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This document is intended to provide the public with information about how the City of
Minneapolis Department of Civil Rights may guide its personnel in processing and investigating
reported violations and interpreting the Minneapolis Sick and Safe Time Ordinance. The answers
below are not legal advice nor legal precedent.

Revised: July 2026

Scope: This document provides general information and guidance on implementation and
enforcement of the City’s Sick and Safe Time Ordinance, Minneapolis Code of Ordinances, Title
2, Chapter 40, Articles | through Ill. Terminology used in this guidance is defined in Minneapolis
Code of Ordinances Title 2, Chapter 40.

Note: Employees may have additional rights under other local, state or federal laws. This
guidance does not address any employer obligations with respect to these other laws. These
additional laws and regulations may impact the rights and obligations of employers and
employees with respect to sick and safe time. If you have additional questions about the
Minneapolis Sick and Safe Ordinance, you should consult with an attorney.
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General Information:

1.) Q: What is the Minneapolis Sick and Safe Time Ordinance?

A: The Sick and Safe Time Ordinance (Minneapolis Code of Ordinances, Title 2, Chapter 40,
Articles | through Il1) is a law in Minneapolis that guarantees some time off work for nearly all
employees — including full-time, part-time, and temporary employees or paid interns — working
in Minneapolis.! In general, it guarantees that employers provide leave to their employees. It
requires employers to provide access and pay for time off because working-while-sick endangers
everyone.

State law provides similar protections under its Earned Sick and Safe Time law. The City of
Minneapolis Sick and Safe Time Ordinance does not provide additional time off above and
beyond the amounts already required under state law.

2.) Q: Why was the Sick and Safe Time Ordinance created?

A: The ordinance is intended to allow employees to care for themselves and others, making
Minneapolis a healthier, more secure, and more productive community.

3.) Q: Who does the Sick and Safe Time Ordinance benefit?

A: Employees, businesses, and the broader community all benefit. Limiting the spread of
contagious illness protects public health and aids everyone. Ensuring that workers have access
to paid sick leave (or other equivalent leave) fosters a more productive, safer, and healthier
community for all.

4.) Q: When does the Sick and Safe Time Ordinance take effect?

A: The Minneapolis Sick and Safe Time Ordinance first took effect July 1, 2017. The City of
Minneapolis has amended the ordinance since it first took effect to align more closely with the
state’s Earned Sick and Safe Time law. Alignment between local and statewide sick and safe time
protections strengthens enforcement and makes implementation for everyone easier.

5.) Q: Can employers give employees more sick leave than the amount required by the Sick and
Safe Time Ordinance?

A: Yes. Employers may provide more generous benefits. The Sick and Safe Time Ordinance sets a
minimum requirement, not a maximum. In other words, it creates a floor, not a ceiling.

1 An employee’s entitlement of hours (“accrual”) is based on the number of hours the employee has worked. Note
that for purposes of the Minneapolis Sick and Safe Time Ordinance, an independent contractor is not considered an
employee.



Accrual and Caps:

6.) Q: What does “accrual” mean?

A: Accrual describes how something increases. As an employee works more hours, they accrue
more sick and safe time hours to use.

7.) Q: When does an employee begin to accrue sick and safe time?

A: An employee begins to accrue sick and safe time hours whenever they start working —
on their first day of work.

8.) Q: At what rate does an employee accrue sick and safe time?

A: The minimum rate at which an employee accrues sick and safe time is 1 hour for every 30
hours worked in the city. (Again, employers may choose to allow employees to accrue sick and
safe time at a more generous rate.)

Scenario:

Julian has worked 120 hours for the same employer. How many sick and safe time hours
has he accrued? He has accrued four sick and safe time hours under the ordinance. After
Julian works 150 hours, he will have accrued a fifth sick and safe time hour under the
ordinance. Please note, Julian may have even more sick and safe time hours available if
his employer has a more generous accrual policy than the minimum required by the
ordinance.

9.) Q: Is there a “cap” on how many sick and safe time hours an employee can accrue?

A: Employers may set a cap (limit) on sick and safe time accrual, but employers must allow each
employee to accrue at least 48 hours in a given year. When sick and safe time accrual is carried
over from year to year (as opposed to front-loaded), employers must allow their employees to
accrue at least 80 sick and safe time hours total (counting the sick and safe time hours from prior
years and the current year). All these hours may be used. These limits of 48 hours each year and
a maximum accrual of 80 hours total (including carryover) for each employee may be higher if an
employer agrees, but not lower.

Please note that an employer can opt to front-load their employees' sick and safe time hours at
the beginning of the year (options #2 and #3 in FAQ #23) instead of using the standard accrual
and carryover method (option #1 in FAQ #23). See FAQs #18 - #24 for more information.




10.) Q: Once an employee reaches their yearly cap or maximum accrual cap of sick and safe
time hours (if an employer has set one), do they receive credit for additional hours worked?

A: No. Once an employee reaches the yearly cap of 48 hours, they no longer accrue sick and safe
time hours for that benefit year unless the employer allows it. Once an employee reaches 80
hours through carry-over and accrual, they no longer accrue additional hours unless the
employer allows it. An employee who has reached 80 hours will start to accrue sick and safe time
again once they use some of the hours they have in the “bank.” These two limits, 48 hours per
benefit year and a maximum accrual cap of 80 hours, operate in tandem. Note that these limits
may be higher if an employer chooses, but not lower.

Scenario #1:

Employee Anthony reached his overall accrual cap of 80 hours. Later, Anthony uses eight
hours, reducing his bank to 72 (80 — 8). Upon his return to work, he begins accruing again.
Following an additional 240 hours worked (240/30 = 8), he has replenished his bank back
up to 80 hours (72 + 8).

Once reaching 80 at any time, accrual is at least paused until he uses some (thus lowering
the balance below 80).

Scenario #2:

In a subsequent year, employee Anthony starts the year with 80 hours carried over. He
has reached his overall accrual cap of 80. Following medical treatment, he uses 50 hours
at once. Upon his return to work, he has a balance of 30 hours (80 — 50 = 30). After an
additional 1,440 hours worked (1,440/30 = 48), he has replenished his bank back up to 78
(30 + 48 = 78) and stopped accruing at 78 because he reached his accrual cap of 48
(1,440/30 = 48) for the year. Once reaching 48 for the year, accrual does not begin again
until the next year.

