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The Work Opportunity
Tax Credit (WOTC)
Program
Offers
Employers
12

Waysto earn Federal Tax
Creditsfor your company

For More Information:

http://www.doleta.gov/
business/| ncentives/opptax/

Federal child labor rules are established by the
Fair Labor Standards Act (FLSA). ThisAct es-
tablishes minimum wage, overtime pay, record-
keeping, and child labor rules affecting full- and
part-time workersin the private sector and in the
Federal, state and local governments. The rules
vary depending upon the age of the young
worker and his or her occupation. All states
have child labor standards. When Federal and
state standards are different, the rules that pro-
vide the most protection to young workers will

apply.

Section 103.64-82 of the Wisconsin Statutes
requires that the department promul gate admin-
istrative rules to establish hours of work, time of
day and prohibited employment for minors 11
through 17 years of age and take enforcement
action. Frequently asked questions and rules on
Child Labor, can be found at the Equal Rights
Division Website at http://dwd.state.wi.us/er/
including:

What arethe Hours of Work for minors?

Employers of minors are subject to certain re-
strictions when scheduling those minors to
work. Thetime of day when they may be em-
ployed, including how early and how late, and
the number of hours which they may work per
day and per week are all regulated. These re-
strictions depend on the age of the minor and
whether or not school isin session during the
period they are employed. Only high school
graduates and other minors who are exempt
from school attendance may be employed the
same hours as an adult. Although a given mi-
nor's required school hours may differ from an-
other minor's required school hours, no minor
may be allowed to work during hours they are
reguired to be in school.

In addition to the hours and time of day restric-
tions, all minors must have at least a 1/2 hour
meal break if they work more than 6 consecutive
hours and no minor, excluding only those who
are 14 to 17 years old working in agriculture,
may be allowed to work more than 6 daysin any
workweek.

Employers employing minors through written
school work experience programs do not need to
count the hours worked as part of this program
during regular school hours towards the total
hours a minor is allowed to work per day or per
week.

The regulations concerning the daily or weekly
hours minors may work can be found on the
back of the copy of the work permit issued to
the minor and the employer. Poster ERD-9217-
Hours and Times of Day Minors may Work in
Wisconsin is available online at:

http://www.dwd.state.wi.us'/dwd/poster s.htm

Work Permit/s
A work permit is required before anyone under
the age of 18 isallowed to work in any job
with the exception of agriculture or domestic
service wor k. Employers must have awork
permit on file for the minor being employed
before they may allow the minor to begin
work. Work permits are issued at various loca-
tions throughout the state. Y ou may apply for a
work permit at your school office or call (608)
266-6860 for information on where in your area
you may apply for awork permit. The per mit
will not beissued if thework isprohibited by
law.

To obtain awork permit, the minor or parent
must visit the permit officer, taking with them
the minor'sbirth certificate or other proof of
age, social security card, hiring statement
from the employer, explaining job duties,
hours of work, written parents consent and a
$10.00 fee. We may accept a valid operator’s
license or an identification card issued by the
Wisconsin Department of Transportation as
proof of aminor’s age. This means that we may
now accept either aduly attested birth certifi-
cate, averified baptismal certificate, or a
driver’slicense or photo ID card issued by the
Department of Transportation. The $10.00 fee
for the permit must be reimbursed to the minor
by the employer at the end of the first pay pe-
riod. Copies of the permit go to the employer
and the minor, in addition to the school district
where the minor is enrolled.




Summer is Coming!

The Wisconsin New
Hire Reporting Center
wants to remind all

employers to report their
temporary or seasonal
employees that may be
hired over the spring and
summer months.

Remember:

All new or re-hired em-
ployees must be reported
whether they are full,
part-time, or temporary
employees within 20
days of hire or re-hire.

For additional informa-
tion or assistance, con-
tact ustoll free at

1-888-300-4473.
Monday-Friday
8:00 am—5:00 PM
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Wisconsin law requires employers to report each
newly hired employee to the State Directory of
New Hires within 20 days after the employee starts
work. Employers must also report employees who
are rehired, recalled, or returning to work after an
unpaid interval of more than 90 days.

