving with it. 
The usual health, dental, and 401(k) are 
no longer enough to attract, motivate, 
and engage top talent. 

For PEOs looking to stay competitive and 
drive results in a time of employee disen-
gagement, voluntary benefits are more than 
employee perks. They’re strategic invest-
ments in talent and profitability. 

By adopting the top voluntary benefits 
and perks and keeping their offerings agile, 
PEOs can solidify their role as indispensable 
partners in business success. 

JENNIFER KUSH

Business Development 
Manager
ZayZoon
Scottsdale, AZ
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or more than 40 years, 
KEENA has been a trusted 
name in the Lake George 
region of upstate New 

York. Founded as a staffing company, 
KEENA has helped countless small 
businesses fulfill their workforce needs. 
Around 2001, the company added PEO 
services to the mix, although it was 
never a robust business line. That all 
changed a few years ago when Christina 
Gerarde took over the company from her 
mother. Like any new business leader 
would, she examined the state of the 
company and reflected on the type of 
services she wanted to offer. As she 
continued this process and spoke more 
with her team it became clear that PEO 
was the direction KEENA should take. 
That decision sparked a company 
transformation that’s included a 
rebrand, many new team members and a 
strong commitment to offering robust 
PEO services and expertise. 

ASSEMBLING A STRONG TEAM
Gerarde always thought joining the 
family business was in the cards, but her 
parents had a strict five-year rule. She had 
to first work somewhere else for at least 
five years before she was able to join 
KEENA. When she finally did join the 
company, she immersed herself in the 
business from top to bottom. 

“I spent a lot of time learning and doing 
every role in the company, even running 
the front desk,” Gerarde says, “I even 
delivered payroll back when I was in 
high school.” 

Learning and growing on the job is a 
hallmark of the KEENA culture. The 
company prides itself on the ability for 
employees to learn, grow and pursue new 
responsibilities. The KEENA leadership 
team is a prime example. 

Josh Lyons joined in 2016 and grew 
into the role of finance manager. Shawn 
Weinberger joined in an operations role, 
but has been instrumental in KEENA’s 
sales, marketing and re-brand efforts. 
Sam Rathbun rounds out the leadership 

FKEENA: 
ALL IN ON PEO
BY CHRIS CHANEY

Shawn Weinberger, Sam Rathbun, & Christina Gerarde.
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team and serves as the general manager 
after initially starting on the staffing side 
of the business and in HR roles. 

The entire KEENA team is a small, 
hands-on group of professionals who are 
deeply committed to serving their clients 
and supporting one another. As a small 
team with big goals, several core values 
underpin company culture and help make 

sure everyone moves in the same direc-
tion. After a lot of reflection and discus-
sion, the team settled on these core 
values: collective responsibility, humble 
confidence, unwavering trust and respect, 
and effective communication.

“We relied on EOS [entrepreneurial 
operating system] to help develop these 
values with a lot of soul searching,” 
Rathbun says. “We hire and evaluate 
performance based on these values. We 
believe we can teach you the right skills if 
you share these values.” 

Simply put, these values help create a 
collaborative culture where everyone 
supports each other. It helps make 
coming to work an enjoyable experience 
and creates an atmosphere that everyone 
wants to be a part of. 

“This is the first place I’ve worked 
where I feel valued as a person first, and 
an employee second,” Lyons says. 

The entire KEENA team 
is a small, hands-on group 
of professionals who 
are deeply committed to 
serving their clients and 
supporting one another.

EMBRACING PEO
After having relied on EOS to help 
organize and modernize the business 
and working through leadership courses, 
Rathbun and Gerarde came to the 
realization that staffing was not a path 
they wanted to move forward on. 

“Sam and I were in a meeting, and we 
made the decision to go all in on PEO,” 
Gerarde recalls. 

“It was clear that PEO most matched the 
direction we wanted to go in,” Rathbun adds. 

That’s when the learning curve kicked 
in. Since PEO had been a stagnant line 
of business for so long, there was no 
company playbook or guide. The team 
had to learn a lot and get up to speed on 
industry best practices. They had to 
secure new partnerships and develop 
better benefits packages, too. 

“NAPEO and the relationships we’ve 
made there have been incredibly helpful,” 
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Gerarde says, “We got everything we 
needed to put all the pieces in place.” 

There have been challenges along the way 
of course and new processes and procedures 
had to be created, but the biggest challenge 
is spreading the news about PEO. For most 
of its history, KEENA’s clients fell within a 
30-mile radius, but the company is now 
focused on growing outside this boundary 
and even branching into other states. The 
decision to undertake a company rebrand 
has helped boost KEENA’s visibility and 
presence in the region. 

The team didn’t want to lose the 
KEENA name since it’s so well known in 
the region, but the new logo helped spark 
a conversation about the new direction 
of the company. It represented a chance 
to bring new energy and renewed focus 
to the PEO offering.

The process has also included a new 
website, SEO program and partnership 
with a local marketing firm. Weinberger 
has led the charge on this effort, a 
reflection of the company’s willingness to 
play to peoples strengthens and allow 
him to tap into the creative side. 

It may be a new sales and marketing 
strategy, but it still emphasizes the 
company’s roots as a community 
focused, hyper-local organization. 

“We take a lot of pride in building real 
relationships with clients. It’s a hospitality 
focused approach to provide deep support 
which has helped with growth and attract-
ing new clients,” Weinberger says. 

This growth process and evolution of 
the company has been challenging, but 
also very rewarding. The team is united 
behind a shared vision and goals and 

deeply committed to helping everyone 
succeed. The team has come quite a  
long way in the last few years but  
knows there is a lot more potential  
in front of them. 

“We went from truly not being able to sell 
PEO because we didn’t understand it, to 
now believing in it. We know working with 
a PEO is best for businesses,” Gerarde says. 

The secret to KEENA’s renewed success? 
“These three team members deserve all 

the credit in the word for where we’re at,” 
Gerarde believes. 

Our PEO team is dedicated to supporting the PEO  
industry by providing customized treasury management  
solutions, advanced payment capabilities and corporate  
banking products specifically tailored for our nationwide 
portfolio of PEO clients.

Move Your PEO forward with SouthState

• Experienced bankers focused on the PEO industry
• Extended ACH (8PM Eastern) and Wire (6PM Eastern)

processing deadlines
• Experts in payroll processing
• Access to Same Day ACH and reverse wires
• Send and Receive Payments Instantly through the RTP®

and FedNow® Networks

Banking Forward: 
Payment Solutions 
for PEOs

Member FDIC LEARN MORE

Matt Roberts
404.995.6262
Matthew.Roberts@SouthStateBank.com



2025 PEO
Capitol Summit
May 20 - 22, 2025
The Ritz Carlton, Pentagon City
Arlington, VA

Thank you to everyone who attended NAPEO’s 2025 PEO Capitol Summit
to celebrate National PEO Week, and tell the PEO story on Capitol
Hill. Join us next year, May 19-21, 2026. 

NAPEO THANKS THIS YEAR’S PEO CAPITOL SUMMIT SPONSORS 
FOR THEIR GENEROUS SUPPORT:

Premier

Friends

Partners

Supporters

ADDITIONAL EVENT SPONSORS:

Slavic401k, Associate Member Breakfast, Women in NAPEO Reception, PAC Appreciation
Libertate Insurance Services, Board of Directors Lunch

AmWINS Specialty Casualty Solutions, LLC, PAC Appreciation
Fisher Phillips, PAC Appreciation

Payroll Funding Company LLC, PAC Appreciation
PEO Velocity by Compass/PRM, PAC Appreciation
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everal weeks ago, nearly 
200 NAPEO members 
descended on Washington, 
D.C. to advocate for our 

industry and fight to protect our future. 
During NAPEO’s annual PEO Capitol 
Summit we took to Capitol Hill to meet 
with lawmakers to urge support of H.R. 
3223. This bi-partisan bill is a NAPEO-
supported effort to clarify in federal 
statute that tax credit liability belongs 
with those who benefit from it, not a PEO. 
This effort has been a top priority of our 
federal government affairs team and 
represents a significant milestone in our 
advocacy efforts. 

Our industry’s presence on Capitol Hill 
was heard loud and clear thanks to 
everyone who took time to participate 
and help tell our story. There’s more work 
to be done, but your work helped move 
the needle. 

The event was also a chance to 
celebrate National PEO Week and all the 
good work PEOs do for small and 
mid-sized businesses across America. 
PEOs play a vital role in the lives of so 
many employees and businesses, it’s 
certainly worth celebrating. 

Of course, it wouldn’t be a PEO 
conference without a healthy dose of legal 
and compliance education. The regulatory 

S

and compliance landscape is only growing 
more complex which presents an oppor-
tunity for PEOs to showcase value to 
clients, but also presents new challenges 
to mindful of. Our experts showcased 
their knowledge and experience with 
clarity and precision, helping everyone 
take home new lessons and information.

We were also lucky to hear from US 
Chamber of Commerce CEO Suzanne 
Clark who spoke about the challenges the 
business community faces. She called on 
us to work together to help bring solu-
tions to the table. 

It was whirlwind few days with palpable 
energy, excitement and optimism. Board 
Chair David Feinberg of Justworks 
remarked that all of the good things and 
accomplishments members heard about 
are the direct result of years of hard work, 
dedication and support from countless 
members. Let’s keep moving forward and 
driving results. 

PEO CAPITOL SUMMIT 2025:  
REAL PROGRESS, REAL RESULTS
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FROM 
REGULATORY 
CHAOS TO 
STRATEGIC 
ADVANTAGE: 
BEST PRACTICES  
FOR IMPLEMENTING 
NEW REGULATIONS

n our tracking of regulatory 
changes affecting our 
clients across multiple 
jurisdictions, we’ve 

documented an average of at least 50 
significant compliance updates annually— 
changes that can overwhelm even the 
most diligent business owners. One of the 
major selling points of a PEO for over-
worked administrators, in addition to 
payroll processing or benefits administra-
tion—is having experts who can help 
decipher the constant flow of regulatory 
changes and protect their business. As 
leaders in this space, we develop system-
atic approaches to turn regulatory 
complexity into competitive advantage.

As we move through 2025, regulations 
from the SECURE 2.0 Act taking effect 
provide the perfect case study to 
demonstrate effective compliance 
management in action. Below is an 
outline of how our PEO transforms 
complex regulatory requirements into 
streamlined client solutions through a 
practical framework which apply to any 
regulatory update.

UNDERSTANDING SECURE ACT 2.0: 
ENCOURAGING EMPLOYEES TO BUILD 
THEIR FINANCIAL FUTURES
One of the law’s main purposes is to 
increase employee participation in employer- 
sponsored retirement plans. For brevity, 
let’s examine one critical component: 
the mandatory auto-enrollment require-
ment for new plans. This provision 
requires any retirement plan created 
after December 29, 2022, to automati-
cally enroll new employees at a contribu-
tion rate between 3% and 10%, effective 
January 1, 2025.

That single requirement generates 
numerous implementation questions. 
For PEOs supporting clients with 
standalone 401(k) plans, 403(b) plans, 
or clients participating in our MEP, this 

I

BY DEBORAH DHUY
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Breathe easy. We've got your back-office. 
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requirement creates both obligations 
and opportunities. Here’s how we’ve put 
our regulatory management plan 
into action.

STEP 1: ESTABLISHING MULTI-CHANNEL 
INFORMATION NETWORKS
When SECURE Act 2.0 passed in 2022, 
our leadership took note, but like most 
regulations, we recognized the timeline 
between ratification and implementa-
tion would be long. The auto enrollment 
rule’s proposed guidance wasn’t pub-
lished by the IRS until January 14, 
2025—after the effective date— 
with the comment period ending 
March 17, 2025.

Rather than waiting for final guidance 
or relying on a single information 
source, we activated our multi-channel 
approach to gather information:

• Direct monitoring of IRS news 
releases and regulatory updates

• Active participation in law firm 
webinars and specialized newsletters

• Engagement with NAPEO  
regulatory updates

• Weekly consultations with our 
retirement partners

• Early testing of software platform 
updates and participation in  
implementation webinars

Leadership Insight: Each vendor is 
working in parallel on regulatory 
changes to update and produce their 
own solutions for businesses indepen-
dent of the PEO. By working together 
with them, you can leverage those 
partnerships during their process to get 
customized materials created and assist 
in beta testing software, which creates 

stronger relationships with your vendors 
and better processes for your clients.