Any unused hours at the end of the year will be carried over into the next year, as
employee Anthony will then begin accruing again. He continues accruing until he reaches

the yearly cap of 48 or overall cap of 80, whichever occurs sooner.

11.) Q: Is there a cap on the amount of sick and safe time hours that an employee may use?



A: No. The Sick and Safe Time ordinance does not cap the amount of sick and safe time hours an
employee may use.

In general, employees have a right to use sick and safe time for eligible purposes, provided they
have sufficient time available. An employer should assume that an employee wishes to do so
(unless the employee states otherwise) when notifying the employer regarding a covered
absence. Absences from work are not subject to ordinance protections when an employee does
not have sufficient hours available to use (and an employer’s normal attendance policies may

apply).

Please note, as detailed in FAQs #41 and #48-#57, an employer’s written policy may require
employees to follow a reasonable procedure for alerting their employer of need for an absence,
some advance notice (if foreseeable), and/or reasonable documentation (following an extended
use of sick and safe time).

12.) Q: Can an employer credit sick and safe time hours for employees ahead of hours worked?

A: Yes, nothing in the Sick and Safe Time Ordinance prevents employers from allowing an
employee to access sick and safe time hours in advance of hours worked. An employer may
calculate and credit accrual ahead of hours worked. However, employers must ensure the
minimum required number of hours are given and given soon enough (at least one hour for every
thirty hours worked). Employers may also simply advance at least 48 hours (the yearly accrual
cap) and carryover unused sick and safe time each year.

If an advanced amount is less than the employee would have accrued based on their actual hours
worked, the employer must provide additional sick and safe time to make up the difference
within 15 calendar days.

Scenario:

Employer Fictitious Inc. prorates 48 hours equally across each pay period throughout the
entire year (e.g. 48 hours divided by 26 pay periods). Employer Fictitious Inc. has violated
the ordinance (following the initial pay period and continuing throughout the year) for
affected employees because its employees did not receive sufficient sick and safe time
soon enough. Accruing at a rate of one hour of sick and safe time for every thirty hours
worked, full-time employees typically accrue two and two-thirds hours every pay period
(80/30 = 2.67) and reach their yearly accrual cap by the end of nine months, not twelve
months.

13.) Q: How frequently must an employer calculate and record sick and safe time hours?
A: Employers may calculate and record sick and safe time hours at the same frequency as the

employer’s other typical payroll practices (weekly, bi-weekly, twice-per-month, etc., so long as it
is no less frequent than a monthly basis). However, sick and safe time must be credited to an
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employee for each pay period based on all hours worked no later than the regular payday after
the end of each corresponding pay period. Sick and safe time is considered accrued when the
employer credits the time to the employee. See FAQs #46 and #47 for more details.

14.) Q: Must an employer allow accrual when an employee is not working (e.g. on vacation or
out sick)?

A: No. The ordinance does not require that sick and safe time accrue when an employee is not
working.

15.) Q: How does an employee who is paid based on productivity accrue sick and safe time
hours?

A: When an employee is paid based on productivity, the employee accrues sick and safe time
measured by the amount of time spent performing work.

16.) Q: How does an exempt employee accrue sick and safe time hours?

A: Exempt employees (employees who are exempt from overtime pay requirements under the
federal and Minnesota wage-hour laws)? are presumed to work 40 hours per week for the
purposes of sick and safe time accrual. In instances where an exempt employee’s regular work
week is less than 40 hours, sick and safe time accrues based upon that employee’s actual regular
work week.

17.) Q: Do sick and safe time hours accrue on overtime hours worked?
A: Yes. For an employee who is not exempt from earning overtime (under federal and Minnesota

wage and hour laws), sick and safe time accrues based on all hours worked, including overtime
hours.

“Year” for Sick and Safe Time Purposes:

18.) Q: What does a “year” mean for the purposes of the Sick and Safe Time Ordinance?
A: A “year” means any consecutive 12-month period of time as determined by an employer.
Most employers use one of the following:

° Calendar year that runs from Jan. 1 to Dec. 31
° Tax year

2 Employees who are exempt from overtime requirements are generally those employees who are paid on a salaried
basis and qualify as supervisors, administrative or professional employees. For more information visit
https://www.dli.mn.gov/worker-exemptions and https://www.dol.gov/agencies/whd/fact-sheets/17a-overtime
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. Fiscal year
° Year running from an employee’s anniversary date of employment

Whichever method an employer uses to measure the “year” (also referred to as a “benefit year”),
it must be clearly communicated to all employees in writing. (See FAQ # 41 for more details.)

Front-Loading:

19.) Q: What is “front-loading”?

A: Front-loading is a method of accrual for employers who want to avoid ongoing accrual
throughout the year and carryover from year to year. Employees get immediate access to the
front-loaded hours at the beginning of the year for use any time during that year. They do not
continue to accrue hours throughout that year.

20.) Q: For employers who choose this option, how many hours must be “front-loaded”?

A: For the initial year of employment, an employer (choosing to front-load) must front-load at
least 48 hours at the beginning of the year.

As noted in FAQ #23, at the beginning of each subsequent benefit year after the first year an
employer (choosing to front-load) may either:

(a) front-load the employee at least 80 hours (immediately available for use) for the subsequent
year or;

(b) “pay out” for any accrued but unused sick and safe time hours from the previous year and
front-load at least 48 hours (immediately available for use) for the subsequent year.

In summary, in lieu of carryover (of accrued but unused sick and safe time hours), employers may
front-load 48 hours for the following year if the employer also “pays out” employees for accrued
but unused hours at the end of the current year. Alternatively, employers may front-load 80
hours for the following year if the employer does not pay an employee for accrued but unused
sick and safe time at the end of the current year.

Scenario:

Mumtaz is a business owner. She employs Sara and front-loads Sara’s sick and safe time
hours once per year. At the beginning of Sara’s first benefit year of employment, Mumtaz
front-loaded 48 hours into Sara’s bank. At the beginning of Sara’s second benefit year and
every year thereafter, Mumtaz front-loaded 80 hours into Sara’s bank. Has Mumtaz



complied with the accrual and carryover requirements of the Sick and Safe Time
Ordinance? Yes. Must she provide additional hours? No.

21.) Q: May an employer front-load yearly sick and safe time hours for part-time employees?
A: Yes.

22.) Q: May an employer treat part-time and full-time employees differently, for example, front
loading sick and safe time for some but not others?