In 1996, Congress enacted alaw called the
"Personal Responsibility and Work Opportunity
Reconciliation Act,” or PRWORA, as part of Wel-
fare Reform. Thislegidation created the require-
ment for employersin all 50 states to report their
new hires and re-hires to a state directory.

New hire reporting speeds up the child support
income withholding order process, expedites col-
lection of child support from parents who change
j obs frequently, and quickly locates non-custodial
parents to help in establishing paternity and child
support orders. New hire reporting helps children
receive the support they deserve. Employers serve
as key partnersin ensuring financial stability for
many children and families and should take pride
intheir role.

\Who isrequired to report?

Employers and/or |abor organizations doing busi-
ness in the State of Wisconsin must report the fol -
lowing employees:

New employees: Employers must report all em-
ployees who reside or work in the State of Wiscon-
sin to whom the employer anticipates paying earn-

ings. Employees must be reported even if they
work only one day and are terminated (prior to the
employer fulfilling the new hire reporting require-
ment).

Re-hires or Re-called employees. Employers must
report re-hires, or employees who return to work
after being laid off, furloughed, separated, granted
aleave without pay, or terminated from employ-
ment after 90 days. Employers must also report
any employee who remains on the payroll during a
break in service or gap in pay, and then returnsto
work after 90 days. Thisincludes teachers, substi-
tutes, seasonal workers, etc.

Temporary employees. Temporary agencies are
responsible for reporting any employee who they
hire to report for an assignment. Employees need to
be reported only once; they do not need to be re-
reported each time they report to a new client. They
do need to be reported as are-hire if the worker has
abreak in service or gap in wages.

Report New Hires Online at
www.wi-newhire.com

Please call the Wisconsin New Hire Reporting toll-
free at (888) 300-4473 for any questions regarding
the new hire reporting process. Our tel ephone sys-
tem can help you 24 hours aday, seven daysa
week. Help desk staff are available to answer your
guestions Monday through Friday from 8:00 am to
5:00 PM Central Time.
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New provisions of the prevailing wage law are now in effect,
including the provision that contractorsfile certified payroll
reports with DWD on a monthly basis.

Under the reporting provision in the newly revised statute, con-
tractors are to file certified payroll reports with DWD electroni-
cally. At the end of each month, they are to file reports within

seven days.

Contractors are encouraged to file their reports on work per-
formed in January as soon as possible. Contractors may simi-

least $25,000. It also applies to employers engaged in any pri-
vate project that receives at least $1 million in public funding.

What isthe purpose of these laws?

These laws were enacted to discourage the awarding of public
works contracts to employers who frequently underbid local
employers by paying their workers substantially less than nor-

mally received by workersin an area. Governmental agencies

were precluded from awarding contracts exclusively to local
employers because various bid laws required that most public

larly file future reports after the end of each month.

Theinitial focus of DWD enforcement efforts will be on educa-

tion and communication with contractors. DWD’ s approach will
involve education and assistance to ensure compliance with the

law. During this period of transition and pending legal proceed-

ings, DWD will not impose penalties against, or seek forfeitures
from, those contractors who do not file reports.

The newly revised law now applies to employers engaged in
any public works project that has a total estimated cost of at

works contracts be awarded to the lowest responsible bidder. As
wages were the most controllable factor in the bidding process,
workers were put in the precarious position of having their
wages manipulated by their employer. This problem created
instability in the local construction industry. Prevailing wage
rate laws were enacted to provide a partial solution to this prob-
lem.

For more information go to:
http://dwd.wisconsin.gov/er /prevailing_wage rate/




6 '70 55

6'& 7'$) 3.4, %
$9

41 ¥, 8 % % !,
#1 :6'&7'9) 3#, %

1,40& 4'$73
41 W,

WISCONSIN DISABILITY PROGRAM

NAVIGAT®RS

“The goal of the Navigator Program is to increase employment
and self sufficiency for people with disabilities by linking them
to employers and connecting them to the labor market.”

Disahility Program Navigators work collaboratively with the
Job Center system, organizations that provide services for indi-
viduals with disabilities, and employers.