This diversified approach ensures we 
identify subtle interpretations and 
implementation challenges months 
before they impact our clients.

STEP 2: BREAKING DOWN  
DEPARTMENTAL SILOS
Auto-enrollment impacts multiple 
departments across our organization. 
Rather than allowing this knowledge to 
remain siloed, we established biweekly 
leadership meetings where our leaders 
share updates with representatives from:

• Implementation Team (for setting up 
new clients)

• HR Business Partners (who field 
client questions)

• Payroll Department (for coordination 
with onboarding)
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• HRIS Team (for platform configuration)
• Business Development (for prospect 

client conversations)

Each department representative 
determines what information impacts 
their operations and distributes it to team 
members accordingly. For example, our 
business development team now confi-
dently explains to prospects how rolling 
their existing 401K plan into our MEP 
won’t trigger the auto-enrollment require-
ment because it isn’t considered a new 
plan—a key selling point for our 401K 
solution that addresses a common concern.

STEP 3: CRAFTING STRATEGIC  
CLIENT COMMUNICATIONS
With our internal knowledge base 
established, we developed a tiered 
communication approach that delivers 
the right information to the right clients 
at the right time. 

Tier 1: General Awareness (all 
clients): Brief overview of Secure Act 
2.0 changes for 2025, clear guidance on 
determining if compliance is required, 
timeline of implementation with key 
decision points, and introduction to our 
retirement plan partners. 

Tier 2: Preparation Guidelines 
(clients subject to requirements): 
Detailed implementation steps with 
timeline indicators, employee notifica-
tion templates and communication 
strategies, and training materials for 
client administrators. 

Tier 3: Implementation Support 
(clients actively adding the require-
ment): Direct communication with our 
TPA, FuturePlan, to verify eligibility and 
plan language, verification process for 
plan document changes and approval, 
step-by-step setup of auto enrollment in 

PrismHR and Vestwell, weekly quality 
checks with Vestwell to verify enrollment 
functionality, payroll system validation to 
ensure accurate implementation, and 
direct access to assistance for employees 
requesting to opt out. 

Case Study: One of our new clients, 
running two schools in the middle of 2024, 
required a plan update to meet the auto 
enrollment requirement. They continue to 
be impressed with our knowledge and 
expertise while assisting them through a 
tricky mid-year move of their payroll and 
retirement plan.They have also praised our 
foresight as our partner worked with them 
on their new plan document which 
included the auto-enrollment for 2025, 
therefore, eliminating the need for an 
amendment and providing ample time for 
employee communications. The system 
change was completed flawlessly resulting 
in an informed and happy client.

Each communication tier provides 
precisely the right amount of information 
without overwhelming clients. We’ve 
been particularly careful to exclude our 
clients with fewer than 10 employees 
from unnecessary communications, as 
they’re exempt from these requirements.

STEP 4: BUILDING A DYNAMIC 
KNOWLEDGE REPOSITORY
We recognize that auto enrollment 
information will be needed repeatedly as 
the system evolves and as new clients 
onboard. We’ve created a dedicated 
section in our knowledge base with:

• Recorded training webinars for 
internal staff

• Client-facing FAQs and  
educational materials

• Step-by-step implementation guides
• Technical documentation for  

platform integration

• Legal updates and interpretations 
from counsel

• Case studies of complex situations 
and solutions

This repository allows our 
Implementation team to educate new 
clients consistently, our marketing team 
to highlight our expertise in content 
creation, and our service team to quickly 
access information when client circum-
stances change, such as when a client 
adds their 11th employee.

STEP 5: CLEARLY DEFINING  
SERVICE BOUNDARIES
Perhaps most importantly, we’ve clearly 
defined what aspects of compliance we 
handle as the PEO and what remains the 
client’s responsibility. We don’t typically 
provide extensive assistance with plans 
outside our MEP beyond taking deduc-
tions, but we do send out general 
educational materials to those clients. 
Our standard client service agreement 
defines our HR support to include 
guidance and counseling on regulations, 
not legal advice.

This clarity prevents our well-meaning 
specialists from inadvertently taking on 
client risks while still providing excellent 
service. It also creates transparent 
expectations that build trust with clients.

RESULTS: TRANSFORMING COMPLEXITY 
INTO COMPETITIVE ADVANTAGE
By following these best practices, we’ve 
transformed what could have been a 
confusing regulatory change into a smooth 
transition for both our organization and our 
clients. The results speak for themselves as 
we have increased our MEP portfolio in the 
last two years by 21% and 26% respectively, 
tying our clients tighter into our model. 
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Our business development team now 
actively uses our retirement plan expertise 
as a selling point with prospects concerned 
about maintaining compliance.

LOOKING FORWARD: APPLYING THIS 
FRAMEWORK TO OTHER 2025 CHANGES
The framework we’ve established for auto 
enrollment demonstrates our template 
for addressing other significant 2025 
compliance developments, including new 
state paid family medical leave pro-
grams, expanded pay transparency 
requirements, and evolving minimum 
wage and overtime regulations. 

By applying these same five steps 
consistently, we’ve positioned our PEO 
as a true compliance partner for our 
clients rather than just a service pro-
vider, creating a meaningful competitive 
advantage in the marketplace.

Albert Einstein once said “Strive not to 
be a success, but rather to be of value.” I 
believe that we can be successful by 
providing value to our clients. As the 
regulatory environment grows increas-
ingly complex, PEOs that excel in 
compliance management will be those 
that create order from chaos, transform-
ing what could be administrative 

DEBORAH DHUY

Director of Human Resources
Armhr
Easy Syracuse, NY

burdens into strategic advantages. The 
most successful PEOs won’t just help 
clients avoid problems—they’ll use 
regulatory expertise to help clients 
thrive in complexity. I’m committed to 
ensuring our organization leads this 
evolution, setting new standards for 
what clients should expect from their 
PEO partnership. 

Ready to Learn More?

Contact Ameritas retirement plans at  
800-923-2732, PEO@ameritas.com, or scan 
the QR code to discover how to start or grow 
your pooled retirement plan today.

Fulfilling life® is a registered service mark of affiliate Ameritas Holding Company. © 2025 Ameritas Mutual Holding CompanyAD 724  6-25

•  Use actionable technology to engage adopting employers and participants 
throughout their entire retirement journey.

•  Partner with our dedicated marketing team to close more adopting employer sales.

• Attract more clients with our frictionless, 360° payroll integration.

Is Your Retirement Plan Driving Retention 
and Profitability for Your PEO?
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BUILDING BETTER 
RETIREMENT 
OUTCOMES:  
BEST PRACTICES FOR PEOs 
SUPPORTING CLIENT PLANS

ore businesses are offering 
retirement plans—not just 
because they have to, but 
because employees expect 

it. For PEOs, that shift creates a clear 
opportunity: to help clients go beyond 
basic compliance and build retirement 
solutions that serve both their teams 
and their business goals.

State-sponsored programs have 
pushed this issue into the spotlight. But 
the real conversation for PEOs is about 
value—how to help clients offer plans 
that employees understand, use, and 
appreciate. Plans that improve financial 
outcomes and support long-term 
workforce stability.

So how do you get there? This article 
explores practical ways PEOs can lead on 
retirement strategy and bring meaningful 
value to clients and their teams.

WHAT’S CHANGING AND WHY IT 
MATTERS NOW
More than 30 states have either launched 
or proposed retirement savings programs. 
Most follow an auto-IRA model: employ-
ers that don’t offer a plan must facilitate 
employee payroll deductions into a 
state-managed Roth IRA.

These programs are simple by design. 
But simplicity has trade-offs. Employers 
can’t contribute, investment options are 
limited, and administrative support varies 

widely. That leaves room for PEOs to offer 
alternatives that better fit client goals.

As a PEO, you likely already manage 
payroll, benefits, and compliance for clients 
across multiple jurisdictions. You’re 
well-positioned to fold retirement support 
into the broader HR ecosystem—and help 
clients make smarter decisions about plan 
design, communication, and execution.

FROM OBLIGATION TO OPPORTUNITY
State mandates can feel like one more box 
to check. But for PEOs, they’re also a 
chance to lead smarter conversations 
about long-term financial wellness. When 
a client gets a state notice about manda-
tory retirement enrollment, the instinct is 

M
BY KRISTEN FRADIANI
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often reactive: What do we have to do? But 
what if the conversation shifted to: What’s 
best for your employees?

Here’s where PEOs can lean in.
Make plan selection intentional. 

Whether it’s a simple IRA, a state- 
facilitated plan, or a PEO-sponsored 
401(k), your clients need support under-
standing what each option offers—and 
what it doesn’t. Match the plan to their 
workforce size, budget, and goals.

Simplify the employee experience. 
Employees don’t enroll in plans they don’t 
understand. Make it easy. Provide 
ready-to-use content and tools that 
explain how contributions work, why it 
matters, and how to get started—even if 
it’s just $10 per paycheck.

Align payroll and systems. 
Retirement plan effectiveness lives or dies 
in the details. Payroll deductions must be 
timely. Contribution limits must be 
tracked. Plan data must stay clean. PEOs 

are uniquely equipped to make sure those 
details don’t get lost.

FIVE BEST PRACTICES FOR PEOs TO 
SUPPORT RETIREMENT SUCCESS
PEOs are doing more than just managing 
risk. You’re helping your clients build 
workplaces where people feel valued and 
supported. These five practices can move 
that forward. 
1.Know your clients’ footprint. State 

mandates vary. Keep a clear, current 
map of which clients are in which 
states and whether they’re subject to 
participation. Even if a client offers a 
plan, documentation may still be 
required to claim exemption.

2.Help clients compare options. 
State plans aren’t inherently bad—
they’re just limited. For a growing 
client, the lack of employer matching or 
limited investment flexibility may 
become a pain point. Be ready to 

explain how a PEO 401(k), MEP, or 
pooled plan stacks up in terms of cost, 
control, and employee experience.

3.Build for engagement, not just 
enrollment. Auto-enrollment 
continues to drive higher participation 
across retirement plans. According to 
Vanguard’s How America Saves 2024, 
61% of plans offered automatic enroll-
ment in 2024—including nearly 80% of 
plans with 1,000 or more participants. 
For PEOs managing retirement plans 
that span multiple worksite employers, 
this trend offers a strong benchmark for 
plan design decisions.  
Participation is a strong start— 
but long-term engagement takes more 
than a default setting. Employees who 
feel confident about saving—and 
understand how their plan works—are 
more likely to contribute consistently. 
PEOs can support this by making 
retirement education a standard part of 
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onboarding, offering financial wellness 
tools, and helping clients foster a culture 
of long-term saving.

4.Track performance and trends. 
Use data to assess participation, 
average contribution rates, and opt-out 
patterns across client groups. Tracking 
can help identify where employees are 
engaged vs. where they’re opting out, 
where deferral rates are strong enough 
to support long-term savings, and 
where automatic enrollment or 
escalation might need adjustment. 
Overall, identifying patterns can 
highlight where extra support or plan 
design tweaks might help. 

5. Remain flexible as the landscape 
shifts. Legislation will continue to 
evolve. Programs will expand. Some 
states will form tech-sharing partner-
ships, while others may explore 
alternative plan designs beyond the 

standard auto-IRA model, such as 
pooled or group retirement plans that 
allow multiple employers to participate.

LEADING THE CONVERSATION
How a business approaches retirement 
benefits can say more than any policy or 
perk—it shows what kind of relationship 
they want with their team. For many small 
and midsize employers, offering a plan 
communicates that they care about 
long-term employee security. PEOs are in a 
prime position to make that promise real.

By staying informed, aligning the right 
plan to the right client, and providing 
practical support, you help clients deliver 
on their commitments to employees.

At the same time, you reinforce the value 
of the PEO model. Your ability to manage 
complexity, provide strategic guidance, and 
create integrated solutions sets you apart in 
a crowded HR services market.

KRISTEN FRADIANI

Content Marketing Manager
BLR
Branford, CT

A LOOK AT WHAT’S AHEAD
State mandates may be growing, and 
federal momentum is building—but at the 
heart of it all is a simple truth: people need 
real opportunities to build financial 
security. Access is a start, but it’s not the 
finish line. What matters most is making 
saving feel doable, dependable, and 
built to last. 