A: Yes. As long as employees receive the minimum requirements under the ordinance, an
employer may front-load sick and safe time for some but not others. (Please know that
compliance with the Sick and Safe Time Ordinance does not guarantee compliance with other
civil rights protections or applicable laws.)

Year-End Options:

23.) Q: What happens to an employee’s accrued sick and safe time hours at the end of a year?

A: If an employee has accrued but unused sick and safe time hours at the end of a year, the
employer may choose one of the following options:

e Option (1) Carry over: Carry over accrued but unused sick and safe time into the following
calendar year for the employee to use. (Please note that employers may cap accrual of
sick and safe time at eighty (80) hours or allow their employees to accrue even more.)

e Option (2) Pay out & front-load 48: An employer can choose to “pay out” (at the
employee’s base rate of pay) its employee at the end of a year for their accrued but
unused sick and safe time, but, if they do so, they must also front-load the employee with
at least forty-eight (48) hours of sick and safe time at the beginning of the following year.

e Option (3) Reset & front-load 80: An employer can simply choose to “reset” the
employee’s accrued but unused sick and safe time hours to eighty (80) hours at the start
of the next year. If the employer front-loads eighty (80) hours for the year, the employer
does not have to allow carry over and does not need to “pay out” for accrued but unused
sick and safe time hours from the previous year.

In summary, employers’ permissible options include the following: (1) carryover of unused hours
into the next year, (2) pay out of unused hours at the end of the year plus front-load 48 hours for
the next year, OR (3) reset and front-load 80 hours at the beginning of the next year (the
maximum amount).



Employers may choose to provide more generous amounts than those listed but not less. The
second and third options are the only permissible ways for employers to avoid the carryover of
unused hours into subsequent years.

See FAQs #18 - #24 for more info.
24.) Q: May an employer change an employee’s accrual “year” or accrual method?

A: Any change to the beginning or end date of an accrual year must be communicated to affected
employees in advance and in writing. Such a change must not negatively impact an employee’s
ability to accrue (resulting in an unused balance of sick and safe time lower than the minimum
amount guaranteed by the ordinance) or carryover previously accrued and unused sick and safe
time.

Any change to an accrual method must be communicated to affected employees in advance and
in writing and must take effect at the beginning of the next accrual year. Any change from one
accrual method to another at the beginning of the next year does not negate an employer’s
responsibility to carryover or payout (see FAQ #23) for the current year.

Scenario:

Example Employer LLC “reset” its employee’s balance to zero (“use it or lose it”) and
switched to an accrual method (per pay period) at the beginning of the current year. The
employee ended the previous year with a balance of unused hours. Example Employer
has violated the ordinance because it failed to carryover the employee’s previously
unused sick and safe time hours into the current year. Example Employer could have
complied with the ordinance by carrying over the employee's unused hours into the
current year (and under the new system).



Uses of Sick and Safe Time:

25.) Q:

Is there a period of time allowed at the beginning of employment when an employee

may not use sick and safe time?

A: No. An employee begins to accrue sick and safe time immediately and may use their time as it
accrues.

26.) Q;

What may an employee use sick and safe time for?

A: An employee may use their accrued sick and safe time hours to:

Care for their own health or the health of a family member

Get medical, legal, or victim services assistance related to domestic violence, sexual
harassment, or stalking that affects themselves or a family member

Attend a funeral (or memorial service) or plan for one

Address financial or legal matters that arise after the death of a family member, including
resolving, discussing with others, or seeking help

An employee may also use their accrued sick and safe time under the following special
circumstances:

27.) Q;

Closure of the employee's place of business due to weather or other public emergency or
an employee's need to care for a family member whose school or place of care has been
closed due to weather or other public emergency

Prohibition from working due to concerns about the spreading of a communicable illness
related to a public emergency?

What absences qualify as caring for an employee’s or a family member’s health?

A: Employees may use accrued sick and safe time to care for themselves or a family member in a
variety of ways. Qualifying absences for health reasons include the following:

3 This includes the following:

Seeking or awaiting the results of a diagnostic test for, or a medical diagnosis of, a communicable disease
related to a public emergency and such employee has been exposed to a communicable disease or the
employee's employer has requested a test or diagnosis.

When it has been determined by the health authorities having jurisdiction or by a health care professional
that the presence of the employee or family member of the employee in the community would jeopardize
the health of others because of the exposure of the employee or family member of the employee to a
communicable disease, whether or not the employee or family member has actually contracted the
communicable disease.
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e Diagnosis, treatment, recuperation, or preventive care for a medical or mental health
condition, illness, or injury

e Medical or mental health emergencies

e Closure of an employee’s place of business due to weather or other public emergency

e Care for a family member following closure of their school or place of care due to
weather or other public emergency

e Prohibition from working due to concerns about the spreading of a communicable
illness related to a public emergency

e An employee’s need to arrange or attend a funeral (or memorial service)

Legal or financial matters following the death of an employee’s family member

28.) Q: What is “preventive care”?

A: Preventive care is routine health care such as screenings, vaccinations, checkups, and patient
counseling to prevent illnesses, disease, injuries, or other medical conditions. Preventive care
may include things like doctor, dentist, or eye doctor appointments.

29.) Q: Who is considered a family member?

A: Employees may use sick and safe time for any of the following:

e Their child (including foster child, step-child, adopted child, adult child, child in-law, and
legal ward), child for whom the employee is legal guardian or child to whom the employee
stands or stood in loco parentis (in place of a parent)

e Their spouse or registered domestic partner

e Their sibling, sibling in-law, stepsibling or foster sibling

e Their biological, adoptive or foster parent, guardian, step-parent or a person who stood
in loco parentis (in place of a parent) when the employee was a minor child

e Their grandchild, foster grandchild or step-grandchild

e Their grandparent or step-grandparent

e A child of a sibling of the employee

e Asibling of the parents of the employee

e Any of the family members listed above of an employee’s spouse or registered domestic
partner

e Anyotherindividual related by blood or whose close association with the employee is the
equivalent of a family relationship

e Up to one individual annually designated by the employee

e Member of the employee’s household

30.) Q: May an employee use sick and safe time hours following the birth of a child?

A: Yes, an employee may use sick and safe time hours during any period of physical or mental
recuperation after they give birth. An employee may also use sick and safe time hours to care for
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a covered family member after the family member gives birth. An employee may use sick and
safe time hours to care for a covered child’s need for medical diagnosis, care, or treatment of an
iliness, injury, or health condition, or preventive medical or physical care.

