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118 HEEF AMESRL B[22

Ofef 83 = 98 AFOJEZ HZE/IL/LF Haven Rights = 82 AFO|ES| LY 82 HZBIA| KL/}

1A EEFZ5F 7|1
e Washington Department of Labor & Industries (L&I) — Ini.wa.gov
e Washington State Human Rights Commission (WSHRC) — hum.wa.gov
e Washington Employment Security Department (ESD) — esd.wa.gov
e WA Paid Family and Medical Leave — paidleave.wa.gov

e WA Cares Fund — wacaresfund.wa.gov

11.2 A O S A| (SHS AFRE)
e Seattle Office of Labor Standards (OLS) — seattle.gov/laborstandards

e Seattle Office for Civil Rights — seattle.gov/civilrights

11.3 ¢k 7| &

Equal Employment Opportunity Commission (EEOC) — eeoc.gov

U.S. Department of Labor, Wage and Hour Division — dol.gov/agencies/whd

National Labor Relations Board (NLRB) — nirb.gov

11.4HE dEX}I&Z

Washington State Bar Association Lawyer Referral Service — wsba.org

e Korean American Bar Association of Washington — kabaw.org

Asian Counseling and Referral Service — Seattle

Society for Human Resource Management (SHRM), Washington chapters — shrm.org
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11.5 Haven Rights

Haven Rights = AZEI0| 1A W& AL ZF FHOM AHFHAE =82 EE = USLICH

A
{0
=
Hr
0z
o
nz
0z
O
N
]
2

O g AHZ O] 2RSHA|H HEF F=A[7] HHEf LT,

& YEX X 0joy Y Mol tpat B SEE 7 LS

=
THE A BB} SN BRI,

Q1. X2 1 HOF Q= AFHE T WA Workers' Comp O] 2| 291722

O. YMEFE 21 HoE QO T 1&1 2 EHY = HEOf workers' Comp 7HRI0| 2| F L[},
MY EHOZ A == o, O] 7LUAl L& E|CH $1,000 DA + YA MY L= QLT
Q2 $90,000 X 10f|A| H| AW =22 W2 4+ LIR?

Q4. MEZ 10 A= HLE Z Ho{of 5Lt R?
Ofl. HB 1827(2023.1~)0f| 2t XA 15 & O] & AT = MES 0| &5 = Y5 Tl +fringe

benefits HA| 2| 2. Q|EFA| S EXF7F A X 2l E $500~$5,000 =5 H{ & HT 7ts.

rx

Qs. OtX| 9 5| o[ M| 3 = AN 7HX| F OF StLtR?
ChZ °87] H[O|H|O[7tX| X|ZotH E LICt O|ALE pTO K| 5 2| F= AtL S 0f 2} 278 & LICt.

19| OX| 52 Rcw 49.52 Of 2} O] X| =4 2| "double damages" &7 = &.

Haven Rights | 2026 Edition Page 19/ 34



Washington Labor Law Guide for HR Managers

Q6. A|Of & AFUE=2 F psL

£ CheiLch A E

T PSL 2 B2 E AL

1} A|OfE psL S £ A
40 A

AOHEAl= 2 0 Wt & 2ot "Tier 7| =2 HEYLICL AN S AR E2 H ot 7|&E2

(= LI CF.

7. 53 AHE

jo

(AL

=
A1 F 282 (1) WSHRC Ol
FOl(2) A BAtASE 3
A

Nts MAE "

M EXt= o EA ZlLtR?

HMAZEE 6 7§ O|Lf A0 — AHEFgeoc 2 300 L1t CHE HOf|

= soL, (3) A0 & AP E 2 A|OHZ Office for Civil Rights 0| = E &

Al Mt ZAL & B8 SX| & X|7|= A0l S LI

Haven Rights | 2026 Edition

Page 20/ 34



Washington Labor Law Guide for HR Managers

ENGLISH VERSION

Washington Labor Law Guide for HR Managers

[IMPORTANT NOTICE] This material is educational content for general informational purposes
only and does not constitute legal advice. Consult a licensed attorney for specific situations.

Laws change frequently, and this material may not reflect the most current legal developments.
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Foreword

This guide summarizes the labor law essentials that HR managers and business owners operating in
Washington should know to maintain compliance with U.S. employment law. Washington maintains one
of the most extensive worker-protection regimes in the western United States — alongside California —

and the City of Seattle adds further protections through its own ordinances.