This is where PEOs can lead with 
purpose—helping clients not only meet 
new requirements but build retirement 
programs that last. The future of work 
depends on financial security. And that 
future starts now. 
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ecently, I had an opportu-
nity to speak at the 
NAPEO Operations 
Workshop, held in New 

Orleans on April 8, 2025, on the topic of 
Carve-Out arrangements. My co- 
presenter was Paul Hughes of Libertate 
Insurance, a leading expert in workers’ 
compensation insurance and PEOs.

I was pleased to see that we had 
standing room only for that presentation 
on the topic, since carve-out arrange-
ments are so frequently used but often 
overlooked by the industry. It was the 
audience’s participation in that session 
that led to me to want to write this article 
since the audience members were trying 
to help other PEOs by openly discussing 
their own client service agreement 
challenges. That discussion was a 

profound reminder of what an amazing 
industry we work in when competitors 
volunteer insights to help each other. It 
was clear from that conference and from 
several cases that I have been retained on 
that our industry has some fixable 
problems with carve-out arrangements 
that we need to address.

As background, for those who may 
not be familiar with the term carve-out 
arrangement, this is a term of art used 
to describe a PEO-client relationship in 
which the client maintains their own 
workers’ compensation insurance 
policy. It is also frequently referred to 
as a client-based policy arrangement. 

Although it seems simple, one of the 
most frequent issues that I have 
encountered is that many PEOs do not 
have a carve-out specific client service 

agreement. That means that the PEO is 
typically using a standard client service 
agreement, which, in most instances, 
indicates that the workers’ compensa-
tion insurance coverage is through the 
PEO’s policy, not the onsite client 
employer’s policy of coverage. As a rule, 
when contracting with a client that will 
have its own workers’ compensation 
insurance policy, there must be a client 
service arrangement that makes it clear 
that it is a carve-out arrangement. That 
client service agreement must clearly 
state that coverage is with the client 
and its carrier and not the PEO. A 
failure to have that specific carve-out 
language in a client service agreement 
can result in multiple issues. For 
instance, I have encountered cases 
where the onsite client’s carrier has 

R

CARVE-OUT 
ARRANGEMENTS 
AND OTHER CLIENT SERVICE 
AGREEMENT CHALLENGES
BY TORBEN S. MADSON, ESQ. 
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demanded to see the client service 
agreement between the PEO and their 
insured. When that carrier determines 
that the workers’ compensation insur-
ance coverage is listed in that agree-
ment as being through the PEO’s 
carrier, they quickly deny coverage on 
the claim. While that is a problem, the 
larger problem happens when the PEO’s 
insurance carrier is presented with that 
denial and then declines coverage on 
the accident since the onsite client 
location was not reported to the carrier 
or referenced in the policy. That is not a 
situation that any PEO wants to be in. 
When that happens, the PEO better 
have excellent relationships with its 
insurance carrier, broker, and the onsite 
client company owner, because getting 
the problem fixed will rely heavily on 
their cooperation.

 Many PEOs’ sales and risk teams 
believe that once the client has secured 
their policy of coverage in a carve-out 
arrangement, then that is the end of their 
worries. Unfortunately, that is not the 
case, especially when the PEO usually 
does not have any involvement with that 
policy. In those instances, the client pays 
for the workers’ compensation policy 

directly and deals with their carrier and/
or broker directly. That may initially 
sound great to the PEO as it is one less 
thing to monitor. What happens, 
though, when the onsite client fails to 
make the payments on that policy, or if 
it gets cancelled? In this real-life 
scenario, the PEO can only hope that it 
will get notice of that cancellation, even 
in the best of relationships with the 
client. Without any notice of the cancel-
lation, the PEO would continue to 
provide services while unknowingly 
doing so while bearing all of the risk 
should a workplace accident occur. 

When possible, PEOs will want to get 
endorsed on the client’s policy for 
extension of coverage. That would also 
create an avenue for notice of the cancel-
lation of that policy. Unfortunately, that 
is not often practical since most insur-
ance carriers are fearful that doing that 
opens the door to the risk of the entire 
PEO rather than just the worksite 
employees. The liabilities of carve-out 
arrangements can be complicated and is a 
subject that I have previously addressed 
in PEO Insider®.

Surprisingly, another issue of great 
importance deals with all client service 
agreements. Remarkably, especially in 
this age of the availability of so much 
technology to copy and preserve 
documents, an issue that I have fre-
quently encountered is that many PEOs 
have lost their client service agree-
ments. I know that many readers will 
read that and believe that it cannot 
happen to their company. I am just 
telling you that it can and that it does 
happen at PEOs of all sizes and sophis-
tication. In a complex litigated case or 
one with high exposure, the loss of the 
client service agreement creates 
multiple challenges for your legal team, 
especially when your counsel is trying 
to get the PEO out of that exposure. 

The client service agreement is the 
foundation of the PEO/Client relation-
ship and is essential in any effort to get 
the PEO extricated from litigation. 
When that client service agreement 
doesn’t exist anymore, it creates 
significant logistical challenges to the 
PEO’s legal team.

Another issue I have encountered 
that is just as troubling occurs when 
one party signs the client service 
agreement but not the other, or the 
agreement has not been signed at all. I 
was surprised how many hands went up 
at the Operations Workshop when I 
asked the audience if they had that 
issue with their agreements. It is 
surprising how frequently this happens. 
An agreement that is not fully signed is 
just a piece of paper, and it makes it 
easy for an attorney or carrier to argue 
that there was never any contract 
between the PEO and the client. 
Making sure that the client service 
agreement is signed and dated by both 
parties is vital. Accordingly, when client 
service agreements are reviewed, and 
any agreement is not fully signed, then 
the missing signature(s) should be 
secured. In addition, those agreements 
should also be electronically scanned 
and protected in your database in a 
manner that allows you to easily access 
those documents. This will also make it 
easier for your company at the time of 
any renewal.

As you can see, most of the issues 
discussed above can be avoided with a 
simple process in place. If your company 
does not have these processes in place, I 
would encourage you to do so. 

TORBEN S. MADSON, ESQ. 

Principal 
The PEO Law Firm, LLC
Apalachicola, FL

Although it seems 
simple, one of the most 
frequent issues that I 
have encountered is that 
many PEOs do not have 
a carve-out specific client 
service agreement. 
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ith the new tariff policies 
dominating headlines, 
proactively managing risk 
is essential. Businesses 

must stay ahead of the turbulence by 
monitoring cash flow and acting deci-
sively to protect the bottom line and 
customer relationships. Taking strategic 
action now may not fully insulate your 
business from the changing environ-
ment but may help mitigate some of the 
worst impacts and position you to 
respond effectively.

CASH IS KING
The most important step when facing 
uncertainty is to assess and protect your 
cash position. Tariff related disruptions, 
inventory purchases, or reshoring 
investments can quickly strain working 
capital. Without adequate liquidity the 
best laid plans are doomed to fail. That’s 
why one of the first things turnaround 
consultants do in a crisis is implement a 
13-week cash flow model. This tool is just 
as valuable for healthy businesses 
navigating uncertainty as it is for 
distressed ones. 

 A 13-week cash flow provides a rolling, 
short-term forecast of your business’s 
inflows and outflows. It allows you to see 
when and where cash might get tight and 
helps guide decision-making around 
expenses, vendor payments, and cus-
tomer collections. This visibility is crucial 
if you’re preparing for unpredictable cost 
fluctuations or shifts in revenue due to 
market turbulence. There are many 
resources online discussing the methods 
of preparing these, but you are essentially 
detailing out your expected cash inflows 
and outflows on a weekly basis.

After gaining some visibility into the 
short-term forecast, start evaluating 
opportunities to free up working capital. 
Things like:

• Accelerating Receivables
• Negotiating extended payment terms 

with suppliers
• Pausing non-essential  

capital expenditures
• Securing or expanding credit facilities

When cash is tight it’s easy to be 
reactive, but in the current turbulence 
you may need to act strategically, with 
confidence. Gaining visibility into your 
current and future cash position will 
help you make smart decisions for 
the long term.

DIVERSIFY SUPPLY CHAINS PROACTIVELY
Build Inventory Buffers. The first 
step that businesses should take when 
facing new tariffs is to build inventory 
buffers. Tariffs, particularly those 
resulting from political disagreements, 
may be resolved with new trade agree-
ments and negotiations. By increasing 
your inventory of critical goods now, 
you can weather a temporary storm 
without immediately passing costs onto 
your customers. This buys you valuable 
time to implement longer-term strate-
gies like nearshoring and reshoring, as 
well as time to communicate thought-
fully with your customers about 
necessary changes. Watch your cash 
position when building an inventory 
buffer and make sure you don’t over- 
extend yourself. Often, the cash flow 
can be a smaller cost compared to losing 
customers over sudden price hikes or 
missed deliveries.

Explore Nearshoring and 
Reshoring. If your business relies 
heavily on China or other regions subject 
to punitive tariffs, consider nearshoring 
to countries exempted from those 
heavier tariffs. 

For businesses with resources and scale, 
bringing manufacturing back home may 
be even more attractive. While costs may 
initially seem higher, efficiencies in 
transportation, easier oversight, and a 
reduced risk profile can create long-term 
savings and customer goodwill. As you 
explore reshoring options, look for 
synergies in transportation, warehousing, 
and overhead that can make a domestic 
operation more viable.

Pursue Local Incentives. Don’t 
navigate these challenges alone, there are 
many other local businesses in the same 
boat. Use your local associations and 
industry groups to lobby state and local 
governments for tax breaks, infrastructure 
support and other subsidies that can 
reduce the costs of domestic production or 
offset increased costs from tariffs. Many 
localities are eager to support job-creating 
reshoring efforts.

COMMUNICATE RISING PRICES WITH 
TRANSPARENCY AND EMPATHY
Pick Up the Phone. Whenever possible, 
call your key customers directly. Email 
announcements can feel cold and 
transactional. Phone calls show that you 
respect the relationship and are willing to 
invest time into a conversation. A call 
allows you to explain the situation with a 
personal touch.

It goes beyond communication. It’s a 
real opportunity to build trust and 
deepen the relationship. Customers 
appreciate transparency, and hearing your 
voice reinforces trust far more effectively 
than a mass email ever could.

Everyone’s Feeling It. Your customers 
are likely navigating the same pressures, 
from rising supplier costs to labor and 
logistics challenges. A little empathy can 
go a long way. Acknowledging this reality 

W

SMART RESPONSES TO TARIFFS AND 
CASH CONSTRAINTS
BY JOE CHEVALIER
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Reconciling and Paying
Benefit Invoices Has
Never Been Easier

tabulera.com
Equip your PEO with software that automates
painful processes around benefits reconciliation

openly can defuse tension. Frame the 
conversation around shared challenges and 
mutual resilience.

OPTIMIZE INTERNAL COSTS TO  
PRESERVE PROFITABILITY
Consider Business Process 
Outsourcing. For roles that don’t 
require a physical presence, consider 
offshore BPO for flexibility and cost 
savings. Flexibility is a major advantage 
of BPO. As your business adjusts to 
volatile market conditions outsourcing 
gives you the ability to scale staffing 
levels up or down without the commit-
ments associated with hiring and 
training full-time employees. This agility 
can be invaluable when negotiating the 
uncertainty created by tariffs. BPO also 
offers substantial cost arbitrage; by 
tapping into global labor markets, you 

can often access skilled talent at a 
fraction of domestic costs. These directly 
offset tariff-related expenses on 
physical goods.

Scrutinize Discretionary 
Spending. Travel, software subscrip-
tions, and entertainment add up quickly. 
Evaluate non-essential expenses to 
determine if each is delivering ROI or 
can be paused or renegotiated.

Be Intentional About Hiring. 
Hiring decisions matter more than ever 
during uncertainty. Before filling a 
vacancy or adding new roles, take a 
moment to pause and evaluate the real 
need. A simple mindset shift is to ask: 
Can we eliminate it? Can we offshore it? 
Can we automate it? If a role isn’t mission- 
critical, you may discover that existing 
staff can absorb the duties or that the 
task is no longer even necessary. In other 

cases, the role may be a candidate for 
BPO. Finally, with AI on the horizon, 
explore opportunities to streamline 
processes with automation or by 
leveraging LLMs.

NAVIGATING CHANGE WITH CONFIDENCE  
AND CLARITY
Rapid change is always difficult to deal 
with, but it’s also an opportunity. 
Responding quickly and thoughtfully can 
turn disruption into an advantage. Stay 
agile by protecting your cash position, 
making data-driven decisions, and commu-
nicating clearly with your stakeholders. 