In addition, State of Minnesota Paid Leave ensures access to some medical, family and bonding
leave. For more information, see pl.mn.gov.

31.) Q: May sick and safe time hours be used to care for an adult over the age of 18?

A: Yes. Sick and safe time hours may be used to care for a family member or covered individual
regardless of their age.

32.) Q: May an employee use sick and safe time hours at the same time as other protected
leave under other state or federal laws?

A: Yes. Nothing prevents an employee from using sick and safe time hours concurrently (at the
same time) with Minnesota Paid Leave, Family and Medical Leave Act (FMLA) or other protected
leave to mitigate wage loss. Hours used as sick and safe time may also be counted by an employer
toward concurrent leave under federal or state law, such as the FMLA. Federal and state laws,
such as the FMLA, Americans with Disabilities Act, or the Minnesota Human Rights Act, take
precedence when they require employers to do more than the Minneapolis Sick and Safe Time
Ordinance.

For more information about the FMLA, visit the U.S. Department of Labor website at
http://www.dol.gov/whd/regs/compliance/whdfs28.pdf.

For information about State of Minnesota Paid Leave, visit pl.mn.gov.
33.) Q: What absences qualify as “safe time”?

A: When an employee or family or household member is experiencing domestic violence, sexual
assault, or stalking, the employee may use sick and safe time hours for activities such as:

. Medical and psychological counseling

. Relocation, victim services, and other safety planning
. Seeking a restraining order or legal counsel

J Participating in a legal proceeding

34.) Q: One allowable use of sick and safe time is when an employee’s workplace is closed due
to weather or public emergency. If an employer closes the place of business for reasons other
than inclement weather or a public emergency, do they need to allow their employees to use
sick and safe time?
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A: No. While an employer’s paid time off policy may allow an employee to receive pay for those
types of closures, it would not be required under the Sick and Safe Time Ordinance. Use of sick
and safe time when an employer is closed can be limited to closures related to weather and
declared public emergencies.

35.) Q: What is considered a public emergency for purposes of sick and safe time use?
A: A public emergency includes a national security or peacetime emergency declared by the

governor under Minnesota Statutes section 12.31, or a local emergency declared by the mayor
or chair of county board of commissioners under Minnesota Statutes section 12.29.

Paid Time Off and Vacation Plans:

36.) Q: If an employer offers a Paid Time Off (PTO) plan or other sick or vacation leave, does
that satisfy the requirements of the ordinance?

A: The name of an employer’s paid time off plan or other leave policy does not matter. A PTO
plan (or any other type of leave, including sick or vacation) can satisfy the Sick and Safe Time
Ordinance requirements if the plan: (1) provides employees at least as much leave as required
by the ordinance; and (2) allows employees to use the leave for all of the reasons and under the
same conditions required by the ordinance. Some existing plans and procedures may need
changes to fulfill the minimum thresholds set by the ordinance.

Note: If an employer provides employees with any paid time off (PTO) or other paid leave and it
is available for personal illness or injury (not including short-term or long-term or other salary
continuation benefits such as MN Paid Leave) all of that PTO or other paid leave must meet the
requirements of the Sick and Safe Time Ordinance when it is used by the employee for sick and
safe time reasons.

A checklist of Sick and Safe Time Ordinance requirements is available at
http://www.minneapolismn.gov/www/groups/public/ @citycoordinator/documents/webconte
nt/wcmsp-187583.pdf.

Scenario #1:

An employer offers 80 hours of PTO per year. Does it need to begin referring to its PTO as
“sick and safe time”? No. The law does not require explicit reference to any employee
programs or leave as “sick and safe time”. The name used does not matter. The amounts
and conditions of use for time off work determine whether or not a PTO policy (or other
equivalent leave) complies with the Sick and Safe Time Ordinance. For example, advance
notice requirements for approval of PTO when used for vacation cannot be applied in a
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case of sudden illness. See the frequently asked questions sections entitled “Employee
Accountability and Access” for more information.

Scenario #2:

Employee Edwin has worked for several years and accumulates 200 hours of unused sick
leave or PTO. Edwin’s employer must follow sick and safe time requirements regarding
notice, documentation, anti-retaliation, replacement workers and more for all of those
200 hours when or if Edwin uses any of them for a sick and safe time purpose.

37.) Q: When does an employer need to offer additional sick and safe time?

A: If an employer offers PTO or vacation days (or other equivalent leave) that may be used for
any purpose and under the same conditions outlined in the Sick and Safe Time Ordinance, at a
rate of at least 1 hour per 30 hours worked, the employer is not required to offer additional sick
and safe time. However, it may choose to do so. To comply, an employer may also combine
amounts of sick leave and vacation or PTO it offers so long as all hours can be used for sick and
safe reasons without any impermissible terms or conditions of use.

As long as an employer’s policy (sick leave, PTO, vacation or other equivalent leave) is as generous
as what is required under the Sick and Safe Time Ordinance, an employer’s policy meets sick and
safe time requirements even if an employee chooses to use some or all of it for vacation instead
of sick and safe reasons.

Note: If an employer provides employees with any paid time off (PTO) or other paid leave and it
is available for personal illness or injury (not including short-term or long-term or other salary
continuation benefits such as MN Paid Leave) all of that PTO or other paid leave must meet the
requirements of the Sick and Safe Time Ordinance when it is used by the employee for sick and
safe time reasons.

Scenario:

An employer offers each of its employees 80 hours paid per year of time off to use for any
purpose. The time off is available throughout the benefit year, accrual and usage
information in listed on paystubs, and the employer’s policy is provided in writing. Is the
employer in compliance with the Sick and Safe Time Ordinance? Yes, the employer
complies with the ordinance, provided that any conditions of use are consistent with the
ordinance. Keep reading the following sections of FAQs for more information, especially
“Employee Accountability and Access”.
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38.) Q: If an employer uses a PTO plan (or any other leave that encompasses all Sick and Safe
time Ordinance requirements) to comply with the ordinance, does the employer need to track
how an employee uses their PTO (or any other leave that encompasses all Sick and Safe time
Ordinance requirements)?

A: If an employer uses a PTO plan (or other equivalent leave) to comply with the ordinance, it
must provide employees with and retain records documenting amounts of PTO used per pay
period and balance available for use. See FAQs #46 and #47 for more information.

Policy Notice, Poster, and Record-Keeping Requirements:

39.) What information are employers required to give to their employees under the Sick and
Safe Time Ordinance?