Haven Rights is a nonprofit organization that helps Asian-background workers in the United States
resolve workplace mistreatment. The Seattle metropolitan area — including Bellevue, Tacoma, and
Lynnwood — hosts substantial Korean-owned business activity in restaurants, dry cleaners, salons, and
markets. Disputes frequently arise from unfamiliarity with Washington-specific provisions: PFML, WA
Cares, strong pay transparency requirements, and the salary thresholds that govern non-compete
enforceability. This guide is intended as preventive education for owners and HR professionals.

Information in this guide is current as of May 2026.

Chapter 1. Washington Labor Law At-A-Glance

The table below summarizes the compliance items most frequently encountered when handling HR

responsibilities in Washington.

Item Washington Standard

State Minimum Wage $16.66/hr (2025), CPl-adjusted annually

Seattle Minimum Wage $20.76/hr (2025), among the highest in the U.S.

Overtime 1.5x over 40 hrs/week (federal-equivalent)

Paid Sick Leave (WA PSL) Mandatory — all employers, 1 hour per 40 hours worked

Paid Family and Medical Leave Up to 12 weeks (+2 for childbirth) at ~90% of wage; employee +
(WA PFML) employer-funded

WA Cares Fund (Long-term Care) 0.58% automatic payroll deduction (since July 2023)

At-Will Employment Yes, with implied contract and public policy exceptions

WLAD Discrimination 8+ employees (harassment and pregnancy provisions apply to all)

WA WARN Federal WARN applies (100+ employees / 50+ in layoff / 60 days notice)
Final Paycheck Next regular payday
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Item

Washington Standard

Non-Compete (RCW 49.62)

Unenforceable below $123,394 annual salary (2025); pre-hire written
disclosure required

Pay Transparency (HB 1827)

15+ employees — pay range and benefits in postings (eff. Jan 2023)

Pay History Inquiries

Prohibited (Equal Pay and Opportunities Act)

Workers' Comp

Mandatory — L&l single state fund only (private insurance not
permitted)

OSHA

WA DOSH state plan (more stringent than federal)

Anti-Harassment Training

Not statutorily mandated; effectively required for affirmative defense

Chapter 2. How Washington Differs from Federal Law

Washington maintains one of the strongest worker-protection regimes in the western United States —

second only to California in scope. Federal-floor practices that work in Texas or other lighter-regulation

states regularly create compliance gaps in Washington, and Seattle layers on top of state law with the

highest U.S. city minimum wage and one of the most generous PSL ordinances.

Several differences from federal law are particularly significant. First, WA PSL (eff. January 2018)

requires all employers to provide 1 hour of paid sick leave per 40 hours worked. Second, WA PFML (eff.

January 2020) provides up to 12 weeks (plus 2 additional weeks for childbirth) of paid family and

medical leave through a payroll-tax-funded insurance program. Third, the WA Cares Fund (eff. July 2023)

deducts 0.58% from employee payroll for long-term care insurance. Fourth, non-competes are

unenforceable for employees earning under $123,394 (2025 threshold).

Workers' compensation in Washington is unusual — coverage must be obtained through the L&l single

state fund, with private insurance not permitted (only large self-insured employers are exempt).

Coverage is required even with a single employee, and non-compliance triggers daily penalties and

criminal liability. WA DOSH (the state OSHA plan) also imposes more stringent requirements than

federal OSHA.

Chapter 3. Wages and Hours

3.1 Minimum Wage

Washington's minimum wage is $16.66/hr as of January 2025 — among the highest state minimums in

the United States — adjusted annually for CPI. Local rates may be substantially higher:
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e Seattle: $20.76/hr (2025), among the highest U.S. city rates
e Tacoma, SeaTac, Bellingham, and others operate separate ordinances

Washington has no tipped wage system — all employees receive the full minimum wage regardless of

tips, distinguishing it from Texas and New York.

3.2 Overtime

Washington follows the federal FLSA standard of 1.5x for hours over 40 per week. Exemption thresholds
use Washington's higher salary minimums. As of 2025, the white-collar exemption salary minimum is
approximately $77,968.80/year for employers with 50+ employees and $69,305/year for smaller

employers.

3.3 Exempt vs. Non-Exempt Classification

Washington applies stricter duties tests than federal FLSA, with phased-in salary increases since 2020.
Annual review of classifications is necessary as thresholds rise each January.