JOE CHEVALIER

SVP of Finance, PEO
OneDigital 
Irvine, CA



59J U N E / J U LY  2025

PEO GROWTH

he world of B2B sales is 
undergoing a dramatic 
shift—and the PEO 
industry is not exempt.  

In fact, if your pipeline development 
strategy still relies heavily on tradi-
tional outbound tactics and seller-led 
conversations, you may be missing a 
significant percentage of today’s 
buying activity.

According to the 2024 B2B Buyer 
Experience Report by 6sense, today’s 
buyers are more independent, better 
informed, and further along in their 
decision-making process before engaging 
with a sales rep. The data is striking:

• B2B buyers are nearly 70% through 
their purchasing process before 
they ever speak to a seller.

• Buyers initiate first contact in 
more than 80% of cases—not the 
other way around.

• Approximately 85% of buyers have 
already defined their purchase 
requirements before reaching 
out to vendors.

These statistics are a wake-up call for 
PEOs still relying on conventional sales 
playbooks. Let’s unpack what this 
means—and how PEOs can evolve to 

meet modern buyers long before they ever 
pick up the phone.

THE PEO SALES PROCESS IS NOW BUYER-
LED, NOT SELLER-LED
Historically, PEO sales have been driven by 
relationship-building and consultative 
selling, often initiated through cold calls or 
networking events. While these tactics still 
play a role, they’re no longer the primary 
way buyers engage.

That buyers are 70% through their 
journey before speaking to a sales rep for 
the first time signals a major change: your 
prospects are researching independently. 
They’re reading articles, reviewing compari-
sons, asking peers, and consuming digital 
content well in advance.

Implication for PEOs: If you’re not visible 
in the digital spaces where research 
happens, you’re invisible to your next client. 
Content marketing, SEO, and thought 
leadership—not just lead generation—must 
be foundational to your strategy. The earlier 
you enter the buyer’s awareness, the better 
chance you have of making the shortlist.

PROSPECTS REACH OUT WHEN  
THEY’RE READY—BE READY
With over 80% of first contact initiated 
by the buyer, sales power dynamics have 

shifted. Rather than being “sold to,” 
buyers arrive with specific needs and 
expectations—and they engage 
only when ready.

For PEOs, this makes it essential that 
your website (and your perspective on the 
challenges prospects are dealing with) are 
easy to find and easy to engage with— 
especially for buyers who prefer autonomy.

Implication for PEOs: Create  
low-friction pathways that help buyers  
self-educate. Offer a mix of gated and 
ungated resources that answer common 
questions and address objections before 
they’re raised. Examples include buying 
guides, ROI calculators, buyer check-
lists, educational webinars, and indus-
try-specific case studies. These tools  
let potential clients explore your value 
proposition at their own pace and build 
early trust—making it more likely 
they’ll reach out when ready, on 
their terms.

WILL YOU GET A SEAT AT THE TABLE? 
Perhaps most eye-opening: 85% of 
buyers have already defined their 
purchase requirements before speaking 
with a rep. This includes scope of 
services, compliance needs, technology 
platforms, and pricing expectations.

That leaves little room to shift a buyer’s 
direction during a sales conversation.  
If your offering doesn’t match—or is 
misunderstood due to unclear messaging— 
you may not even get a shot.

Implication for PEOs: Your 
website, social presence, and marketing 
materials must clearly communicate 
your offerings and differentiators 
before a conversation starts. Ask 
yourself: Can a visitor understand what 
makes your PEO unique within five 
minutes? Are your solutions clearly 
aligned with their size, industry, or 
stage of growth? These are the moments 
that determine whether you’re considered— 
or passed over.

T

BY DEAN MOOTHART

RETHINKING THE PEO 
SALES FUNNEL
WHAT THE LATEST B2B BUYING DATA MEANS FOR YOUR GROWTH STRATEGY
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ALIGNING MARKETING AND SALES FOR 
THE NEW BUYER JOURNEY
This shift doesn’t mean sales is obsolete— 
it means sales and marketing must work in 
lockstep. In a consultative industry like 
PEO, aligning both teams around a shared 
understanding of today’s buyer is critical.

Here are four ways to bridge that gap:
1. Collaborate on Content 

Development. Your sales team knows 
the questions prospects ask. Use that 
insight to create proactive content—
blogs, videos, webinars, white papers—
that support each stage of the funnel.

2. Adopt an ABM (Account-Based 
Marketing) Mindset. Instead of 
casting a wide net, focus on high-fit 
accounts with personalized outreach, 
relevant content, and coordinated 
sales-marketing touchpoints. ABM 
makes you relevant before 
buyers engage.

3. Invest in Buyer Enablement 
Tools. Give buyers the tools they 
need to make internal decisions—
think side-by-side service compari-
sons, implementation guides, or 
executive-ready summaries.

4. Measure What Matters. Go 
beyond lead counts and track 
engagement signals that reveal 
buying intent—time on key pages, 
repeat visits, downloads. These can 
indicate where a buyer is in their 
journey and guide smarter outreach.

FINAL THOUGHTS: MEETING THE BUYER 
WHERE THEY ARE
The PEO market is evolving—and so are 
its buyers. CEOs, HR leaders, and CFOs are 
doing their homework. They’re informed, 
confident, and looking for partners who 
align with pre-set expectations.

Sales isn’t going away—but it must 
become more adaptive, strategic, and 
marketing-informed. In many cases, your 
most effective sales rep is your content and 
online presence.

DEAN MOOTHART

Director, Client Solutions
LeadG2
Florence, AL

If you want to grow your book of 
business, stop chasing prospects—and start 
helping them find you. Because by the time 
they call, they’ve likely already decided 
whether you’re a contender—or not. 
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Expanding into a new state? Starting a new PEO? Need to check the UI 
rates for 2025? Look no further than NAPEO’s Regulatory Database!
NAPEO’s comprehensive Regulatory 
Database provides up-to-date, 
detailed information about the 
broad range of laws and regulations 
affecting the PEO industry in all 50 
states and at the federal level. 

The Federal Regulatory Database is the 
starting point for research into federal 
laws and regulations affecting PEOs.

For each state, the State Regulatory 
Database includes:
• Qualifying to do business
• PEO registration/licensing

• Unemployment insurance
• Workers’ comp
• Health and other benefits
• Sales and other corporate taxes
• Starting/terminating the PEO-client

relationship
• Records/record retention requirements

NAPEO’s

Regulatory Database
An Exclusive Member Service

RDB

www.napeo.org/regulatory-database

The National Association of Professional Employer Organizations
707 North Saint Asaph Street, Alexandria, VA 22314 • 703/836-0466
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LETTER FROM THE NAPEO PRESIDENT

CASEY M. CLARK

President & CEO
NAPEO
Alexandria, VA

s we head into the second 
half of the year, it’s worth 
reflecting on the progress 
we’ve made so far. Just to 

hit a few highlights: we’ve completely 
turned the tide in Oregon on workers’ 
comp. and UI reporting, celebrated the 
third annual National PEO Week, 
convened the first NAPEO Operations 
Workshop and NextGen Leadership 
Workshop, introduced a new strategic 
plan, and our PAC is on pace for a 
record-breaking fundraising year. As if 
that wasn’t enough to keep us busy, we 
also just wrapped up our annual PEO 
Capitol Summit. In addition to providing 
quality legal education, this year’s event 
offered an opportunity to advocate for 
the first pro-PEO bill to be introduced in 
the U.S. House of Representatives 
since the SBEA. 

I appreciate all of you who came to 
Washington and took to Capitol Hill to 
push for H.R. 3223.

In mid-May, Reps. Mike Thompson 
(D-CA) and Beth Van Duyne (R-TX) 
introduced a bill which would codify in 

federal statute that tax credit liability 
belongs with those who benefit from it, 
not a PEO. We’re optimistic this bill  
will be included in a year-end tax 
administration bill. 

The introduction of this bill was a direct 
result of a sustained advocacy effort, 
including the strategic use of NAPEO PAC 
dollars. We’re on pace to raise more money 
than ever in a single year thanks to the 
enthusiasm and commitment all of you 
share for advancing industry interests. I 
hope more of you will consider becoming 
involved with NAPEO PAC; we need all 
the support we can get.

Also on the legislative front, a bill in 
Oregon would codify existing PEO 
unemployment insurance reporting 
practices (and prevent a change to solely 
client level reporting). It has passed the 
House and the Senate and (at the time of 
writing) only awaits the Governor’s 
signature. It will be signed by the end of 
June and effective September 27, 2025. 
This effort has been a labor of love, and I 
appreciate all of you who have stepped up 
and engaged in the process.

Speaking of member engagement, our 
inaugural Operations Workshop com-
bined our previous Risk Management 
Workshop and CFO Seminar events into 
one big, beautiful event. The new format 
allows for improved content and educa-
tional programming and allows us to 
serve a wider segment of members. The 
event also featured our first NextGen 
Leadership Workshop which offered a 
forum for future industry leaders to 
network and learn from industry 
veterans. I look forward to seeing this 
initiative grow and encourage all of you 
in the NextGen group (under 45 years 
old) to participate. Stay tuned for 2026 
location and dates!

The momentum and success we’ve seen 
so far this year reflects the energy that 
you and your peers bring to the associa-
tion and industry. We’ve worked hard 
(with the board and leadership) to 
develop a new strategic plan to channel 
this energy and guide us forward the 
next few years. I’m confident the plan 
that our board unanimously adopted in 
May sets us up for continued growth and 
success. NAPEO HQ has been busy all 
year long, but here’s to an even stronger 
second half! 

A
The momentum and 
success we’ve seen so 
far this year reflects the 
energy that you and 
your peers bring to the 
association and industry.

2025
HALF-TIME 
REPORT
BY CASEY M. CLARK 
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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

EMERGENCY INFORMATION

WORKERS'
COMPENSATION

is a system of benefits provided by law to most workers who have job-related injuries or illnesses.  Benefits are paid for 
injuries that are caused, in whole or in part, by an employee's work.  This may include the aggravation of a pre-existing 
condition, injuries brought on by the repetitive use of a part of the body, heart attacks, or any other physical problem caused 
by work.  Benefits are paid regardless of fault.  

IF YOU HAVE A WORK-RELATED INJURY OR ILLNESS, TAKE THE FOLLOWING STEPS:
1. GET MEDICAL ASSISTANCE.  By law, your employer must pay for all necessary medical services required to cure 

or relieve the effects of the injury or illness.  Where necessary, the employer must also pay for physical, mental, or 
vocational rehabilitation, within prescribed limits.  The employee may choose two physicians, surgeons, or hospitals. If 
the employer notifies you that it has an approved Preferred Provider Program for workers’ compensation, the PPP counts 
as one of your two choices of providers.  

2. NOTIFY YOUR EMPLOYER.  You must notify your employer of the accidental injury or illness within 45 days, 
either orally or in writing.  To avoid possible delays, it is recommended the notice also include your name, address, 
telephone number, Social Security number, and a brief description of the injury or illness.

3. LEARN YOUR RIGHTS.  Your employer is required by law to report accidents that result in more than three lost 
work days to the Workers’ Compensation Commission.  Once the accident is reported, you should receive a handbook that 
explains the law, benefits, and procedures.  If you need a handbook, please call the Commission or go to the Web site.
If you must lose time from work to recover from the injury or illness, you may be entitled to receive weekly payments and 
necessary medical care until you are able to return to work that is reasonably available to you.  
It is against the law for an employer to harass, discharge, refuse to rehire or in any way discriminate against an employee 
for exercising his or her rights under the Workers' Compensation or Occupational Diseases Acts.  If you file a fraudulent 
claim, you may be penalized under the law.

4. KEEP WITHIN THE TIME LIMITS.  Generally, claims must be filed within three years of the injury or 
disablement from an occupational disease, or within two years of the last workers' compensation payment, whichever is 
later.  Claims for pneumoconiosis, radiological exposure, asbestosis, or similar diseases have special requirements.
Injured workers have the right to reopen their case within 30 months after an award is made if the disability increases, but 
cases that are resolved by a lump-sum settlement contract approved by the Commission cannot be reopened.  Only 
settlements approved by the Commission are binding.

For more information, go to the Illinois Workers’ Compensation Commission’s Web site or call any office: 
Toll-free: 866/352-3033 Chicago: 312/814-6611 Peoria: 309/671-3019 Springfield: 217/785-7087
Web site: www.iwcc.il.gov Collinsville: 618/346-3450 Rockford: 815/987-7292 TDD (Deaf): 312/814-2959

BY LAW, EMPLOYERS MUST DISPLAY THIS NOTICE IN A PROMINENT PLACE
IN EACH WORKPLACE AND COMPLETE THE INFORMATION BELOW.