A: There are three general categories of information that employers are required to give their
employees under the ordinance:

L Policy notice — This provides employees (“sick and safe time employee notice”) with
information about how sick and safe time (or equivalent leave) works at a particular
employer. See FAQs #40 - #44.

L Poster — The City of Minneapolis publishes downloadable copies of its poster online. See
FAQ #45.

L Earnings statements — Employers must include certain accrual and use information on
the employees’ earnings statements (or provide the information through a reasonable
notification system). See FAQ #46.

Keep reading for more information about each of these three categories.
I Policy notice

40.) Q: Are employers required to create processes or policies under the Sick and Safe Time
Ordinance?

A: Employers must provide and ensure bona fide access to time off and payment. To do so, they
have several decisions to make regarding their implementation of Sick and Safe Time Ordinance
requirements. These decisions are part of the employer’s policy on sick and safe time.
Remember that the Sick and Safe Time Ordinance creates a floor not a ceiling. Therefore,
employers have the ability — for example — to provide even more generous accrual rates or fewer
restrictions on use.

15



As long as a policy provides at least the minimum benefits required by the Sick and Safe Time
ordinance, including amounts, access, and permissible uses, then it complies. The decisions an
employer must make include:

=  When the accrual year begins and ends for employees

= How much sick and safe time (or equivalent leave) is provided to employees (remember,
the ordinance has a minimum requirement that employees accrue at least 1 hour of sick
and safe time for every 30 hours worked)

= How unused hours are treated at the end of the year (see FAQ # 23)

=  Whether reasonable notice for use of sick and safe time (and reasonable documentation
for extended uses) will be required from employees and under what circumstances as
allowed by the ordinance (see FAQs # 48 - #58)

= The method by which employees are provided the policy notice (see FAQ # 43)

Creating a policy allows for consistency, creates an easy reference point, and makes it easier to
educate employees (and leaders) on the employer’s approach.

41.) Q: What must be included in the sick and safe time policy notice for employees?

A: In addition to making the decisions noted in the previous question, the ordinance requires
notice of certain employee rights to be provided. Employers must notify all employees of the
following in writing:

= Employees are entitled to paid sick and safe time

= The amount they will receive

= The accrual year and method (see FAQs #18 - #19) for the employee (as set by the
employer)

= Terms of use for sick and safe time

= [frequired by the employer, the reasonable process for employees to alert the employer
“as soon or reasonably required” or provide advance notice as allowed under the
ordinance (to prevent miscommunication it is strongly encouraged to at least include the
employer’s expectations for how an employee should communicate absences) (see FAQs
#48 - #51)

= A statement that retaliation against an employee for requesting or using sick and safe
time is prohibited; and

= An explanation that employees have a right to file a complaint or to bring a civil action if
sick and safe time is denied or if an employee is retaliated against for requesting or using
sick and safe time

If the employer requires prompt (“as soon as reasonably required”) or advance notice and/or
documentation from an employee when they use sick and safe time (see FAQ # 48), it must
communicate that requirement to employees in writing otherwise it is unenforceable.
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Employers can fulfill this policy notice requirement by including all the required information listed
above in its policy and providing a copy of the policy to all employees.

42.) Q: Are there templates available to help employers draft sick and safe time policy notices?

A: A Minnesota Department of Labor and Industry sick and safe time policy “employee notice”
sample template is available below. Employers may use their own form or format as long as it
contains all of the required information listed in FAQ #41.4

Please note that the downloadable sample template (“sick and safe time employee notice”)
requires employers to edit it, including certain details of their employer-specific policy. It is not
sufficient for an employee to simply download the template and distribute it to employees
without editing it.

The State of Minnesota sample template policy notice (“sick and safe time employee notice”) is
available for download in a variety of languages here: https://www.dli.mn.gov/sick-leave#notice.

43.) Q: How are employers supposed to provide the policy notice (including required
information) to employees?

A: Employers must provide all employees— in English and in an employee’s primary language if
that is not English — notice of the information required in FAQ #41. Any of the following methods
for distributing the information may be used (as well as any method that is similarly effective):

= Providing a paper or electronic copy of the notice to all employees

= Posting a copy of the notice at every location where employees work (where the notice
is easy to see and read)

= Posting the notice on a web-based or app-based platform that employees use to perform
their work

If an employer provides an employee handbook, it must include a copy of the required
information in the handbook.

Please note that employers have separate requirements for the information included on
employees’ earnings statements. (See FAQ # 46 for more info.)

44.) Q: When must employers provide the policy notice to employees?
A: Employers must provide their policy notice to all new hires at the start of their employment

(and any time the employer makes a change to its sick and safe time policy). All employees must
receive this information.

4 Many employers providing PTO, sick leave, vacation or other types of leave already provide such information in
writing to employees.
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Please note, under the City’s Wage Theft Prevention ordinance, employers are required to keep
a copy of the notice, dated and signed by each employee, to confirm the employee received
updated information (see M.C.O. § 40.540(c)).

1. City of Minneapolis poster

45.) Q: Do employers have to post the City of Minneapolis Labor Standards workplace poster
in addition to providing the policy notice as discussed above?

A: Yes. No matter how an employer chooses to provide notice of its SST policy to its employees,
the employer must also display the City of Minneapolis Labor Standards workplace poster at each
location in Minneapolis where work is performed. It must be posted in a conspicuous and
accessible location so all employees who work in that location can easily see and read it.
Employers must display the poster in English and in any language(s) spoken by at least 5% of the
employees at the particular work location, if published by the department in that language.

Please note that under the City’s Wage Theft Prevention ordinance, the employer must also
provide a copy of the poster to all newly hired employees. (See Wage Theft FAQ #29 for more
info.)

The required City of Minneapolis Labor Standards workplace poster is available for download in
a variety of languages here: http://sicktimeinfo.minneapolismn.gov/employer-resources.html.

lll.  Earnings statements and recordkeeping

46.) Q: What are the requirements for notifying employees about their balance of available sick
and safe time hours?

A: At the end of each pay period employers must provide employees with both:

e The total number of sick and safe time hours available for the employee to use; and
e The total number of sick and safe time hours that the employee used during that pay
period.

Employers can choose how to provide this information, such as on an earnings statement or
through an electronic system, including their company's online portal, timekeeping software or
other accessible systems. If the information is provided electronically, employers must ensure
that employees have access to a computer during their regular working hours to review and print
their sick and safe time details.