Within the business community, the Navigator can be viewed as
aresource. Specifically, the Navigator can assist employers with
the following employment issues pertaining to people with dis-
abilities:

- Job Accommodations

- Work Opportunity Tax Credit

- Access Tax Credit/Deduction

- Americans with Disabilities Act (ADA)

- Disahility-related information

- Adaptive equipment and assi stive technology

- Physical accessibility

The Disability Navigator is available for no-cost consulting and
can offer awide variety of servicesincluding on-site training,
information on tax credits for hiring individuals with disabili-
ties, workplace accommodation expenses, and more.

Alex Annoye is the new Disability Program Navigator serving
the Northeastern Wisconsin Region. As a Navigator, | work to
promote education and understanding of the value that hiring
and working with individuals with disabilities can provide to
employers. | am available to coordinate and conduct sessions
involving tax credits available for businesses wishing to hire
people with disabilities, workshops in understanding the Ameri-
cans with Disabilities Act (ADA) for hiring and retention prac-
tices and also supports available in the community for busi-
nesses that wish to accommodate their current staff that has dis-
abilities.

Please feel contact me at (920) 410-0702 or
alex.annoye@workforceeconomics.org with any questions or
inquires regarding these services or other aspects of employment
involving people with disabilities. My services are free and
readily available with no formal intake paperwork requirements.
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[Two new tax benefits are now available to employers hiring
workers who were previously unemployed or only working part
time. These provisions are part of the Hiring Incentivesto Re-
store Employment (HIRE) Act enacted into law today.

Thefirst, referred to as the Payroll Tax Exemption for Hiring
Unemployed Workers. Employers who hire unemployed workers
this year (after Feb. 3, 2010 and before Jan. 1, 2011) may qualify
for a 6.2-percent payroll tax incentive, in effect exempting them
from their share of Social Security taxes on wages paid to these
workers after March 18, 2010. This reduced tax withholding will
have no effect on the employee’s future Social Security benefits,
and employers would still need to withhold the employee’s 6.2-
percent share of Social Security taxes, as well asincome taxes.
The employer and employee’s shares of Medicare taxes would
also still apply to these wages.

In addition, for each qualified employee retained at least 52 con-
secutive weeks, businesses are eligible for a general business tax
credit under the Business Credit for Retention of Certain Newly
Hired Individualsin 2010. For each worker retained for at least a
lyear, businesses may claim an additional general business tax
credit, up to $1,000 per worker, when they file their 2011 income
tax returns.

“ These tax breaks offer a much-needed boost to employers will-
ing to expand their payrolls, and businesses and nonprofits
should keep these benefits in mind as they plan for the year
ahead,” said IRS Commissioner Doug Shulman.

The two tax benefits are especially helpful to employers who are
adding positions to their payrolls. New hiresfilling existing posi-

tions aso qualify but only if the workers they are replacing left
voluntarily or for cause. Family members and other relatives do
not qualify.

In addition, the new law requires that the employer get a state-
ment from each eligible new hire certifying that he or she was
unemployed during the 60 days before beginning work or, alter-
natively, worked fewer than atotal of 40 hours for someone else
during the 60-day period. The IRS is currently developing aform
employees can use to make the required statement.

Businesses, agricultural employers, tax-exempt organizations and
public colleges and universities all qualify to claim the payroll
tax benefit for eligible newly-hired employees. Household em-
ployers cannot claim this new tax benefit.

Employers claim the payroll tax benefit on the federal employ-
ment tax return they file, usualy quarterly, with the IRS. Eligible
employers will be able to claim the new tax incentive on their
revised employment tax form for the second quarter of 2010.
Revised forms and further details on these two new tax provi-
sions will be posted on IRS.gov during the next few weeks.