Party handling workers
compensation claims

Business address

Business phone

Effective date Termination date

Policy number Employer's FEIN

ICPN   Printed by the authority of the State of Illinois. 

WORKERS’ COMPENSATION

SICK TIME

There are resources available to you if you believe you are being subject to improper classification or inaccurate payment 
practices by your employer. For more information, go to WorkRight.cdle.co.

Employers are required to follow the law when paying hourly wages, overtime, and properly covering you for unemployment 
insurance and workers’ compensation purposes. As a worker, you have certain rights as an employee vs. independent contractor.  

Improper classification (often called misclassification) of employees as independent contractors and other labor law violations 
create many problems, both for law-abiding businesses and for workers in Colorado.

If you believe you have been improperly classified as an independent contractor and are really performing duties that fit the 
criteria of an employee, visit colorado.gov/cdle/TipForm, or call us at 303-318-9100 and select Option 4. To be classified as 
an employee, you must meet the criteria in Colorado Revised Statute 8-70-115. You can read the law online and find out 
more at coloradoui.gov/ProperClassification. 

As an employee, you are entitled to unemployment insurance benefits if you become unemployed through no fault of your own.
Your employer contributes to unemployment insurance and cannot deduct this from your wages.  

If you become unemployed and wish to file for unemployment insurance benefits, go to coloradoui.gov and click on File a Claim.
If your hours of work and pay are reduced, you may be entitled to partial unemployment benefits. 

If you cannot access a computer, call one of the following numbers: 303-318-9000 (Denver-metro area) or 1-800-388-5515 
(outside Denver-metro area); hearing impaired 303-318-9016 (TDD Denver-metro area) or 1-800-894-7730 (TDD outside 
Denver-metro area).

EMPLOYERS ARE REQUIRED BY LAW TO POST THIS NOTICE

▪ Properly classified as an employee or an independent contractor
▪ Paid accurately and timely for the services you perform

YOU HAVE THE RIGHT TO BE:

Colorado Employment Security Act, 8-74-101(2); Regulations Concerning Employment Security 7.3.1 through 7.3.5
Employers can download copies of this poster at coloradoui.gov/employer, then click on Forms / Publications.

NOTICE TO WORKERS

New York State Election Law Section 
3-110 states that:

§ 3-110. Time allowed employees to vote

1. If a registered voter does not have sufficient 
time outside of his or her scheduled working 
hours, within which to vote on any day at which 
he or she may vote, at any election, he or she 
may, without loss of pay for up to two hours, 
take off so much working time as will, when 
added to his or her voting time outside his or 
her working hours, enable him or her to vote.

2. If an employee has four consecutive hours 
either between the opening of the polls and the 
beginning of his or her working shift, or 
between the end of his or her working shift and 
the closing of the polls, he or she shall be 
deemed to have sufficient time outside his or 
her working hours within which to vote. If he or 
she has less than four consecutive hours he or 
she may take off so much working time as will, 
when added to his or her voting time outside 
his or her working hours enable him or her to 
vote, but not more than two hours of which 
shall be without loss of pay, provided that he or 
she shall be allowed time off for voting only at 
the beginning or end of his or her working shift, 
as the employer may designate, unless 
otherwise mutually agreed.

3. If the employee requires working time off to 
vote the employee shall notify his or her 
employer not more than ten nor less than two 
working days before the day of the election 
that he or she requires time off to vote in 
accordance with the provisions of this section.

4. Not less than ten working days before every 
election, every employer shall post 
conspicuously in the place of work where it can 
be seen as employees come or go to their 
place of work, a notice setting forth the 
provisions of this section. Such notice shall be 
kept posted until the close of the polls on 
election day.

La Sección 3-110 de la Ley Electoral del 
Estado de Nueva York establece que:

§ 3-110. Tiempo permitido para que los
empleados vayan a votar
1. Si un votante inscrito no tiene suficiente tiempo fuera 

de sus horas laborables señaladas, para ir a votar 
en cualquier día en el que él o ella puede ir a votar, 
en cualquier momento durante las elecciones, él o 
ella, tiene hasta dos (2) horas sin la pérdida de 
sueldo para tomar tiempo de ir a votar, aparte de 
tiempo adicional que pueda tomar de su trabajo, 
que corre por su cuenta, o fuera de sus horas de 
trabajo que le permite ir a votar.

2. Si un empleado tiene cuatro (4) horas 
consecutivas, bien sea antes de la apertura de 
las urnas electorales y el inicio de su turno de 
trabajo, o entre el final de su turno de trabajo y 
el cierre de las urnas electorales, se entiende 
que él o ella tiene suficiente tiempo fuera de sus 
horas de trabajo para ir a votar.  Si él o ella tiene 
menos de cuatro (4) horas consecutivas para ir 
a votar, puede tomar el tiempo de su trabajo, 
conforme a su voluntad, pero no más de las dos 
(2) horas permitidas sin la pérdida de sueldo, 
siempre y cuando se le pueda permitir tomar 
ese tiempo para ir a votar solamente antes del 
inicio de su turno de trabajo o al finalizar su 
turno de trabajo, conforme lo que designe el 
empleador; salvo que mutuamente concuerden 
en algún otro arreglo.

3. Si el empleado requiere tomar tiempo del 
trabajo para ir a votar, debe avisar a su 
empleador con no más de diez días de 
antelación, ni menos de dos días laborables 
antes de la fecha de ir a votar, conforme a lo 
dispuesto en esta sección. 

4. Cada empleador conlleva la responsabilidad 
de publicar este aviso donde se dispone de 
las estipulaciones en esta sección, en un lugar 
fácilmente visible en el área de trabajo, con no 
menos de diez días laborables antes de cada 
elección.  Dicho aviso permanecerá publicado 
hasta el momento del cierre de las urnas 
electorales en el día de las elecciones. 

ATTENTION 
ALL EMPLOYEES

ATENCIÓN A TODOS 
LOS EMPLEADOS

TIME OFF FOR VOTING

You may be eligible for

Employers are legally required to post this notice in a place 
convenient for employees to read (see RCW 50.20.140).

The Employment Security Department is an equal opportunity 
employer/program. Auxiliary aids and services are available 
upon request to individuals with disabilities. Language assistance 
services for limited English proficient individuals are available 
free of charge. Washington Relay Service: 711

EMS 9874 . CC 7540-032-407. Rev 10/17 . UI-biz-poster-EN

if you lose your job

To apply for unemployment, you will need
• Your Social Security number. 

• Names and addresses of everyone you worked for 
in the last 18 months.

• Dates you started and stopped working for each employer.

• Reasons you left each job.

• Your alien registration number if you are not a U.S. citizen.

• Your SF8 and SF50 (if you worked for the Federal Government 
in the last 18 months). 

• Your Washington State ID or License, if applicable.

If you were in the military within the last 18 months, we will also ask 
you to fax or mail us a copy of your discharge papers (Form DD214 
member 4 or higher).

The fastest way to apply is online at esd.wa.gov
If you don’t have a home computer, you can access one at a 
WorkSource center or your local library.

If you can’t apply online, try contacting us over the phone
Call 800-318-6022. Persons with hearing or speaking impairments can 
call Washington Relay Service 711. We are available to help you Monday 
through Friday 8 a.m. to 4 p.m., except on state holidays. You may 
experience long wait times.

You must look for work each week that you claim benefits
Visit WorkSource to find all the FREE resources you need to find a job. 
These include workshops, computers, copiers, phones, fax machines, 
Internet access, and job listings. Log onto WorkSourceWA.com to find 
the nearest office.

If your work hours have been reduced to part-time, you 
may qualify for partial unemployment benefits.

If you have been unemployed due to a work-related injury 
or non-work-related illness or injury and are now able to work 

again, you may be eligible for Temporary Total Disability (TTD) 
unemployment benefits.

For more information, please refer to the Handbook for 
Unemployed Workers at ESD.WA.GOV.

UNEMPLOYMENT 
BENEFITS

Visit www.esd.wa.gov to apply and 
click “Sign in or create an account”

ES
D
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UNEMPLOYMENT INSURANCE

Job Safety and 
Health Protection

THE VIRGINIA OCCUPATIONAL SAFETY AND HEALTH (VOSH) LAW, BY AUTHORITY OF TITLE 40.1 OF THE LABOR LAWS OF 
VIRGINIA, 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.

Employers
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 
occupational safety and health standards issued under the law.

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

Inspection
The Law requires that a representative of the employer and a 
representative 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.

Citation
If upon inspection VOSH believes an employer has violated the Law, a 
citation 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 
alleged violation for three days or until the violation is corrected, whichever is 
later, to warn employees of dangers that may exist there.

Proposed Penalty
The Law provides for mandatory penalties against private sector employers 
of up to $14,270 for each serious violation and for optional penalties of up to 
$14,270 for each other–than–serious violation. Penalties of up to $14,270
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 $142,691 for each such violation.

Public Sector employers, all departments, agencies, institutions or other 
political subdivisions of the Commonwealth, are subject to the penalty 
provisions of 16VAC 25-60-260.

Criminal penalties are also provided for in the Law. Any willful violation 
resulting 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.

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

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

Discrimination
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 
exercising 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.

CASPA
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.

State Coverage
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 Activity
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 
addresses

Recordkeeping
Employers now have a new system for tracking workplace injuries and 
illnesses. 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.

Accident Reporting
All fatalities must be reported to VOSH within eight (8) hours. All injuries or 
illnesses 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.

VIRGINIA DEPARTMENT OF 
LABOR AND INDUSTRY

OCCUPATIONAL SAFETY AND HEALTH OFFICE LOCATIONS

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

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

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

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

LABOR AND INDUSTRY

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

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

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

Gary G. Pan
Commissioner

U.S. Department of Labor OSHA
Regional Administrator The Curtis 
Center, STE 740 West 170 South 

Independence Mall West 
Philadelphia, PA 19106-3309

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

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

VIRGINIA SAFETY AND HEALTH 
CODES BOARD

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

September, 2022

(215) 861-4900

OSHA

Oregon laws protect your right to work free from 
harassment. They also require your employer to provide 

supports if you are a victim of domestic violence.

▶ You have the right to a workplace free from harassment, discrimination, and 
sexual assault. Your employer must have a policy to reduce and prevent 
these violations.

▶ Discrimination because of race, color, sex, sexual orientation, national 
origin, religion, marital status, uniformed service, disability, or age is 
illegal.

▶ Sexual harassment can look like unwelcome sexual advances, requests for 
sexual favors, or conduct of a sexual nature (verbal, physical, or visual), 
that is directed toward an individual.

▶ It can also include conduct that is not sexual but is gender-related. Sexual 
harassment can be targeted toward someone of the same or different sex or 
gender.

SEXUAL HARASSMENT

▶ If you experience domestic violence, harassment, sexual assault, or stalking 
(or if you are a parent or guardian of a victim), your employer must make 
reasonable changes to support your safety.

▶ These changes might include: a transfer, reassignment, modified schedule, 
unpaid leave, changed work phone number, changed work station, installed 
lock, new safety procedure, or other adjustment after threatened or actual 
events.

▶ You can also take protected leave to find legal or law enforcement 
assistance, get medical treatment for injuries or mental health support, 
move or change your living situation, and more.

▶ Your employer must keep all documents and information confidential.

▶ You can’t be fired, suspended, retaliated or discriminated against in any 
way because you are a victim.

DOMESTIC VIOLENCE PROTECTIONS

DOMESTIC VIOLENCE 
PROTECTIONS

SEXUAL 
HARASSMENT

If your employer isn’t following 
the law or something feels wrong, 
give us a call. The Bureau of Labor 
and Industries is here to enforce 
these laws and protect you.

CONTACT US
Call: 971-245-3844

Email: BOLI_help@boli.oregon.gov

Web: oregon.gov/boli 
Se habla español.

          OREGON LAWS
Protect You At Work
July 2022 - June 2023

DOMESTIC VIOLENCE

is a system of benefits provided by law to most workers who have job related injuries or illnesses.  Benefits are paid for 
injuries that are caused, in whole or in part, by an employee's work.  This may include the aggravation of a
condition, injuries brought on by the repetitive use of a part of the body, heart attacks, or any other physical problem caus
by work.  Benefits are paid regardless of fault.  

