
Policy Changes related to Women’s Economic Security Act 

 

201.204 – Reasonable Accommodations to an Employee for Health Conditions Relating 
to Pregnancy  
 
Pursuant to Minn. Stat. §181.9414, the County will attempt to provide a female 
employee who requests reasonable accommodation with the following for her health 
conditions related to her pregnancy or childbirth: 
 

• more frequent restroom, food, and water breaks;  
• seating;  
• place limits on lifting over 20 pounds. 

 
The County will engage in an interactive process with respect to an employee's request 
for a reasonable accommodation that include, but not limited to, temporary transfer to a 
less strenuous or hazardous position, should one be available. Nothing in this policy 
shall require the County to create a new or additional position in order to accommodate 
an employee pursuant to this section, and shall not be required to discharge any 
employee, transfer any other employee with greater seniority, or promote any 
employee. 
 

201.254 - Sick Leave 
 
(C) Sick leave with pay shall be granted for the following reasons:  Personal illness 

or physical incapacity resulting from causes beyond the employee's control; 
illness of a member of the employee's immediate family that requires the 
employee's personal attention; enforced quarantine of the employee in 
accordance with community health regulations; childbirth or pregnancy disability; 
or an appointment with a doctor, dentist, chiropractor, optometrist, or other 
medical professional. Immediate family shall include sons, daughters, spouse, 
parents of an employee, or parents of the employee's spouse. Immediate family 
may include a person in a similar role and shall be identified by the employee in 
their personnel file. 

 
(1)  Pursuant to Minn. Stat. §181.9413, eligible employees may use up to 160 

hours of sick leave in any 12-month period for absences due to an illness 
of or injury to the employee's adult child (includes step-children, biological, 
adopted or foster children), spouse, sibling, parent, grandparent, 
stepparent, parent-in-laws (mother-in-laws and father-in-laws) and 
grandchildren (includes step-grandchildren, biological, adopted or foster 
grandchildren) . 

 
(2)  Safety leave.  Employees are authorized to use sick leave for reasonable 

absences for themselves or relatives (employee's adult child, spouse, 
sibling, parent, mother-in-law, father-in-law, grandchild, grandparent, or 
stepparent) who are providing or receiving assistance because they, or a 



relative, is a victim of sexual assault, domestic abuse, or stalking. Safety 
leave for those listed, other than the employee and the employee’s child, 
is limited to 160 hours in any 12-month period. 

 
201.265 –Reasonable Unpaid Work Time for Nursing Mothers 
 
Nursing mothers will be provided reasonable unpaid break time for nursing mothers to 
express milk for nursing her child for one year after the child’s birth. The County will 
provide a room (other than a bathroom) as close as possible to the employee’s work 
area, that is shielded from view and free from intrusion from coworkers and the public 
and includes access to an electrical outlet, where the nursing mother can express milk 
in private. 
 
201.266 – Pregnancy and Parenting Leave  
 
Employees who work twenty (20) hours or more per week and have been employed 
more than one year are entitled to take an unpaid leave of absence under the 
Pregnancy and Parenting Leave Act of Minnesota. Female employees for prenatal care, 
or incapacity due to pregnancy, childbirth, or related health conditions as well as a 
biological or adoptive parent in conjunction with after the birth or adoption of a child as 
eligible for up to 12 weeks of unpaid leave and must begin within twelve (12) months of 
the birth or adoption of the child. In the case where the child must remain in the hospital 
longer than the mother, the leave must begin within 12 months after the child leaves the 
hospital. Employee should provide reasonable notice, which is at least 30 days. If the 
leave must be taken in less than 30 days, the employee should give as much notice as 
practicable.  
 
Employees are required to use accrued leave (i.e., sick leave, vacation leave, paid-time-
off etc.) during Parenting Leave. If the employee has any FMLA eligibility remaining at 
the time this leave commences, this leave will also count as FMLA leave. The two 
leaves will run concurrently.  

The employee is entitled to return to work in the same position and at the same rate of 
pay the employee was receiving prior to commencement of the leave. Group insurance 
coverage will remain available while the employee is on leave pursuant to the 
Pregnancy and Parenting Leave Act, but the employee will be responsible for the entire 
premium unless otherwise provided in this policy (i.e., where leave is also FMLA 
qualifying). For employees on an FMLA absence as well, the employer contributions 
toward insurance benefits will continue during the FMLA leave absence as outlined 
201.263. 

201.411 – Compensation 
 
(F) Under the Minnesota Wage Disclosure Protection law, employees have the right 

to tell any person the amount of their own wages. While the Data Practices Act 
(Minn. Stat. §13.43), specifically lists an employee’s actual gross salary and 



salary range as public personnel data, Minnesota law also requires wage 
disclosure protection rights and remedies to be included in employer personnel 
handbooks. To that end, and in accordance with Minn. Stat. §181.172, employers 
may not:  

 

 Require nondisclosure by an employee of his or her wages as a condition 
of employment;  

 Require an employee to sign a waiver or other document which purports 
to deny an employee the right to disclose the employee's wages; 

 Take any adverse employment action against an employee for disclosing 
the employee's own wages or discussing another employee's wages 
which have been disclosed voluntarily.   

 Retaliate against an employee for asserting rights or remedies under 
Minnesota Statute §181.172, subd. 3 

 
The county cannot retaliate against an employee for disclosing his/her own 
wages. An employee’s remedies under the Wage Disclosure Protection law are 
to bring a civil action against the county and/or file a complaint with the 
Minnesota Department of Labor and Industry at (651) 284-5070 or 1/800-342-
5354.   
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