3.4 Meal and Rest Periods
Washington Administrative Code (WAC 296-126-092) requires:

e 10-minute paid rest per 4 hours worked — at least once during 5-hour shifts
e 30-minute meal period for shifts of 5+ hours — taken between the second and fifth hour
¢ Additional 30-minute meal for shifts over 11 hours

Violations create wage claims for missed periods and pattern-based violations are L&I audit triggers.

3.5 Final Paycheck

Washington requires final wages by the next regular payday regardless of separation reason. Payment of
unused PTO depends on internal policy; where the policy promises payout, it is enforceable under RCW
49.48.010.

3.6 Wage Claims

Unpaid wage claims may be pursued through (1) Washington Department of Labor & Industries (L&I)
within typically 3 years, or (2) direct civil suit. RCW 49.52 imposes "double damages" for willful

underpayment and provides attorney's fees.
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Chapter 4. Leave, FMLA, and PFML

4.1 WA Paid Sick Leave

Effective January 2018, the WA Paid Sick Leave Law requires all employers to provide 1 hour of paid sick
leave per 40 hours worked. There is no accrual cap; up to 40 hours of unused leave carries over
annually. Permissible uses include personal/family iliness, school closure, and domestic violence

circumstances.

Seattle operates a separate, more generous PSL ordinance with tiered standards by employer size (Tier
1: 1-49 employees; Tier 2: 50-249; Tier 3: 250+).

4.2 WA Paid Family and Medical Leave (WA PFML)
WA PFML (eff. January 2020) is funded by a joint employee-employer payroll tax and provides:

e Upto 12 weeks (+ 2 weeks for childbirth, totaling 14)
¢ Up to ~90% wage replacement for low-income workers (~50% for high-income)
e Weekly cap of approximately $1,542 (2025)

Employers must maintain accurate deductions and L&I registration; employers with 50+ employees pay

an employer share, while smaller employers fund through employee deductions only.

4.3 WA Cares Fund

Effective July 2023, the WA Cares Fund deducts 0.58% from employee payroll for long-term care
insurance. Employers are responsible for accurate deductions and reporting; failure to deduct shifts
liability to the employer. Limited exemptions apply (e.g., employees with existing private long-term care

insurance).

4.4 FMLA Application

Federal FMLA applies to employers with 50+ employees and provides 12 weeks of unpaid leave. WA
PFML often applies in parallel; employers must determine concurrent vs. sequential treatment per

company policy.

4.5 Additional Mandatory Leaves
e Healthy Starts Act — pregnancy reasonable accommodation (15+ employees)
* Domestic Violence Leave — applies regardless of size
e Jury Duty — termination/discrimination prohibited
e Voting Leave — up to 2 paid hours on election day

e Bereavement Leave — under WA PSL (RCW 49.46)
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e Military Family Leave Act — 15+ employees, up to 15 days

Chapter 5. Discrimination and Harassment

5.1 Federal Anti-Discrimination Statutes

Federal coverage varies by employer size. Washington HR managers must apply both federal standards
and WLAD.

5.2 Washington Law Against Discrimination (WLAD)

WLAD applies to employers with 8 or more employees — except harassment and pregnancy provisions,
which apply regardless of size. Protected categories include race, religion, creed, color, national origin,
sex, gender identity and expression, sexual orientation, marital status, age (40+), disability, HIV/AIDS

status, military status, and domestic violence victim status.

WLAD charges must be filed with the Washington State Human Rights Commission (WSHRC) within 6
months — distinct from EEOC's 300 days. Direct civil claims operate under a 3-year SOL with damages,

attorney's fees, and front pay available.

5.3 Hostile Work Environment Standard

The Washington Supreme Court established the hostile work environment standard in Glasgow v.
Georgia-Pacific (1985). Conduct must be "unwelcome" and "severe or pervasive" enough to alter
working conditions; employers must take "prompt and appropriate corrective action" to defeat liability.

5.4 Mandatory Training

Washington does not mandate sexual harassment prevention training for general employers, though
specific industries (hospitality, real estate, security) face separate requirements. Training is nonetheless
effectively required as part of the employer's affirmative defense. WSHRC provides free model

resources.

Chapter 6. Termination and Separation

6.1 At-Will Doctrine and Washington Exceptions

Washington is at-will, with exceptions for (1) implied contract (handbooks, oral promises), (2) public
policy violations, and (3) WLAD discrimination/retaliation. The Washington Supreme Court recognized

implied contract claims in Roberts v. Atlantic Richfield (1977).
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6.2 Major Wrongful Termination Theories

6. Public policy claim (Thompson v. St. Regis Paper Co., 1984) — retaliation for unlawful activity
reporting, jury duty, etc.