For moreinformation, click on theselinks:
Payroll Tax Exception for Hiring Unemployed Workers
www.ir s.gov/businesses/'small/article/0,,id=220746,00.html
Business Credit for Retention of Certain Newly Hired
Individualsin 2010
www.ir s.gov/businesses/'small/article/0,,id=220747,00.html
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‘ Consumer Price Index - All Urban Consumer s (CPI-U) *
National (U.S City Average) 1982-1984 = 100 % Change| Class B/C - Midwest Sates (1996/1997 = 100) | % Change] ClassD - Midwest Sates (1982-1984 = 100) | % Change
US Gty Average | Apr-10 | Mar-10 | Apr-09 [S7e50,000-1,500,000f Apr-10 | Mar-10 | Apr-09 |SzeLessthan 50,000 | Apr-10 | mar-10 | Apr-09
All Items 218.0 2176 2.2% |All Items 1335 133.1 3.0% |All Items 204.3 204.2 3.4%
Food & Beverage 2195 2194 0.5% |Food & Beverage 136.2 136.0 0.7% |Food & Beverage 2154 216.5 0.1%
Housing 2158 216.0 -0.6% |Housing 125.1 125.2 0.2% |Housing 192.6 192.8 1.8%
Apparel 122.1 122.1 -0.8% |Apparel 86.5 85.7 -0.2% |Apparel 125.6 124.4 1.2%
Trangportation 194.0 192.1 12.8% |Transportation 142.8 140.9 13.8% |Transportation 175.2 173.8 13.7%
Gasoline (All Types)  244.3 2375 38.2% |Gasoline (All Types) 259.1 249.6 40.8% |Gasoline (All Types) 216.5 2115 38.0%
Medical Care 387.7 387.1 3.6% |Medica Care 166.8 166.1 3.1% |Medica Care 370.6 3724 1.7%
Energy 213.0 210.0 18.5% |Energy 202.3 199.3 19.8% |Energy 186.4 184.7 22.0%
Source: U.S. Department of Labor, Bureau of Labor Statistics *Not Seasonally Adjusted
57#, <0 . ()
Change from Change from
Green Bay MSA (Brown, Kewaunee, one month ago | one year ago
& Oconto counties) April-10 March-10 April-09 March 2010 April 2009
Civilian Labor Force 169,112 169,139 171,474 -27 -2,362
Employed 156,101 153,745 157,288 2,356 -1,187
Unemployed 13,011 15,394 14,186 -2,383 -1,175
Unemployment Rate % 7.7% 9.1% 8.3% -1.4 -0.6
Total Nonfarm (NFW S) *** 160,500 158,500 162,700 2,000 -2,200
Goods Producing 33,300 32,500 33,700 800 -400
Service Producing 127,200 126,000 129,000 1,200 -1,800
Congtr., Mining & Nat. Resources 6,400 5,800 6,400 600 0
Manufacturing 26,900 26,700 27,300 200 -400
Trade 21,600 21,500 22,500 100 -900
Trangportation & Utilities 10,800 10,700 11,000 100 -200
Financial Activities 12,400 12,300 12,600 100 -200
Education & Health Services 21,300 21,200 21,100 100 200
Leisure & Hospitality 14,900 14,400 15,200 500 -300
Info., Prof & Bus. S/cs, & Other Svcs. 24,000 23,700 22,100 300 1,900
Tota Government 22,200 22,200 22,100 0 100
Federal 1,500 1,300 1,300 200 200
Sate 2,300 2,300 2,600 0 -300
Loca 18,400 18,600 18,200 -200 200

*** Includes employment with employers located in area. Estimates are not seasonally adjusted.

Current month estimates are preliminary. Totals may not add due to rounding. Calculations based on unrounded numbers.

All monthly estimates are subject to annual revisions.
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Snapshot — Active Job Ordersand Resume profiles on JobCenter OfWisconsin.com

Asof May 26, 2010:  Statewide

23,007 Job Openings Listed

Total Resumes/Applications available: 31,968

New Job orderslisted on JobCenter OfWisconsin.com (Does not include listings from JobCentral.com )

March 2010

State Wide 5,174 Job Orders 12,567 Job Openings

Bay Area (10 Counties) 747 Job Orders 1,098 Job Openings
Fox Valey (7 Counties) 709 Job Orders 1,411 Job Openings
Brown County 347 Job Orders 755 Job Openings