IF YOU HAVE A WORK RELATED INJURY OR ILLNESS TAKE THE FOLL

IMPORTANT NOTE: The FMLA only applies to employers with 50 or more employees or public employers, regardless of employee size. See your human resources manager to determine if the FMLA applies to your employer.

REVISION DATE: 06/23
Scan this QR code for compliance verification.

FEDERAL LABOR LAW POSTINGS
866-463-4574 
www.posterguard.com

E3012©2023 ComplyRight, Inc.

REEMPLOYMENT RIGHTS

You have the right to be reemployed in your civilian job if you 
leave that job to perform service in the uniformed service and:

★ you ensure that your employer receives advance written or 
verbal notice of your service;

★ you have five years or less of cumulative service in the 
uniformed services while with that particular employer;

★ you return to work or apply for reemployment in 
a timely manner after conclusion of service; and

★ you have not been separated from service with a disqualifying 
discharge or under other than honorable conditions.

If you are eligible to be reemployed, you must be restored to the job 
and benefits you would have attained if you had not been absent due 
to military service or, in some cases, a comparable job.

RIGHT TO BE FREE FROM DISCRIMINATION AND RETALIATION

If you:

★ are a past or present member of the uniformed service;

★ have applied for membership in the uniformed service; or

★ are obligated to serve in the uniformed service;

then an employer may not deny you:

★ initial employment;

★ reemployment;

★ retention in employment;

★ promotion; or

★ any benefit of employment
because of this status.

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

HEALTH INSURANCE PROTECTION

★ If you leave your job to perform military service, you have 
the right to elect to continue your existing employer-based 
health plan coverage for you and your dependents for up to 24 
months while in the military.

★ Even if you don't elect to continue coverage during your military 
service, you have the right to be reinstated in your employer's 
health plan when you are reemployed, generally without any 
waiting periods or exclusions (e.g., pre-existing condition 
exclusions) except for service-connected illnesses or injuries.

ENFORCEMENT

★ The U.S. Department of Labor, Veterans Employment and 
Training Service (VETS) is authorized to investigate and 
resolve complaints of USERRA violations.

★ For assistance in filing a complaint, or for any other information 
on USERRA, contact VETS at 1-866-4-USA-DOL or visit its 
website at https://www.dol.gov/agencies/vets/. 
An interactive online USERRA Advisor can be viewed 
at https://webapps.dol.gov/elaws/vets/userra.

★ If you file a complaint with VETS and VETS is unable to 
resolve it, you may request that your case be referred to the 
Department of Justice or the Office of Special Counsel, as 
applicable, for representation.

★ You may also bypass the VETS process and bring a civil action 
against an employer for violations of USERRA.

The rights listed here may vary depending on the circumstances. 
The text of this notice was prepared by VETS, and may be viewed 
on the internet at this address: https://www.dol.gov/agencies/
vets/programs/userra/poster Federal law requires employers to 
notify employees of their rights under USERRA, and employers 
may meet this requirement by displaying this notice where they 
customarily place notices for employees.

USERRA protects the job rights of individuals who voluntarily or involuntarily leave employment positions to undertake 
military service or certain types of service in the National Disaster Medical System.  USERRA also prohibits employers from 

discriminating against past and present members of the uniformed services, and applicants to the uniformed services.

U.S. Department of Labor
1-866-487-2365 Publication Date – May 2022

Employer Support of 
the Guard and Reserve

1-800-336-4590
U.S. Department  of Justice Office of Special Counsel

YOUR RIGHTS UNDER USERRA
THE UNIFORMED SERVICES EMPLOYMENT AND REEMPLOYMENT RIGHTS ACT
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EMPLOYEE RIGHTS
UNDER THE FAIR LABOR STANDARDS ACT

FEDERAL MINIMUM WAGE

BEGINNING JULY 24, 2009
$7.25   PER HOUR

WAGE AND HOUR DIVISION
UNITED STATES DEPARTMENT OF LABOR

1-866-487-9243
www.dol.gov/agencies/whd

OVERTIME PAY
At least 1½ times the regular rate of pay for all hours worked over 40 in a workweek.

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

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

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

ENFORCEMENT
The Department has authority to recover back wages and an equal amount in liquidated damages in instances of minimum wage, 
overtime, and other violations. The Department may litigate and/or recommend criminal prosecution. Employers may be assessed 
civil money penalties for each willful or repeated violation of the minimum wage or overtime pay provisions of the law. Civil money 
penalties may also be assessed for violations of the FLSA’s child labor provisions. Heightened civil money penalties may be assessed 
for each child labor violation that results in the death or serious injury of any minor employee, and such assessments may be 
doubled when the violations are determined to be willful or repeated. The law also prohibits retaliating against or discharging 
workers who file a complaint or participate in any proceeding under the FLSA.

ADDITIONAL INFORMATION
• Certain occupations and establishments are exempt from the minimum wage, and/or overtime pay provisions. Certain narrow 

exemptions also apply to the pump at work requirements.

• Special provisions apply to workers in American Samoa, the Commonwealth of the Northern Mariana Islands, and the 
Commonwealth of Puerto Rico.

• Some state laws provide greater employee protections; employers must comply with both.

• Some employers incorrectly classify workers as “independent contractors” when they are actually employees under the FLSA. 
It is important to know the difference between the two because employees (unless exempt) are entitled to the FLSA’s minimum 
wage and overtime pay protections and correctly classif ied independent contractors are not.

• Certain full-time students, student learners, apprentices, and workers with disabilities may be paid less than the minimum wage 
under special certif icates issued by the Department of Labor.

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

The U.S. Equal Employment Opportunity Commission (EEOC) enforces Federal laws that protect you from  
discrimination in employment. If you believe you’ve been discriminated against at work or in applying for a 
job, the EEOC may be able to help.

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

Who is Protected?
• Employees (current and 

former), including managers 
and temporary employees

• Job applicants

• Union members and 
applicants for membership 
in a union

What Organizations are Covered?
• Most private employers
• State and local governments 

(as employers)

• Educational institutions 
(as employers)

• Unions
• Staffing agencies

What Types of Employment Discrimination are Illegal?
Under the EEOC’s laws, an employer may not discriminate against 
you, regardless of your immigration status, on the bases of:
• Race
• Color
• Religion
• National origin
• Sex (including pregnancy, 

childbirth, and related medical 
conditions, sexual orientation, 
or gender identity)

• Age (40 and older)
• Disability
• Genetic information 

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

disclosure of genetic tests, 
genetic services, or family 
medical history)

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

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

What Employment Practices can be Challenged 
as Discriminatory?
All aspects of employment, including:
• Discharge, firing, or lay-off
• Harassment (including 

unwelcome verbal or 
physical conduct)

• Hiring or promotion
• Assignment
• Pay (unequal wages or 

compensation)
• Failure to provide reasonable 

accommodation for a 
disability; pregnancy, childbirth, 
or related medical condition; 
or a sincerely-held religious 
belief, observance or practice

• Benefits
• Job training
• Classification
• Referral
• Obtaining or disclosing genetic 

information of employees

• Requesting or disclosing 
medical information of 
employees

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

• Conduct that coerces, 
intimidates, threatens, or 
interferes with someone 
exercising their rights, or 
someone assisting or 
encouraging someone else to 
exercise rights, regarding 
disability discrimination 
(including accommodation) or 
pregnancy accommodation

Know Your Rights:
Workplace Discrimination is Illegal

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

Race, Color, Religion, Sex, Sexual Orientation, 
Gender Identity, National Origin
Executive Order 11246, as amended, prohibits employment 
discrimination by Federal contractors based on race, color,  
religion, sex, sexual orientation, gender identity, or national 
origin, and requires affirmative action to ensure equality of  
opportunity in all aspects of employment.

Asking About, Disclosing, or Discussing Pay
Executive Order 11246, as amended, protects applicants and 
employees of Federal contractors from discrimination based on 
inquiring about, disclosing, or discussing their compensation or 
the compensation of other applicants or employees.

Disability
Section 503 of the Rehabilitation Act of 1973, as amended,  protects 
qualified individuals with disabilities from discrimination in hiring, 
promotion, discharge, pay, fringe benefits, job  training, classification, 
referral, and other aspects of employment by Federal contractors. 
Disability discrimination includes not  making reasonable 
accommodation to the known physical or mental limitations of an 
otherwise qualified individual with a  disability who is an applicant or 
employee, barring undue  hardship to the employer. Section 503 
also requires that  Federal contractors take affirmative action to 
employ and  advance in employment qualified individuals with 
disabilities  at all levels of employment, including the executive level. 

Race, Color, National Origin, Sex
In addition to the protections of Title VII of the Civil Rights Act 
of 1964, as amended, Title VI of the Civil Rights Act of 1964, as 
amended, prohibits discrimination on the basis of race, color  or 
national origin in programs or activities receiving Federal  
financial assistance. Employment discrimination is covered by  
Title VI if the primary objective of the financial assistance is  
provision of employment, or where employment discrimination 
causes or may cause discrimination in providing services under 
such programs. Title IX of the Education Amendments of 1972 
prohibits employment discrimination on the basis of sex in  
educational programs or activities which receive Federal  
financial assistance.

Individuals with Disabilities
Section 504 of the Rehabilitation Act of 1973, as amended,  
prohibits employment discrimination on the basis of disability in 
any program or activity which receives Federal financial assistance. 
Discrimination is prohibited in all aspects of employment against 
persons with disabilities who, with or without reasonable  
accommodation, can perform the essential functions of the job.
If you believe you have been discriminated against in a program 
of any institution which receives Federal financial assistance,  
you should immediately contact the Federal agency providing 
such assistance.

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

Retaliation
Retaliation is prohibited against a person who files a complaint 
of discrimination, participates in an OFCCP proceeding, or  
otherwise opposes discrimination by Federal contractors under 
these Federal laws.
Any person who believes a contractor has violated its  
nondiscrimination or affirmative action obligations under 
OFCCP’s authorities should contact immediately:
The Office of Federal Contract Compliance Programs (OFCCP) 
U.S. Department of Labor 
200 Constitution Avenue, N.W. 
Washington, D.C. 20210 
1–800–397–6251 (toll-free)
If you are deaf, hard of hearing, or have a speech disability, 
please dial 7–1–1 to access telecommunications relay services. 
OFCCP may also be contacted by submitting a question online 
to OFCCP’s Help Desk  at https://ofccphelpdesk.dol.gov/s/, or 
by calling an OFCCP regional  or district office, listed in most 
telephone directories under U.S. Government, Department 
of Labor and on OFCCP’s “Contact Us” webpage at 
https://www.dol.gov/agencies/ofccp/contact.

EMPLOYERS HOLDING FEDERAL CONTRACTS OR SUBCONTRACTS

PROGRAMS OR ACTIVITIES RECEIVING FEDERAL FINANCIAL ASSISTANCE

(Revised 6/27/2023) EEOC 06/23

What can You Do if You Believe Discrimination has Occurred?
Contact the EEOC promptly if you suspect discrimination. Do not delay, because there are strict time limits for filing a charge of 
discrimination (180 or 300 days, depending on where you live/work). You can reach the EEOC in any of the following ways:
Submit an inquiry through the EEOC’s public portal: 

https://publicportal.eeoc.gov/Portal/Login.aspx
Call 1–800–669–4000 (toll free)      1–800–669–6820 (TTY)

1–844–234–5122 (ASL video phone)

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

E-Mail info@eeoc.gov

YOUR EMPLOYEE RIGHTS
UNDER THE FAMILY AND MEDICAL LEAVE ACT

What is FMLA leave?
The Family and Medical Leave Act (FMLA) is a federal law that provides eligible employees with job-
protected leave for qualifying family and medical reasons. The U.S. Department of Labor’s Wage 
and Hour Division (WHD) enforces the FMLA for most employees.
Eligible employees can take up to 12 workweeks of FMLA leave in a 12-month period for:

• The birth, adoption or foster placement of a child with you,
• Your serious mental or physical health condition that makes you unable to work,
• To care for your spouse, child or parent with a serious mental or physical health condition, and
• Certain qualifying reasons related to the foreign deployment of your spouse, child or parent who 

is a military servicemember.
An eligible employee who is the spouse, child, parent or next of kin of a covered servicemember 
with a serious injury or illness may take up to 26 workweeks of FMLA leave in a single 12-month 
period to care for the servicemember.
You have the right to use FMLA leave in one block of time. When it is medically necessary or 
otherwise permitted, you may take FMLA leave intermittently in separate blocks of time, 
or on a reduced schedule by working less hours each day or week. Read Fact Sheet #28M(c) for 
more information.
FMLA leave is not paid leave, but you may choose, or be required by your employer, to use any 
employer-provided paid leave if your employer’s paid leave policy covers the reason for which you 
need FMLA leave.