7. WLAD discrimination/retaliation termination
8. Whistleblower claim (RCW 49.60) — retaliation for reporting unlawful conduct
9. Wage retaliation

10. Implied-in-fact contract — handbook-based

6.3 WA WARN
Washington has no state-level WARN; federal WARN applies (100+ employees / 50+ layoff / 60 days

notice). Some industries and cities may have additional notice obligations.

6.4 WA Unemployment Insurance

Washington State Employment Security Department (ESD) administers unemployment. "Misconduct" is
interpreted narrowly. Even resignations may qualify when "good cause" exists.

6.5 COBRA

Federal COBRA applies at 20+ employees with 18 months of continuation. Washington has no separate

mini-COBRA, though employees may obtain individual coverage through the WA ACA marketplace.

Chapter 7. Employment Agreements

7.1 Non-Compete (RCW 49.62)

Washington RCW 49.62 (eff. January 2020, with annual threshold increases) imposes strong limits on
non-competes:

e Employee earnings under $123,394 (2025) — non-compete unenforceable

¢ Independent contractor earnings under $308,485 (2025) — unenforceable

e Pre-hire written disclosure required at offer acceptance

e Adding non-competes to existing employees requires separate consideration

e Duration — terms exceeding 18 months are presumptively unreasonable

¢ Non-competes against laid-off employees enforceable only if employer pays compensation
during the restricted period

Violations expose employers to direct damages, attorney's fees, and the greater of actual damages or

$5,000 per violation. Reformation requests trigger per-clause penalties.
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7.2 NDA Limitations (Silenced No More Act)

WA Silenced No More Act (eff. June 2022) renders unenforceable:

¢ NDAs in discrimination, harassment, retaliation, or wrongful termination claims that prevent
employees from describing their experience

e Federal Speak Out Act (2022) — pre-dispute NDAs covering sexual harassment/assault

e Defend Trade Secrets Act — whistleblower immunity notice required

7.3 Arbitration Clauses

FAA generally applies; sexual harassment/assault claims are exempt under federal law (2022).
Washington efforts to invalidate mandatory arbitration of discrimination claims face federal preemption

challenges.

7.4 Background Checks and the Fair Chance Act

The Washington Fair Chance Act (RCW 49.94) prohibits inquiry into criminal history before completion
of the first interview or conditional offer. Seattle imposes a stricter Fair Chance Employment Ordinance.

7.5 Pay History Inquiry Ban (Equal Pay and Opportunities Act)

RCW 49.58 prohibits all Washington employers from asking about or relying on salary history. The Act

also protects employees' rights to discuss and compare wages with coworkers.

7.6 Pay Transparency (HB 1827)

HB 1827 (eff. January 2023) requires employers with 15+ employees to disclose (1) wage or wage range
and (2) general fringe benefits in postings. Washington's pay transparency is among the strongest in the
U.S., with violations producing per-employee damages of $500-51,000 (negligent) or $5,000
(intentional). Job applicants may bring direct claims.

Chapter 8. Workers' Compensation and Workplace Safety

8.1 Mandatory Coverage — L&I Single Fund

Washington requires workers' compensation coverage through the Department of Labor & Industries
(L&I) single state fund for any employer with even one employee. Unlike most states, private insurance
is not permitted; only large self-insured employers may operate independently. Failure to maintain
coverage triggers daily penalties up to $1,000, criminal liability (felony for willful violations), and direct

civil exposure.
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8.2 Claims Process

After a workplace injury, the employer must provide immediate medical care, file with L&I (Form 1B),
and notify the employee of rights. L&l administers disputes directly; the Board of Industrial Insurance

Appeals handles appeals.

8.3 WA DOSH (State OSHA Plan)

Washington operates its own state OSHA plan (WA DOSH, under L&), with standards more stringent
than federal OSHA. Particularly notable: (1) workplace safety committee requirements, (2) Hazard
Communication Standard, and (3) Heat Iliness Prevention Standard. Non-compliance triggers direct
DOSH citations.

Chapter 9. Common Compliance Scenarios

The scenarios below generalize common compliance issues encountered by Washington employers.

Outcomes turn on individual facts; consult counsel when handling actual matters.

Scenario 1. WA PFML Deduction Failure

A company fails to deduct PFML premiums or applies an incorrect rate. PFML is funded by joint
employee-employer contributions; failed deductions shift the employee share to the employer.