4,398 Job Orders

April 2010
8,676 Job Openings

687 Job Orders 1,624 Job Openings
706 Job Orders 1,354 Job Openings
377 Job Orders 1,018 Job Openings
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May 31, 2010

By Brian Marquardt
Veterans Employment Representative
Wisconsin Office of Veterans Services
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Effective July 5, 2010, 2009 Wisconsin Act 12 makes numerous
changesto current state law on smoking. Under the act, smoking
prohibited in the following enclosed places

1. The State Capitol.

2. Residence halls or dormitories owned or operated by a college
or university.

3. Day care centers.

4. Educational facilities.

5. Inpatient health care facilities (includes hospital s, county
homes and county infirmaries; nursing homes, hospices, the Wis-
consin veteran’s home, and treatment facilities).

6. Theaters.

7. Correctional facilities.
8. State institutions.

9. Restaurants.

10. Taverns.

11. Private clubs (afacility used by an organization that limitsits
membership and is organized for arecreational, fraternal, social,
patriotic, political, benevolent, or athletic purpose).

12. Retail establishments.
13. Common areas of multiple unit residential properties.

14. Lodging establishments (a bed and breakfast, hotel, or tourist
rooming house).

15. All enclosed places other than those listed above, that are
places of employment or public places.

16. Government buildings.

An “enclosed place” is defined as a structure or areathat has a
roof and more than two substantial walls. A “substantial wall” is
awall with an opening that may be used to allow air in from the
outside that is less than 25% of the wall’s surface area.

A “place of employment” is defined as any enclosed place that
employees normally frequent during the course of employment,
such as an office, awork area, an elevator, an employee lounge, a
restroom, a conference room, a meeting room, a classroom, a
hallway, a stairway, alobby, a common area, avehicle, or an
employee cafeteria.

A “public place” is defined as an enclosed place that is open to
the public, regardless of whether afee is charged or a place to
which the public has lawful access or may be invited.

Exemptions
The Act would not prohibit smoking in the following areas:
1. Private residences.

2. Certain residence roomsin assisted living facilities, if occu-
pied by one person, or by two or more people if each person liv-
ing in the room smokes and has made a written request for per-
mission to

be placed in a smoking room. Assisted living facilities are com-
munity-based residential facilities, residential care apartment
complexes, and adult family homes.

3. A retail tobacco store or tobacco bar that isin existence as of
the day after publication of this act (June 3, 2009), and in which
only the smoking of cigars and pipesis allowed.

A tobacco bar is atavern that generates 15% or more of
its annual gross income from the on-premises sale of cigars and
tobacco for pipes. Vending machine sales are not included in this
percentage.

A tobacco storeis aretail establishment that does not
have a Class B liquor or beer license and generates 75% or more
of its gross annual income from the sale of tobacco products and
accessories. Cigarette sales are not included in this percentage.

This Act eliminates exemptions from the prohibition
against smoking in bowling centers, taverns, certain restaurants,
halls used for private functions, rooms in which the main occu-
pants are smokers, and areas of facilities that are used to manu-
facture or assemble goods, products, or merchandise.

Requirements Placed on Personsin Charge

The Act requires that personsin charge of places where smoking
is prohibited enforce the prohibitions by taking certain steps to
ensure compliance, such as not providing ashtrays and matches;
posting “no smoking” signs; asking a person to stop smoking;
asking a person who is smoking to leave; refusing to serve the
person if the place is arestaurant, tavern, or private club; and
notifying law enforcement if the person does not |eave after be-
ing regquested to do so.

Penalties

The Act establishes aforfeiture for violation of the smoking pro-
hibition of not less than $100 nor more than $250 for each viola-
tion.

The Act provides that anyone in charge who violates the “person
in charge” provisionsis subject to aforfeiture of $100 for each
violation. However, the substitute amendment requires that a
warning notice be issued for the first violation; and provides that
no forfeitures may exceed $100 in total for al violations occur-
ring on asingle day.

For moreinformation: visit

http://www.legis.state.wi.us/Ic/publications/act/2009/
act012 sh181.pdf
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