47.) Q: What sick and safe time records must employers retain?
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A: Employers may adopt or retain any record-keeping policies or practices, as long as they include
statements (e.g., pay stubs) issued to employees and their records indicate each of the following:

. For non-exempt employees, hours worked?
. Hours of leave available for sick and safe time purposes
. Hours of leave used

Employers must retain these records for three years in addition to the current year and allow
access to the employee and/or the Minneapolis Department of Civil Rights upon request. Note
that employers have additional payroll recordkeeping obligations under other labor standards
ordinances, including written prehire wage notices and earnings statements issued to employees.
For more information, see the Wage Theft Prevention Ordinance FAQs (and MN Department of
Labor and Industry guidance).

Employee Accountability and Access:

48.) Q: May employers require employees to provide advance notice of Sick or Safe Time
absences?

A: It depends.

For leave that is foreseeable, employers may request notice ahead of time — or as early as
reasonably possible — but may not require such notice more than seven days in advance.

For unforeseeable leave, an employer may require notice as soon as reasonably possible.

If an employer requires advance notice of sick and safe time use, the employer must have a
written policy explaining the reasonably required timing, procedure or method of
communication. If the employer does not give an employee a copy of the policy on advance
notice requirements, the employer cannot refuse to let that employee use their sick and safe
time because they failed to follow the policy.

49.) Q: How does an employee request use of sick and safe time hours?

A: An employer must establish a reasonable process for employees to report absences for sick
and safe time reasons and must communicate that process to employees. It does not need to be
a new or different process than otherwise exists for attendance purposes. It is strongly
encouraged that an employer treats this process as part of its policy and includes that
information in its policy notice as described under FAQs #40 - #41. The Sick and Safe Time

5 Please note that under the City’s Wage Theft Prevention ordinance, the employer must keep records of hours
worked by non-exempt employees.
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Ordinance does not replace an employer’s reasonable expectations for communication from its
employees.

Note: It is unlawful for an employer to have a policy or practice, whether official or unofficial, of
withholding, denying, hiding, ignoring, or not compensating the use of sick and safe time or not
providing sick and safe time.

50.) Q: What are some examples of reasonable procedures and methods for notifying an
employer of an absence?

A: Examples of reasonable procedures include instructing the employee to text or call a
designated phone number to leave a message, following a uniform call-in procedure, or using
another reasonable and accessible means of communication identified by the employer. It does
not need to be a new or different process than otherwise exists for attendance purposes.

51.) Q: Must an employee specifically ask to use “sick and safe time”?

A: No. An employee is not required to specifically ask for “sick and safe time” or reference the
Sick and Safe Time Ordinance when requesting sick and safe time hours. Employees simply must
provide enough information for the employer to reasonably know of the employee’s need for an
absence for a reason covered by the ordinance. It can be as simple as “l am sick and need to miss
my shift today.” If an employee calls in sick, the employer should assume the employee intends
to use accrued sick and safe time, unless the employee asks the employer to consider another
arrangement.

Note: Employees must follow any lawful advanced notice requirement established by the
employer which has been provided to employees in written form.

Note: It is unlawful for an employer to have a policy or practice, whether official or unofficial, of
withholding, denying, hiding, ignoring, or not compensating the use of sick and safe time or not
providing sick and safe time.

52.) Q: May an employer require an employee to provide specific details about the reason for
use?

A: In general, no. An employer may not require an employee or a health care provider to specify
the detailed nature of the employee’s or the employee’s family member’s injuries, illness,
condition, services, or emergency, except as allowed by other laws (e.g. Family Medical Leave
Act) and specifically those that regulate food safety.

Limitations under the SST ordinance regarding employer requests for information or
documentation do not impact requirements in food businesses to maintain employee illness log-
related information.
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53.) Q: Does an employer have to keep medical information about employees confidential?

A: Yes. An employer must keep health and safety information about an employee or an
employee’s family member obtained because of the Sick and Safe Time Ordinance confidential
unless the employee permits disclosure or disclosure is required by law.

54.) Q: Can an employer require employees to provide documentation for use of sick and safe
time?

A: An employer may require reasonable documentation from an employee in either of the
following circumstances.

e The employee uses SST for more than two consecutive scheduled workdays (i.e. two days
on which they were scheduled to work, not necessarily consecutive business days or
calendar days).

e A pattern or clear instance of suspected misuse exists. For explanation and examples,
continue reading FAQ #55.

Note: Reasonable documentation may include a signed statement by a health care professional
indicating the need for use of earned sick and safe time. However, if the employee or employee’s
family member did not receive services from a health care professional, or if documentation
cannot be obtained from a health care professional in a reasonable time or without added
expense, then reasonable documentation may include a written statement from the employee
indicating that the employee is using or used earned sick and safe time for a qualifying purpose.
(See M.C.0. § 40.220(b) for more information.)

55.) Q: What is a “pattern or clear instance of suspected misuse” by an employee?

A: A “pattern or clear instance of suspected misuse” is when an employee’s action/s result in an
employer’s reasonable, good faith inference that the employee is highly likely to have used — or
sought to use — sick and safe time for an illegitimate purpose not covered by the ordinance. It is
determined on a case-by-case basis.

Examples include but are not limited to: (a) using sick and safe time hours on a day when an
employee’s request for vacation has previously been denied, (b) a contemporaneous social media
photo or post of the employee (or other direct evidence) that conflicts with their stated reason
for using sick and safe time, or (c) a consistent pattern of circumstantial evidence, such as
repeatedly using sick and safe time on a scheduled workday immediately before or after a
scheduled day off, vacation, or holiday.

An employer must not deny an employee’s use of sick and safe time for a qualifying purpose
solely because of past, unrelated misuse or based only on a mere suspicion, without sufficient
evidence, that the employee might misuse the time.
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Note: An employee who uses sick and safe time hours for purposes other than those authorized
under the Sick and Safe Time Ordinance is not protected by the ordinance.

56.) Q: May employers require a “doctor’s note” as “reasonable documentation”?

A: When an employee uses earned sick and safe time for more than two consecutive scheduled
workdays (i.e. upon the third consecutive scheduled workday), an employer may require
reasonable documentation. What constitutes “reasonable documentation” depends on the
circumstances and the employee’s stated reason for using sick and safe time.