Employers with 50+ employees additionally owe an employer share.

Scenario 2. Non-Compete Salary Threshold Violation

A company imposes a non-compete on a $80,000-salary employee. Below the 2025 threshold of
$123,394, the agreement is unenforceable, and the employee may seek direct damages, attorney's fees,

and the greater of actual damages or $5,000.

Scenario 3. Job Posting Without Pay Range

A company omits pay range from job postings or uses "competitive salary" language. HB 1827 requires

pay range and fringe benefits; applicants may seek per-violation damages of $500-$5,000 directly.

Scenario 4. PSL Accrual Not Tracked

A small Korean restaurant assumes "we're too small for paid sick leave" and is audited by L&I after a
complaint. WA PSL applies to all employers; missed 1-hour-per-40-hours accrual produces back wages

plus penalties.
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Scenario 5. L&l Workers' Comp Non-Enroliment

A company assumes "we don't need Workers' Comp with so few employees" and fails to enroll with L&lI.
Washington requires L&l enrollment with even one employee — private insurance is not a substitute.
Non-enrollment exposes the employer to daily $1,000 penalties, criminal liability, and direct employee

tort claims.

Special Section: Five Compliance Pitfalls Common in Korean-Owned Businesses

Washington maintains one of the most sophisticated employee protection systems in the U.S,,
with PFML, WA Cares, strong pay transparency, and salary-keyed non-compete limits. Five

recurring patterns appear most often in cases reaching Haven Rights:

1. WA PFML / WA Cares Deduction Failures
PFML and WA Cares are funded by employee payroll deductions. Failed deductions shift liability to
the employer; 50+ employee employers additionally owe a PFML employer share.

2. Non-Compete Salary Threshold Violations
Washington voids non-competes for employees earning less than $123,394 annually (2025). The
threshold rises annually, requiring annual review. Failure to provide pre-hire written disclosure is

also a violation.

3. Pay Transparency Violations — Missing Pay Range in Postings
HB 1827 requires 15+ employee employers to include pay range and benefits in postings.

Applicants may bring direct claims for $500-55,000 per violation.

4. Poor PSL Accrual and Carryover Tracking
WA PSL requires accrual at 1 hour per 40 hours worked at every employer, with up to 40 hours
carryover. Seattle imposes more generous standards. Untracked accrual is an L&I audit trigger.

5. L&l Workers' Comp Non-Enrollment or Private Insurance Attempt

Washington requires L&I single-fund enrollment — private insurance is not a substitute. Coverage
applies at one employee. Non-enrollment exposes employers to daily penalties up to $1,000 and
criminal liability.

Washington's strong state-level system (PFML, WA Cares, L&I, DOSH) requires systematic

management of registration, deductions, and periodic reporting as the most effective preventive
strategy.
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Chapter 10. Building Compliance Systems

10.1 Washington-Specific Handbook

Washington at-will disclaimer

WLAD discrimination/harassment policy with multiple reporting channels (Glasgow standard)
WA PSL policy (accrual rate, eligible uses, carryover)

WA PFML policy (premium deduction explanation)

WA Cares policy (0.58% deduction notice)

Healthy Starts Act (pregnancy reasonable accommodation)

Domestic Violence Leave policy

Non-compete review procedures (RCW 49.62 salary thresholds)

10.2 Recommended Training

Sexual harassment prevention — not statutorily mandated, recommended for affirmative
defense

Hospitality, real estate, security industries — separate mandated training

Manager wage and hour training

10.3 Documentation

Time records

Compliant wage statements

PSL accrual and usage records

PFML / WA Cares deduction records
Performance evaluations and disciplinary records
Complaint log and resolution records

Handbook acknowledgments and training records

10.4 Mandatory Postings

L&I, WSHRC, and ESD each require mandatory postings; Seattle worksites face additional Seattle Office

of Labor Standards postings. Display in English plus the workforce's primary languages.