Am I eligible to take FMLA leave?
You are an eligible employee if all of the following apply:

• You work for a covered employer,
• You have worked for your employer at least 12 months,
• You have at least 1,250 hours of service for your employer during the 12 months before your 

leave, and
• Your employer has at least 50 employees within 75 miles of your work location.

Airline flight crew employees have different “hours of service” requirements.
You work for a covered employer if one of the following applies:

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

• You work for an elementary or public or private secondary school, or
• You work for a public agency, such as a local, state or federal government agency. Most federal 

employees are covered by Title II of the FMLA, administered by the Office of Personnel Management.

How do I request FMLA leave?
Generally, to request FMLA leave you must:

• Follow your employer’s normal policies for requesting leave,
• Give notice at least 30 days before your need for FMLA leave, or
• If advance notice is not possible, give notice as soon as possible.

You do not have to share a medical diagnosis but must provide enough information to your employer so they 
can determine whether the leave qualifies for FMLA protection. You must also inform your employer if FMLA 
leave was previously taken or approved for the same reason when requesting additional leave.
Your employer may request certification from a health care provider to verify medical leave and may request 
certification of a qualifying exigency.
The FMLA does not affect any federal or state law prohibiting discrimination or supersede any state or local law or 
collective bargaining agreement that provides greater family or medical leave rights.
State employees may be subject to certain limitations in pursuit of direct lawsuits regarding leave for their own serious 
health conditions. Most federal and certain congressional employees are also covered by the law but are subject to the 
jurisdiction of the U.S. Office of Personnel Management or Congress.

What does my employer need to do?
If you are eligible for FMLA leave, your employer must:

• Allow you to take job-protected time off work for a qualifying reason,
• Continue your group health plan coverage while you are on leave on the same basis as if you 

had not taken leave, and
• Allow you to return to the same job, or a virtually identical job with the same pay, benefits and 

other working conditions, including shift and location, at the end of your leave.
Your employer cannot interfere with your FMLA rights or threaten or punish you for 
exercising your rights under the law. For example, your employer cannot retaliate against you for 
requesting FMLA leave or cooperating with a WHD investigation.
After becoming aware that your need for leave is for a reason that may qualify under the FMLA, 
your employer must confirm whether you are eligible or not eligible for FMLA leave. If your 
employer determines that you are eligible, your employer must notify you in writing:

• About your FMLA rights and responsibilities, and
• How much of your requested leave, if any, will be FMLA-protected leave.

Where can I find more information?
Call 1-866-487-9243 or visit dol.gov/fmla to learn more.
If you believe your rights under the FMLA have been violated, you may file a complaint with WHD 
or file a private lawsuit against your employer in court. Scan the QR code to learn about our 
WHD complaint process.
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WAGE AND HOUR DIVISION
UNITED STATES DEPARTMENT OF LABOR

SCAN ME

Job Safety and Health
IT’S THE LAW!

All workers have the right to:

A safe workplace.

Raise a safety or health concern with 
your employer or OSHA, or report a work-
related injury or illness, without being 
retaliated against. 

Receive information and training on job 
hazards, including all hazardous substances
in your workplace. 

Request a confidential OSHA inspection 
of your workplace if you believe there are 
unsafe or unhealthy conditions. You have 
the right to have a representative contact 
OSHA on your behalf.

Participate (or have your representative 
participate) in an OSHA inspection and 
speak in private to the inspector.

File a complaint with OSHA within  30 days 
(by phone, online or by mail) if you have been 
retaliated against for using your rights. 

See any OSHA citations issued to your 
employer.

Request copies of your medical records, tests 
that measure hazards in the workplace, and 
the workplace injury and illness log.

Employers must:

Provide employees a workplace free from 
recognized hazards. It is illegal to retaliate 
against an employee for using any of their 
rights under the law, including raising a health 
and safety concern with you or with OSHA, or 
reporting a work-related injury or illness.

Comply with all applicable OSHA standards. 

Notify OSHA within 8 hours of a workplace 
fatality or within 24 hours of any work-related 
inpatient hospitalization, amputation, or loss 
of an eye.

Provide required training to all workers in a 
language and vocabulary they can  understand. 

Prominently display this poster in the workplace.

Post OSHA citations at or near the place of 
the alleged violations.

On-Site Consultation services are available to 
small and medium-sized employers, without 
citation or penalty, through OSHA-supported 
consultation programs in every state.

Contact OSHA. We can help. 

1-800-321-OSHA (6742)  •  TTY 1-877-889-5627  •  www.osha.gov

This poster is available free from OSHA.
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EMPLOYEE RIGHTS
EMPLOYEE POLYGRAPH PROTECTION ACT
The Employee Polygraph Protection Act 
prohibits most private employers from using 
lie detector tests either for pre-employment 
screening or during the course of employment.

WAGE AND HOUR DIVISION
UNITED STATES DEPARTMENT OF LABOR

1-866-487-9243
www.dol.gov/agencies/whd

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

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

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

The Act also permits polygraph testing, subject to restrictions, of 
certain employees of private firms who are reasonably suspected 

of involvement in a workplace incident (theft, embezzlement, etc.) 
that resulted in economic loss to the employer.

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

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

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

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

USERRA  UNIFORMED SERVICES EMPLOYMENT AND REEMPLOYMENT RIGHTS ACT

FLSA  FAIR LABOR STANDARDS ACTEEOC  U.S. EQUAL EMPLOYMENT OPPORTUNITY COMMISSION

OSHA  OCCUPATIONAL SAFETY AND HEALTH ACT OF 1970

EPPA  EMPLOYEE POLYGRAPH PROTECTION ACT

FMLA  FAMILY AND MEDICAL LEAVE ACT OF 1993 (Only applies to certain employers – see note at bottom)

POSTERS � DIGITAL SOLUTIONS � EMPLOYEE HANDOUTS � HR POLICIES

REEMPLOYMENT RIGHTS

You have the right to be reemployed in your civilian job if you 
leave that job to perform service in the uniformed service and:

★ you ensure that your employer receives advance written or 
verbal notice of your service;

★ you have five years or less of cumulative service in the 
uniformed services while with that particular employer;

★ you return to work or apply for reemployment in 
a timely manner after conclusion of service; and

HEALTH INSURANCE PROTECTION

★ If you leave your job to perform military service, you have 
the right to elect to continue your existing employer-based 
health plan coverage for you and your dependents for up to 24 
months while in the military.

★ Even if you don't elect to continue coverage during your military 
service, you have the right to be reinstated in your employer's 
health plan when you are reemployed, generally without any 
waiting periods or exclusions (e.g., pre-existing condition 
exclusions) except for service-connected illnesses or injuries.

USERRA protects the job rights of individuals who voluntarily or involuntarily leave employment positions to undertake 
military service or certain types of service in the National Disaster Medical System.  USERRA also prohibits employers from 

discriminating against past and present members of the uniformed services, and applicants to the uniformed services.

YOUR RIGHTS UNDER USERRA
THE UNIFORMED SERVICES EMPLOYMENT AND REEMPLOYMENT RIGHTS ACT

ADDITIONAL INFORMATION
•

•

•

•

•

Individuals with Disabilities
Section 504 of the Rehabilitation Act of 1973, as amended,  
prohibits employment discrimination on the basis of disability in 
any program or activity which receives Federal financial assistance. 
Discrimination is prohibited in all aspects of employment against 
persons with disabilities who, with or without reasonable  
accommodation, can perform the essential functions of the job.
If you believe you have been discriminated against in a program 
of any institution which receives Federal financial assistance,  
you should immediately contact the Federal agency providing 

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

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

Any person who believes a contractor has violated its  
nondiscrimination or affirmative action obligations under 
OFCCP’s authorities should contact immediately:
The Office of Federal Contract Compliance Programs (OFCCP) 
U.S. Department of Labor 
200 Constitution Avenue, N.W. 
Washington, D.C. 20210 
1–800–397–6251 (toll-free)
If you are deaf, hard of hearing, or have a speech disability, 
please dial 7–1–1 to access telecommunications relay services. 
OFCCP may also be contacted by submitting a question online 
to OFCCP’s Help Desk  at https://ofccphelpdesk.dol.gov/s/, or 
by calling an OFCCP regional  or district office, listed in most 
telephone directories under U.S. Government, Department 
of Labor and on OFCCP’s “Contact Us” webpage at 
https://www.dol.gov/agencies/ofccp/contact.

EMPLOYERS HOLDING FEDERAL CONTRACTS OR SUBCONTRACTS

PROGRAMS OR ACTIVITIES RECEIVING FEDERAL FINANCIAL ASSISTANCE

EEOC 06/23

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

employer.

Request copies of your medical records, tests 

USERRA  UNIFORMED SERVICES EMPLOYMENT AND REEMPLOYMENT RIGHTS ACT

FMLA  FAMILY AND MEDICAL LEAVE ACT OF 1993

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

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

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

The Act also permits polygraph testing, subject to restrictions, of 
certain employees of private firms who are reasonably suspected 

The law does not preempt any provision of any State or local law 
or any collective bargaining agreement which is more restrictive 

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

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

• Age (40 and older)
• Disability

Genetic information 

threats related to exercising 
rights regarding disability 
discrimination or pregnancy 

information of employees

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

an EEOC field office (information at 

prohibits most private employers from using 
lie detector tests either for pre-employment 
screening or during the course of employment.

of involvement in a workplace incident (theft, embezzlement, etc.) 
that resulted in economic loss to the employer.

Individuals with Disabilities
Section 504 of the Rehabilitation Act of 1973, as amended,  
prohibits employment discrimination on the basis of disability in 
any program or activity which receives Federal financial assistance. 
Discrimination is prohibited in all aspects of employment against 
persons with disabilities who, with or without reasonable  
accommodation, can perform the essential functions of the job.
If you believe you have been discriminated against in a program 
of any institution which receives Federal financial assistance,  
you should immediately contact the Federal agency providing 

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

Retaliation is prohibited against a person who files a complaint 
of discrimination, participates in an OFCCP proceeding, or  
otherwise opposes discrimination by Federal contractors under 
these Federal laws.
Any person who believes a contractor has violated its  
nondiscrimination or affirmative action obligations under 
OFCCP’s authorities should contact immediately:
The Office of Federal Contract Compliance Programs (OFCCP) 
U.S. Department of Labor 
200 Constitution Avenue, N.W. 
Washington, D.C. 20210 
1–800–397–6251 (toll-free)
If you are deaf, hard of hearing, or have a speech disability, 
please dial 7–1–1 to access telecommunications relay services. 
OFCCP may also be contacted by submitting a question online 
to OFCCP’s Help Desk  at 
by calling an OFCCP regional  or district office, listed in most 
telephone directories under U.S. Government, Department 
of Labor and on OFCCP’s “Contact Us” webpage at 
https://www.dol.gov/agencies/ofccp/contact

EMPLOYERS HOLDING FEDERAL CONTRACTS OR SUBCONTRACTS

PROGRAMS OR ACTIVITIES RECEIVING FEDERAL FINANCIAL ASSISTANCE
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an EEOC field office (information at 
www.eeoc.gov/field-office
info@eeoc.govinfo@eeoc.gov

USERRA  UNIFORMED SERVICES EMPLOYMENT AND REEMPLOYMENT RIGHTS ACT

The law does not preempt any provision of any State or local law 
or any collective bargaining agreement which is more restrictive 

Designation Notice  U.S. Department of Labor 
under the Family and Medical Leave Act Wage and Hour Division 

Page 1 of 2 Form WH-382, Revised June 2020

DO NOT SEND TO THE DEPARTMENT OF LABOR.
PROVIDE TO EMPLOYEE. 

OMB Control Number: 1235-0003 
Expires: 6/30/2026

Leave covered under the Family and Medical Leave Act (FMLA) must be designated as FMLA-protected and the employer must inform 
the employee of the amount of leave that will be counted against the employee’s FMLA leave entitlement. In order to determine whether 
leave is covered under the FMLA, the employer may request that the leave be supported by a certification. If the certification is 
incomplete or insufficient, the employer must state in writing what additional information is necessary to make the certification complete 
and sufficient. While use of this form is optional, a fully completed Form WH-382 provides employees with the information required 
by 29 C.F.R. §§ 825.300(d), 825.301, and 825.305(c), which must be provided within five business days of the employer having enough 
information to determine whether the leave is for an FMLA-qualifying reason. Information about the FMLA may be found on the WHD 
website at www.dol.gov/agencies/whd/fmla. 