Not every employee necessarily receives care from a health care professional every time they
legitimately use sick and safe time. Therefore, the employee may under certain circumstances
provide their own written statement (indicating that their absence is or was for a qualifying sick
and safe time reason). Such circumstances include the following:

e Employee did not receive services from a health care professional

e Employee did receive services from a health care professional but documentation from
a health care professional cannot be obtained in a reasonable time or without added
expense

e Employee used sick and safe time to care for a family member

In many cases, an employer must accept a written statement from the employee if one is
provided. An employee may provide such a statement in their first language and in any format,
such as an email or a text message.

A requirement of reasonable documentation must be clearly communicated to the employee,
and the employee must be given a reasonable amount of time to provide reasonable
documentation.

However, if following an employer’s requirement to provide documentation, an employee
provides nothing, then the employee is not protected by the ordinance.

Note: An employee who uses sick and safe time hours for purposes other than those authorized
under the Sick and Safe Time Ordinance is not protected by the ordinance, regardless of their
providing a written statement or any other documentation (and thus an employer’s attendance
policy may apply). Employees are not protected by the ordinance for additional absences after
exhausting all their accrued leave (and thus an employer’s attendance policy may apply).

57.) Q: May employers ask an employee whether sick and safe time was used for a permissible
purpose?

A: Yes, and the employer may ask the employee to state as much in writing.
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An employer may:

. Request that an employee confirm verbally or state in writing that they used sick and
safe time hours for a permissible purpose

. Request reasonable documentation if an employee uses sick and safe time for more
than two consecutive days, or if there’s a pattern or clear instance of suspected
misuse

J Ask for a date on which the employee expects to return

58.) Q: May an employer require a minimum amount of time per use?

A: Employees may use sick and safe time in the same increments of time for which the employees
are paid. However, employers are not obligated to grant leave in increments smaller than 15
minutes. Additionally, employers cannot mandate that employees use sick and safe time in
increments longer than four hours.

Scenario #1:

Ibrahim needs to take sick leave for a doctor’s appointment. His employer pays him in 15-
minute increments. Ibrahim can request sick leave in 15-minute increments for his
appointment. If Ibrahim only needs two hours for his appointment, his employer cannot
require him to take more than two hours of sick leave for it. Therefore, the employer
cannot insist that he take an entire day or half day off when he only needs two hours.

Scenario #2:

Hamda needs to take sick leave for a doctor’s appointment. Hamda is an hourly employee
whose employer pays wages in 6-minute increments. She can request to use sick and safe
time in 15-minute increments, up to as long as is needed for her absence (as long as she
has accrued the time). Her employer is not required to grant leave in increments smaller
than 15 minutes.

Scenario #3:

David’s son has influenza and David needs to stay home in the morning to care for him.
David is an exempt employee who is paid a salary. David’s employer can require David to
use sick and safe time in four-hour increments (half-day). In this case, David uses four
hours of sick and safe time and returns to work in the afternoon.

59.) Q: Can an employer require an employee to use sick and safe time if they miss work for an
eligible reason?

A: The sick and safe time ordinance does not necessarily require an employee to use sick and safe
time when absent from work and the employee may communicate this preference to their
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employer. However, an employee’s absence is not subject to the protections provided by the
ordinance when the employee requests not to use sick and safe time.

In general, it is the employee’s right to use sick and safe time for eligible reasons (if they have
sufficient time available to them) and an employer should assume that an employee wishes to
do so. Absences from work are not subject to ordinance protections when an employee does not
have sufficient hours available to cover them (and thus an employer’s normal attendance policies

may apply).
60.) Q: Can an employee use sick and safe time during times they were not scheduled to work?

A: Sick and safe time is paid leave (time off) from work to cover absences. If an employee was
not scheduled to work, they are not entitled to sick and safe time usage during that time, and
employers are not required to provide it.

61.) Q: May an employee trade shifts or work alternative hours instead of using sick and safe
time?

A: Yes. With mutual employer and employee consent, employees may suggest working
alternative hours or trading shifts instead of using sick and safe time hours. However, the
employer may not unilaterally require an employee to work an alternate shift or reduce normally
scheduled hours to avoid use of sick and safe time hours.

62.) Q: Are employees required to find their own replacement when they use sick and safe
time?

A: No. An employer may not require an employee to find a replacement to “cover a shift” as a
condition for using sick and safe time.

63.) Q: May an employer have a policy that permits employees to donate unused sick and safe
time hours to other employees?

A: Yes. An employer may have a policy that allows employees to donate unused sick leave to
other employees, as long as the policy is voluntary.

I"

64.) Q: May an employer deny use of sick and safe time for particularly “critical” employees

or during times of heightened importance?

A: There is no general exemption in the Sick and Safe Time Ordinance for “critical” employees or
exigent business circumstances. However, a narrow exception exists for certain public employees
or emergency responders whose duties require them to respond to weather related or other
public emergencies, as they are not necessarily entitled to use sick and safe time merely due to
the occurrence of such emergency.

24



65.) Q: May employees use sick and safe time hours during overtime that they were scheduled
to work?

A: Yes. An employer must allow employees to use sick and safe time for all hours they are

scheduled to work, including any mandatory regular or overtime hours. However, sick and safe
time hours are paid at the employees’ base rate of pay.

Rate of Pay for Sick and Safe Time Hours:

66.) Q: What is the sick and safe time rate of pay for an employee who is paid an hourly wage?

A: Employees paid an hourly wage are compensated at the employee's base hourly wage (the
same rate the employee receives per hour of work) when using sick and safe time.

67.) Q: Is an employee entitled to be compensated for tips, commissions, bonuses, or overtime
that might have been lost while they were off of work using sick and safe time?

A: No. An employee is not entitled to lost tips, commissions, bonuses, shift differentials, or
overtime payments (i.e. one and a half times the regular rate or more) during use of sick and safe
time hours. For employees paid solely on a commission, piecework, or any other basis other than
hourly or a salary, the employer must pay the employee no less than the applicable legal
minimum wage.

68.) Q: How does an employer calculate hourly sick and safe time compensation for a salaried
employee who has no set schedule?

A: Employees who are paid on a salary basis and are exempt from overtime laws (as provided
under either or both the Minnesota and federal Fair Labor Standards Acts) are deemed to work
40 hours a week for purposes of accruing and using sick and safe time. If any employee normally
works less than 40 hours a week, then they will accrue and use sick and safe time based upon
their normal work week.

For employees paid on a salary basis, the employee should receive the same rate guaranteed to
the employee as if they had not taken leave. Employers have no obligation to pay an employee

more than their full salary for use of sick and safe time.