Chapter 11. Resources for Washington HR Managers

The links below lead to external websites. Haven Rights does not endorse or guarantee external content.
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11.1 Washington State Agencies
¢ Washington Department of Labor & Industries (L&I) — Ini.wa.gov
¢ Washington State Human Rights Commission (WSHRC) — hum.wa.gov
e Washington Employment Security Department (ESD) — esd.wa.gov
e WA Paid Family and Medical Leave — paidleave.wa.gov

e WA Cares Fund — wacaresfund.wa.gov

11.2 Seattle Agencies (where applicable)
e Seattle Office of Labor Standards (OLS) — seattle.gov/laborstandards

e Seattle Office for Civil Rights — seattle.gov/civilrights

11.3 Federal Agencies
e Equal Employment Opportunity Commission (EEOC) — eeoc.gov
e U.S. Department of Labor, Wage and Hour Division — dol.gov/agencies/whd

¢ National Labor Relations Board (NLRB) — nirb.gov

11.4 Legal Review and Counsel
e Washington State Bar Association Lawyer Referral Service — wsba.org
e Korean American Bar Association of Washington — kabaw.org
e Asian Counseling and Referral Service — Seattle

e Society for Human Resource Management (SHRM), Washington chapters — shrm.org

11.5 Haven Rights

Haven Rights also assists employers with compliance education and dispute mediation. Employers

seeking preventive guidance before disputes arise are welcome to reach out.

Chapter 12. Frequently Asked Questions

All answers in this chapter are general information; outcomes vary by individual circumstances.

For specific situations, consult a licensed attorney.

Haven Rights | 2026 Edition Page 32/34



Washington Labor Law Guide for HR Managers

Q1. Does a 1-employee business need WA Workers' Comp?

Yes. Washington requires L&I single-fund Workers' Comp coverage for any employer with even one
employee. Private insurance cannot substitute, and non-enrollment exposes the employer to daily
penalties up to $1,000 and criminal liability.

Q2. Can a non-compete be imposed on a $90,000 salary employee?
Under RCW 49.62 (2025 threshold $123,394), the agreement is unenforceable. The employee may seek
direct damages, attorney's fees, and the greater of actual damages or $5,000.

Q3. Are WA PFML and WA Cares both employee-paid?

WA PFML is funded jointly (employee-only at <50 employees), with the employer responsible for
deductions and registration. WA Cares deducts 0.58% from employee payroll automatically. Failed
deductions for either shift liability to the employer.

Q4. Must job postings include a pay range?
Yes. HB 1827 (eff. January 2023) requires 15+ employee employers to disclose wage range and fringe

benefits. Applicants may bring direct claims for $500-$5,000 per violation.

Q5. When is the final paycheck due in Washington?
By the next regular payday. Payment of unused PTO depends on internal policy. Willful underpayment
exposes the employer to RCW 49.52's "double damages".

Q6. For Seattle worksites, does state PSL or Seattle PSL apply?
Both. Washington's PSL requires accrual at 1 hour per 40 hours worked at every employer. Seattle
imposes more generous tier-based standards, and Seattle worksites must follow whichever is more

protective.

Q7. How should a Washington employer respond to a discrimination complaint?
Discrimination/harassment must be filed with WSHRC within 6 months — distinct from EEOC's 300 days.
Direct civil claims have a 3-year SOL. Seattle worksites may also file with the Seattle Office for Civil
Rights. Receiving a complaint should prompt immediate documentation, prompt and impartial

investigation, and strict adherence to anti-retaliation principles.

Haven Rights | 2026 Edition Page 33 /34



Washington Labor Law Guide for HR Managers

HX 1 X| / Legal Disclaimer

Haven Rights = EIAFATO| S & 501(c)(3) HIY 2| S LICH 2 71020 M SE HE=

LEHQl g =HO|H, HE NEZ22 O E[AHL S SOHX| BELILEH 2 70| =& =
Ao 2 HS AL 2| Q1 2HA|7F S -ISHA| RELICE.
B2 At HE |0 SO CHELICH 2 Atz s 7HY 2| Ao fX HotS BHESHA| S &+

A 2t Y X0l A TESHACHE, HEEFFM 25 T Ho ARt =S| 7] HHEfL T

B2 EE XMqHE HE MH|A QY= 2 710|E H| 11 &2 & IS|FM K.

English

Haven Rights is a Texas-registered 501(c)(3) nonprofit organization. The information provided in this
guide is for general educational purposes only and is not intended as, and does not constitute, legal
advice. Reading this guide does not create an attorney-client relationship.

Laws change frequently and vary by jurisdiction; the information in this guide may not reflect the most
current legal developments. Haven Rights and its staff are not licensed to practice law and do not
provide legal representation.

If you are facing a workplace legal issue, we strongly encourage you to consult with a licensed attorney

in Washington. For referrals to free or low-cost legal services, please see Chapter 11 of this guide.
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