SECTION I - EMPLOYER
The employer is responsible in all circumstances for designating leave as FMLA-qualifying and giving notice to the employee. Once an 
eligible employee communicates a need to take leave for an FMLA-qualifying reason, an employer may not delay designating such 
leave as FMLA leave, and neither the employee nor the employer may decline FMLA protection for that leave. 

Date: ____________________________ (mm/dd/yyyy)  

From: _______________________________________ (Employer) To: _____________________________________ (Employee)

On _____________________ (mm/dd/yyyy) we received your most recent information to support your need for leave due to:
(Select as appropriate)

 The birth of a child, or placement of a child with you for adoption or foster care, and to bond with the newborn or newly-
placed child

 Your own serious health condition
 The serious health condition of your spouse, child, or parent
 A qualifying exigency arising out of the fact that your spouse, child, or parent is on covered active duty or has been notified

of an impending call or order to covered active duty with the Armed Forces
 A serious injury or illness of a covered servicemember where you are the servicemember’s spouse, child, parent, or next of

kin (Military Caregiver Leave)

We have reviewed information related to your need for leave under the FMLA along with any supporting documentation 
provided and decided that your FMLA leave request is: (Select as appropriate)

 Approved. All leave taken for this reason will be designated as FMLA leave. Go to Section III for more information.

 Not Approved: (Select as appropriate)
 The FMLA does not apply to your leave request.
 As of the date the leave is to start, you do not have any FMLA leave available to use.
 Other _______________________________________________________________________

 Additional information is needed to determine if your leave request qualifies as FMLA leave. (Go to Section II for the specific
information needed. If your FMLA leave request is approved and no additional information is needed, go to Section III.)

SECTION II – ADDITIONAL INFORMATION NEEDED

We need additional information to determine whether your leave request qualifies under the FMLA. Once we obtain the additional 
information requested, we will inform you within 5 business days if your leave will or will not be designated as FMLA leave and count 
towards the amount of FMLA leave you have available. Failure to provide the additional information as requested may result in a 
denial of your FMLA leave request. 

If you have any questions, please contact: _____________________________________at___________________________________
(Name of employer FMLA representative)  (Contact information)

Incomplete or Insufficient Certification
The certification you have provided is incomplete and/or insufficient to determine whether the FMLA applies to your leave request.
(Select as applicable)

 The certification provided is incomplete and we are unable to determine whether the FMLA applies to your leave
request. “Incomplete” means one or more of the applicable entries on the certification have not been completed.

prospective employee for refusing to take a test or for exercising 

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

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

The Act also permits polygraph testing, subject to restrictions, of 
certain employees of private firms who are reasonably suspected 

or any collective bargaining agreement which is more restrictive 
with respect to lie detector tests.

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

USERRA protects the job rights of individuals who voluntarily or involuntarily leave employment positions to undertake 
military service or certain types of service in the National Disaster Medical System.  USERRA also prohibits employers from 

discriminating against past and present members of the uniformed services, and applicants to the uniformed services.

YOUR RIGHTS UNDER USERRA
THE UNIFORMED SERVICES EMPLOYMENT AND REEMPLOYMENT RIGHTS ACT

or any collective bargaining agreement which is more restrictive 
with respect to lie detector tests.

Form WH-

Leave covered under the Family and Medical Leave Act (FMLA) must be designated as FMLA-protected and the employer must inform 
the employee of the amount of leave that will be counted against the employee’s FMLA leave entitlement. In order to determine
leave is covered under the FMLA, the employer may request that the leave be supported by a certification. If the certificatio
incomplete or insufficient, the employer must state in writing what additional information is necessary to make the certification complete 

382 provides employees with the information required 
, which must be provided within five business days of the employer having enough 

Information about the FMLA may

qualifying and giving notice to the 
qualifying reason, an employer may not delay designating such 

leave as FMLA leave, and neither the employee nor the employer may decline FMLA protection for that leave. 

_________________

 we received your most recent information to support your 

, and to bond with the newborn or newly

covered active duty or has been notified

where you are the servicemember’s spouse, child, parent, or next of

along with any supporting documentation 

more information

_____________________________________________________________

o to Section II
If your FMLA leave request is approved and no additional information is needed, go to Section III.)

FMLA. Once we obtain the additional 
if your leave will or will not be designated as FMLA leave and count 

Failure to provide the additional information as requested may result in a 

at_____________________
ontact information)

sufficient to determine whether the FMLA applies to your leave request.

determine whether the FMLA applies to your leave
one or more of the applicable entries on the certification have not been completed

Premium Assistance Under Medicaid and the
Children’s Health Insurance Program (CHIP)

If you or your children are eligible for Medicaid or CHIP and you’re eligible for health coverage from your employer, 
your state may have a premium assistance program that can help pay for coverage, using funds from their Medicaid or 
CHIP programs.  If you or your children aren’t eligible for Medicaid or CHIP, you won’t be eligible for these premium 
assistance programs but you may be able to buy individual insurance coverage through the Health Insurance Marketplace.  
For more information, visit www.healthcare.gov. 

If you or your dependents are already enrolled in Medicaid or CHIP and you live in a State listed below, contact your 
State Medicaid or CHIP office to find out if premium assistance is available. 

If you or your dependents are NOT currently enrolled in Medicaid or CHIP, and you think you or any of your dependents 
might be eligible for either of these programs, contact your State Medicaid or CHIP office or dial 1-877-KIDS NOW or 
www.insurekidsnow.gov to find out how to apply.  If you qualify, ask your state if it has a program that might help you 
pay the premiums for an employer-sponsored plan. 

If you or your dependents are eligible for premium assistance under Medicaid or CHIP, as well as eligible under your 
employer plan, your employer must allow you to enroll in your employer plan if you aren’t already enrolled.  This is 
called a “special enrollment” opportunity, and you must request coverage within 60 days of being determined eligible 
for premium assistance.  If you have questions about enrolling in your employer plan, contact the Department of Labor 
at www.askebsa.dol.gov or call 1-866-444-EBSA (3272). 

If you live in one of the following states, you may be eligible for assistance paying your employer health plan 
premiums.  The following list of states is current as of July 31, 2024.  Contact your State for more information on 
eligibility – 

ALABAMA – Medicaid ALASKA – Medicaid

Website: http://myalhipp.com/
Phone: 1-855-692-5447

The AK Health Insurance Premium Payment Program
Website: http://myakhipp.com/
Phone: 1-866-251-4861
Email: CustomerService@MyAKHIPP.com
Medicaid Eligibility:  
https://health.alaska.gov/dpa/Pages/default.aspx

ARKANSAS – Medicaid CALIFORNIA – Medicaid

Website: http://myarhipp.com/
Phone: 1-855-MyARHIPP (855-692-7447)

Health Insurance Premium Payment (HIPP) Program Website:
http://dhcs.ca.gov/hipp
Phone: 916-445-8322
Fax: 916-440-5676
Email: hipp@dhcs.ca.gov

COLORADO – Health First Colorado 
(Colorado’s Medicaid Program) & Child Health 

Plan Plus (CHP+)

FLORIDA – Medicaid

Health First Colorado Website: 
https://www.healthfirstcolorado.com/  
Health First Colorado Member Contact Center: 
1-800-221-3943/State Relay 711
CHP+: https://hcpf.colorado.gov/child-health-plan-plus  
CHP+ Customer Service: 1-800-359-1991/State Relay 711
Health Insurance Buy-In Program (HIBI):  
https://www.mycohibi.com/
HIBI Customer Service: 1-855-692-6442

Website: 
https://www.flmedicaidtplrecovery.com/flmedicaidtplrecover
y.com/hipp/index.html
Phone: 1-877-357-3268

All workers have the right to:

A safe workplace.

Raise a safety or health concer
your employer or OSHA, or re
related injury or illness, witho
retaliated against. 

Receive information and training 
hazards, including all hazardou
in your workplace. 

Request a confidential OSHA inspection 
of your workplace if you believe there are 
unsafe or unhealthy conditions. You have 
the right to have a representative contact 
OSHA on your behalf.

Participate (or have your repres
participate) in an OSHA inspe
speak in private to the inspector.

File a complaint with OSHA within  30 days 
(by phone, online or by mail) if you have been 
retaliated against for using your rights. 

See any OSHA citations issued to your 

Post OSHA citations at or near the place of 
the alleged violations.

On-Site Consultation services are available to 
small and medium-sized employers, without 
citation or penalty, through OSHA-supported 
consultation programs in every state.

WAGE AND HOUR DIVISION
UNITED STATES DEPARTMENT OF LABOR

OSHA  OCCUPATIONAL SAFETY AND HEALTH ACT OF 1970

e the right to:

cern w
report 

s, without be

Receive information and training 
ous s

Request a confidential OSHA inspection 
of your workplace if you believe there are 
unsafe or unhealthy conditions. You have 
the right to have a representative contact 

your representative 
pection and 

y sp y  poste orkpl

Post OSHA citations at or near the place of 

WAGE AND HOUR DIVISION
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OSHA  OCCUPATIONAL SAFETY AND HEALTH ACT OF 1970

If you or your dependents are NOT currently enrolled in Medicaid or CHIP, and you think you or any of your dependents 
might be eligible for either of these programs, contact your State Medicaid or CHIP office or dial 
www.insurekidsnow.gov to find out how to apply.  If you qualify, ask your state if it has a program that might help you 
pay the premiums for an employer-sponsored plan. 

If you or your dependents are eligible for premium assistance under Medicaid or CHIP, 
employer plan, your employer must allow you to enroll in your employer plan if you aren
called a “special enrollment” opportunity, and you must request coverage within 60 days of being determined eligible 
for premium assistance.  If you have questions about enrolling in your employer plan, contact the Department of Labor 
at www.askebsa.dol.gov or call 1-866-444-EBSA (3272). 

If you live in one of the following states, you may be eligible for assistance paying your employer health plan 
premiums.  The following list of states is current as of July 31, 2024.  Contact your State for 
eligibility – 

ALABAMA – Medicaid ALASKA 

Website: http://myalhipp.com/
Phone: 1-855-692-5447

The AK Health Insurance Premium Payment Program
Website: http://myakhipp.com/
Phone: 1-866-251-4861
Email: CustomerService@MyAKHIPP.com
Medicaid Eligibility:  
https://health.alaska.gov/dpa/Pages/default.aspx

ARKANSAS – Medicaid CALIFORNIA 

Website: http://myarhipp.com/
Phone: 1-855-MyARHIPP (855-692-7447)

Health Insurance Premium Payment (HIPP) Program
http://dhcs.ca.gov/hipp
Phone: 916-445-8322
Fax: 916-440-5676
Email: hipp@dhcs.ca.gov

COLORADO – Health First Colorado 
(Colorado’s Medicaid Program) & Child Health 

Plan Plus (CHP+)

FLORIDA 

Health First Colorado Website: 
https://www.healthfirstcolorado.com/  https://www.healthfirstcolorado.com/  https://www.healthfirstcolorado.com/
Health First Colorado Member Contact Center: 
1-800-221-3943/State Relay 711
CHP+: https://hcpf.colorado.gov/child-health-plan-plus  
CHP+ Customer Service: 1-800-359-1991/State Relay 711
Health Insurance Buy-In Program (HIBI):  
https://www.mycohibi.com/
HIBI Customer Service: 1-855-692-6442

Website: 
https://www.flmedicaidtplrecovery.com/flmedicaidtplrecover
y.com/hipp/index.html
Phone: 1-877-357-3268

We make labor law compliance easy with customized solutions for PEOs.

Learn more at PosterGuardPlus.com/PEO or call us today at 954-970-5611. 

10
KEY

REASONS
PEOs Partner with
Poster Guard Plus
1 Enhanced Offering of Compliance Solutions

2 In-House, Attorney-Led Legal Team

 3 100% No-Cap Posting Compliance Guarantee

4 All-Inclusive Pricing with No Surprises

5 Automatic Email Updates of Posting Changes

6 Dedicated Account Manager

7  Streamlined Onboarding and 

Administrator Training

8 Customizable Messaging

 9 Robust, Secure Web Portal

10 Flexible Invoicing Options
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