69.) Q: If an employee has two different jobs for the same employer, what should the rate of
pay be for sick and safe time hours used?

A: The rate of pay for the employee’s use of sick and safe time should be the rate of pay for the
job/shift the employee was scheduled to work.

25



70.) Q: How quickly must an employee be compensated for their use of sick and safe time
hours?

A: Sick and safe time use must be paid in the same manner and at the same time as the employee
would have received compensation for hours worked.

71.) Q: Are employers required to pay out unused sick and safe time at the end of an
employment relationship?

A: No. Nothing in the Sick and Safe Time Ordinance requires employers to pay out unused sick
and safe time hours at the end of employment. However, employers may choose to do so.

Scope of Coverage and Applicability:

72.) Q: Are nonprofit employers covered under the Sick and Safe Time Ordinance?
A: Yes.

73.) Q: When one employee works at different jobs for separate, unrelated employers, does
each employer have to provide sick and safe time?

A: Yes. Each employment relationship creates rights and responsibilities under the Sick and Safe
Time Ordinance.

74.) Q: Does the Sick and Safe Time Ordinance require employers to provide sick and safe time
to independent contractors?

A: No. However, merely labeling someone as an “independent contractor” does not necessarily
relieve the employer of its sick and safe time obligations. Consistent with Minnesota law,
whether a worker is an employee or independent contractor is determined by a variety of case-
by-case factors including the extent to which the “independent contractor” retains supervision,
direction, and control over the work and the means to complete it.

For more information on how the State of Minnesota similarly reviews issues relating to
independent contractor status, consider the Minnesota Attorney General’s Office Independent
Contractor Misclassification publication.

75.) Q: Does the Sick and Safe Time Ordinance cover employees regardless of their immigration
status?

A: Yes. All employees who work in Minneapolis — no matter their status under federal
immigration law — have legal rights under the Minneapolis Sick and Safe Time Ordinance. The
Minneapolis Department of Civil Rights will process an employee's report of suspected violation
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without regard to their immigration status. An employee filing a report will not be questioned
about their immigration status.

76.) Q: Do employees who leave and return (seasonal, rehires, etc.) get to keep their accrued
sick and safe time hours?

A: If an employee is rehired within 180 days after separation, the employer must reinstate (and
allow immediate use of) previously accrued and unused sick and safe time hours, unless the
employer paid the employee for unused sick and safe time hours at the time of initial separation.
An employee is entitled to use accrued earned sick and safe time and accrue additional earned
sick and safe time at the commencement of reemployment.

77.) Q: What happens to an employee’s accrued sick and safe time hours if a new employer
succeeds or takes the place of the old employer?

A: If an employee remains employed with the new employer, the employee retains their accrued
sick and safe time hours. This new employer must allow its employees to use the accrued sick
and safe time hours. To determine whether a new employer is a “successor employer” for
purposes of the Sick and Safe Time Ordinance, the following factors may be taken into
consideration:

e Substantial continuity of the same business operations

e Use of the same physical location or facilities

e Continuity of the workforce

e Similarity of jobs and working conditions

e Similarity of supervisory personnel

e Similarity in machinery, equipment, and production methods
e Similarity of products or services

e The ability of the predecessor to provide relief

78.) Q: If an employee is transferred to another division or location of the same employer, is
the employee entitled to sick and safe time hours that were accrued at the previous location?

A: Yes.

Enforcing the Sick and Safe Time Ordinance:

79.) Q: How will the Sick and Safe Time Ordinance be enforced?

A: Enforcement of the Sick and Safe Time Ordinance is the responsibility of the director of the
Minneapolis Department of Civil Rights (“Department”). Enforcement is complaint based;
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however, the Department also has broad authority to proactively investigate possible violations
and issue fines as necessary to gain compliance.

Violations of the Sick and Safe Time Ordinance may also result in license sanctions, up to and
including revocation of a business license by the City of Minneapolis. All legal options and
penalties to gain compliance, including enforcement in a court of law, will be considered.

Sick and safe time violations are enforced on a per employee basis. For example, if an employer
has a policy or practice of not providing or refusing to allow the use of sick leave, a violation of
the law exists for each and every employee affected by the policy.

80.) Q: What happens if an employer’s written policies include sick and safe time off work but,
in practice, the employer’s actions dissuade employees from using it?

A: Remember that it is unlawful for an employer to have a policy or practice — whether official
or unofficial — of withholding, denying, hiding, ignoring, not compensating or refusing to allow
the use of sick and safe time or not providing sick and safe time.

Retaliation against an employee for exercising or attempting to exercise any rights available to
them under the Sick and Safe Time Ordinance is strictly prohibited. Retaliation includes any act
that would dissuade a reasonable employee’s use of sick and safe time. Material changes in job
classification, duties or hours, formal disciplinary action such as documented warnings or
suspension, the accumulation of points under an attendance point system, or employment
termination may be considered retaliatory. Aggressive enforcement to protect employees’ rights
will be pursued by the Department in these types of cases.

81.) Q: May an employer discipline an employee who misuses sick and safe time?

A: Yes. An employee who uses sick and safe time hours for purposes other than those authorized
under the Sick and Safe Time Ordinance is not protected by the ordinance.

82.) Q: An employer has an absence control policy that issues an “occurrence point” for each
absence, including sick and safe time absences. Is that allowed?

A: No. Employers are allowed to have absence-control or discipline policies but may not count
sick and safe time absences negatively within those policies. Doing so would constitute unlawful
retaliation. Additionally, an employer may not take an employee’s legitimate sick and safe time
use into account when rating that employee’s attendance record for the purposes of awarding a
raise or promotion. Such actions would also constitute unlawful retaliation.®

5 In contrast, however, if a bonus, reward, or other incentive (above and beyond an employee’s basic terms of
employment related to wages, work duties, schedule, etc.) is based on the achievement of a specified goal such as
hours worked, products sold, or perfect attendance and the employee has not met the goal due to use of sick and
safe time, then the incentive may be denied, unless otherwise paid to employees on any other leave status.
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83.) Q: How can employers and employees get more information?

A: Employers and employees can contact the City of Minneapolis Department of Civil Rights,
Labor Standards Enforcement Division in the following ways:

¢ Email sicktimeinfo@minneapolismn.gov
e Call 311 and ask for information about the Sick and Safe Time Ordinance
e Walk into the Minneapolis Department of Civil Rights at 350 S. Fifth St., Room 239
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